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Executive Summary
The Southampton Village Police Department (SVPD) provides quality policing to those who live
in, work in and visit the Village. Although the local crime rate may be relatively low, the men and
women of the SVPD are proud of their agency, motivated to serve their community and rightfully
embrace their full-service policing model. The SVPD has been a New York State accredited
agency since 1993. It is a well-trained, well-equipped police department. The officers have
received training in implicit bias, racial profiling and de-escalation. The SVPD completed a
successful pilot program regarding Body Worn Cameras in July of 2019.
Policing in Southampton Village, in New York State and across the entire nation is at a crossroads.
Calls for police reform, the ongoing COVID-19 crisis, strained municipal budgets and recruitment
and retention issues combined with the day-to-day demands of policing are causing additional
stress for law enforcement executives and police officers.
Edmund Hartnett Risk Management (EHRM) was contracted to conduct an in-depth operational
assessment of the SVPD. The following is a summary of significant findings and
recommendations pursuant to this review and analysis. The recommendations are supported by
detailed explanations and in accordance with best practices in law enforcement. This report also
contains numerous policy reviews with suggestions for revision as well as an extensive resource
allocation study.
SVPD Patrol Schedule
On average, each SVPD officer works 1920 hours per year. This is an estimated 160 hours fewer
than a typical employee that works a standard 40-hour week. This, and the configuration of the
patrol shifts, result in inefficient police coverage in the Village. It is recommended that this
deficiency be addressed in the next contract discussions with the police union. EHRM offers
several options regarding patrol shifts that would provide significant improvement in patrol
coverage, thus improving the efficiency and effectiveness of the agency.
Overtime
The analysis of overtime expenditures in the SVPD revealed excessive expenses and few controls
in place. The SVPD incurred over $450,000 in overtime expenditures in FY2020. The highest
amount of overtime was spent in Communications. Other areas of the SVPD with high overtime
expenditures were the East End Drug Task Force, training and backfilling slots on patrol. EHRM
strongly recommends that the SVPD institute an overtime management plan to implement standard
overtime controls consistent with best practices.
Sick Leave
EHRM reviewed SVPD sick leave for 2019 and 2020. Similar to overtime, it seems that there is
a need for more managerial control in this area. Some of the high overtime earners are also high
on the sick leave list. The issue of sick leave should be revisited in contract talks and tighter
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controls should be negotiated to permit the department managers to minimize and control
excessive sick use.
Canine Unit
The SVPD Canine Unit consists of one Police Officer and one canine. Deploying and maintaining
a canine is costly. EHRM examined the canine officer’s tours of duty, calls for service responses,
training schedule, and patrol and enforcement activity. The level of activity does not appear to
justify the expense of staffing this position. In addition, the SVPD Canine is often called out for
responses to neighboring jurisdictions, some of them with larger police departments than
Southampton Village. It seems that the Canine Unit is a “nice to have” but not a “need to have.”
Consideration should be given to discontinuing this unit.
East End Drug Task Force
The SVPD has been deploying one officer to the East End Drug Task Force (EEDTF) for several
years. The EEDTF operates under the auspices of the Suffolk County District Attorney’s Office
(SCDAO). The SCDAO pays no reimbursement to the SVPD for the officer’s salary or overtime
incurred. The SVPD member currently assigned to the EEDTF earned over $80,000 in overtime
in 2019. In addition, there is no Memo of Understanding in place with the SCDAO that ensures
an equitable share of seized assets for the SVPD. The SVPD member assigned to the task force
seems to receive minimal oversight from the department. During this assessment, EHRM found
no tangible impact on drug or crime conditions in the Village related to having an SVPD member
in the EEDTF. Consideration should be given to discontinuing this assignment.
School Resource Officers
The SVPD assigns two School Resource Officers (SRO) to the local schools. It seems like these
two Police Officers provide an excellent service to the Southampton School District. However,
the District does not provide any reimbursement to the SVPD for the two SROs. It is recommended
that Village officials confer with the District and attempt to get reimbursement for the salaries of
one or both of these officers. If the District refuses to provide any compensation for either officer,
consideration should be given to discontinuing the SRO program and having the schools covered
by patrol officers.
Organization Chart
The executive staff of the SVPD presented themselves as professional and hard-working, however,
a Captain and two Lieutenants in an agency of this size seems excessive. Consideration should be
given to revising the organization chart to assign one Captain and one Lieutenant, or two Captains
with no Lieutenant.
Also, the current deployment of detectives should be revisited. Detective coverage goes from early
morning to almost midnight. While it is commendable that the three Detectives provide this
extensive coverage of the clock, due to the relatively low level of crime in the Village, it is not a
sound expenditure of resources. EHRM recommends that this approach be modified and that two
Detectives work together as a team. Consideration should be given to adopting this plan and
possibly eliminating one Detective position.
4|Page

Body Worn Cameras
The SVPD should deploy body-worn cameras (BWC) on all sworn officers. The Village must
make every effort to assist the SVPD in purchasing BWC’s as expeditiously as possible. BWCs
have become a “must have” piece of police equipment. It is strongly recommended that the Village
find the funding to implement a state of the art BWC system.
Community Response Unit
The Community Response Unit (CRU) is comprised of one Sergeant and one Police Officer (the
CRU Sergeant also supervises the SROs and Canine Officer).
In theory, the CRU is the
department’s problem-solving unit. However, the unit seems to lack focus and structure. They
work a set duty chart which is not always conducive to addressing community concerns in a timely
manner, and the unit lacks a strong strategic planning and problem-solving approach to conditions
in the community. The CRU can be effective, it can be the SVPD’s “go to” problem-solving
team, but needs more oversight, more direction, and a more focused and strategic approach, with
a more flexible work schedule.
Secondary or Off-Duty Employment
The SVPD policy on permitting members to perform off-duty employment contains several of
the basic standards consistent with best practices. However, EHRM sees significant risk of
liability to the Department and the Village and recommends immediate changes. These
recommendations include prohibiting SVPD members from working secondary employment
within the confines of the Village, restricting secondary employment within three hours of the
start of the tour of duty, and prohibiting wearing the SVPD uniform or utilizing department
equipment while working off-duty.
Public Safety Dispatch
The Public Safety Dispatch (PSD) is the lifeline for officers in the field and, by extension, for the
community. The SVPD PSD seems to be well-staffed and equipped.
However, EHRM noted that the unit seems to expend an excessive amount of overtime. Some of
this overtime seems to be related to filling slots due to sick leave; some of it cannot be adequately
explained. Also, there is a sense of autonomy in this section of the SVPD; the unit seems to run
separate from the police department. More hands-on oversight at the Lieutenant or Captain level
is recommended to monitor, control and improve dispatcher coverage and bring the unit more in
line with the rest of the agency.
Strategic Planning
EHRM recommends the SVPD engage in a more deliberate strategic planning. Enhanced focus
is recommended in areas including crime and crime prevention, traffic safety and enforcement and
addressing problematic locations. There is a need for a more intelligence-driven approach, more
analysis of crime trends, more focus on enforcement activity in locations where it is needed, with
input from the community. Strategic planning also extends to previously mentioned areas such as
overtime and sick leave control.
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Policies
In addition to reviewing the Secondary Employment policy, as noted, this assessment included an
analysis of other key pertinent policies in the SVPD Rules and Procedures manual including
Organizational Structure, Recruitment, Internal Affairs, Patrol, Investigations, Use of Force,
Sergeant’s Duties, Pursuits, Canine, Prisoners, Hate Crime Investigations, Search Warrants
Procedures, Death Investigations and the Rules of Conduct.
Diversity
A review of the demographics of the SVPD clearly illustrates the need to diversify their workforce.
The department should increase its recruitment, outreach, diversity and inclusion efforts to bring
more Hispanics, African Americans, Shinnecock Nation and women into the SVPD. In addition,
the department should not rely so heavily on the Suffolk County Civil Service Department for its
recruitment needs.
Village Oversight of the SVPD
This is one of the most significant recommendations in this assessment. EHRM believes that there
is an opportunity to improve the oversight of the SVPD by the Village. The reliance on one
Trustee as a liaison to the police department with no real authority, no ability to give direction and
no oversight of budget issues is an ineffective system.
EHRM recommends that this system be dismantled and replaced by, in essence, a police board.
The Mayor would chair the board while the four Trustees would serve as board members.
This recommendation includes the establishment of a monthly meeting between the Board and the
SVPD. The Chief and his team would be required to answer inquiries from the Board on crime,
traffic-related issues, budget, overtime, recent events, upcoming events, internal issues, civilian
complaints, hiring, recruitment, diversity, personnel, equipment inventory, community concerns,
problematic locations, etc.
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Introduction
The year 2020 was uniquely challenging for federal, state and local governments and law
enforcement agencies across the country. Elected officials and police executives in cities, towns,
villages and rural areas were forced to navigate in uncharted waters in response to the COVID-19
pandemic and calls for reforms in the policing of our communities. These issues have carried over
into 2021 with accompanying budget constraints, “belt tightening” and local governments seeking
varied solutions to make ends meet; while making sure that public safety and security are not
compromised.
EHRM was tasked with a threefold project by the Village of Southampton regarding the
Southampton Village Police Department (SVPD) as follows: 1) conduct a review of key
operational and administrative policies, procedures and activities with an eye towards best
practices; 2) analyze the SVPD budget and conduct a resource allocation study; 3) review and
comment on the SVPD Reform Committee Report recently submitted in accordance with the
Governor’s Executive Order #203 entitled “New York State Police Reform and Reinvention
Collaborative.”
This assessment was commenced in January of this year. EHRM wishes to thank Mayor Jesse
Warren, the Southampton Village trustees, the Village Administrator, the Village Attorneys,
SVPD Chief Thomas Cummings and the men and women of the SVPD for their cooperation and
consideration throughout this process. The input and assistance provided by the SVPD throughout
this project was essential to the overall conclusions and recommendations that are offered.
The EHRM team followed a standardized approach to conducting analyses of police departments.
We have developed this standardized approach by combining the experience sets of subject matter
experts in the area of policing. Our collective team has more than seventy years in policing and
conducting research in these areas for cities in the United States.
The reports generated by the team are based upon key performance indicators that have been
identified in standards and safety regulations and by special interest groups such as the
International Association of Chiefs of Police (IACP), International Police Association, the
Association of Public Safety Communication Officials International, and the Center for
Performance Measurement of ICMA. These performance measures have developed following
decades of research and are applicable in all communities.
The project team begins most projects by extracting calls for service and raw data from a public
safety agency’s computer-aided dispatch system. This was not possible for this project because
the data was not available in way that could be exported and analyzed. Instead pdf documents of
the SVPD “Blotter” were used to recreate the demand models that appear in this report. This
forensic reconstruction of the workload demands provides an approximation of the level of work,
staffing, and workload saturation experienced by the department.
The team conducted an operational review in conjunction with the data analysis. The performance
indicators serve as the basis for the operational review. The review process follows a standardized
approach comparable to that of national accreditation agencies. Prior to the arrival of an on-site
team, agencies are asked to provide the team with key operational documents (e.g., policies and
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procedures, asset lists, etc.). The team visited the department to interview agency management and
supervisory personnel, rank-and-file officers, and local government staff. In addition, to
supplement the site visit interviews, the project team held a series of interviews remotely via Zoom.
The information collected during the site visits and through data analysis results in a set of
observations and recommendations that highlight strengths, weaknesses, opportunities, and threats
of the organizations and operations under review. To generate recommendations, the team reviews
operational documents; interviews key stakeholders and observes physical facilities; and reviews
relevant literature, statutes and regulations, industry standards, and other information and/or
materials specifically included in a project’s scope of work.
The standardized approach ensures that all of the critical components of an agency are assessed,
which in turn provides substance to benchmark against localities with similar profiles. Although
agencies may vary in size, priorities, and challenges, there are basic commonalities that enable
comparison. The approach also enables the team to identify best practices and innovative
approaches.
In general, the standardized approach adopts the principles of the scientific method: We ask
questions and request documentation upon project start up; confirm accuracy of information
received; deploy subject matter experts to research each unique environment; perform data
modeling; share preliminary findings with the jurisdiction; assess inconsistencies reported by
client jurisdictions; follow up on areas of concern; and communicate our results in a formal, written
report.
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Comparisons/Benchmarks
In order to put the Southampton Village Police Department (SVPD) into perspective on a wider
scale, it is important to compare it with police department benchmarks. In a 2011 study, IBM
looked at several financial, organizational, and demographic variables to assess the relative
efficiency of local governments. The resulting report, Smarter, Faster, Cheaper, presents data
from the 100 largest U.S. cities in various regions.1 In addition, the Overland Park, Kansas, Police
Department conducts an annual survey of 26 small- to medium-sized police departments each year
on, among other measures, the same measures reported in the IBM report. This Overland Park
report, entitled “Benchmark Cities Survey,”2 is also useful for comparative evaluation.
Furthermore, the Bureau of Justice Statistics publishes periodic reports on the administrative and
managerial characteristics of police departments in the United States.3 Keeping in mind that each
community has characteristics that govern the style and size of its police department, these
characteristics and comparisons can help assess the relative performance of the SVPD.
These documents are useful in benchmarking the department on several key variables, including
per-capita spending on police services, spending per crime, number of sworn personnel per crime,
overtime expense, and sworn officers per capita (see Table 2).
The department’s FY2021 budget indicates that $8,019,563 has been budgeted for police services,
which includes $1,467,550 for emergency communications, and $23,500 for jail services.
According to the American Community Survey, the population of the Village of Southampton is
3,285. This means that, on average, Southampton Village spent $2,318 per capita on police
services, which is higher than the average of $323 per capita presented in the IBM report and also
higher than the $217 per capita presented in the Benchmark Cities Survey. Also, according to the
FYE May 31, 2020 budget, the department initially allocated $350,000 on overtime, made an
$85,000 adjustment to increase this allocation, and then overspent that total allocation by almost
$34,000. This resulted in total overtime expense of approximately $459,000 for that fiscal year.
This represented approximately 7.4% of the total budget, and 9.3% of the total personnel services
for the police. This overtime-to-budget ratio is higher than both the IBM report and the Benchmark
Cities Survey. Best practices in police management suggest that an overtime-to-personnel budget
ratio of less than 5 percent is indicative of appropriate overtime controls in an agency; thus, the
department has higher overtime expenditures than expected.
The Village of Southampton had a crime rate of 1,492 serious crimes per 100,000 residents in
2019. This included a violent crime rate of 30 per 100,000 population and a property crime rate of
1,462 per 100,000 population. The violent crime rate in Southampton is substantially lower than
the U.S. rate and the New York rate. (The violent crime rate in the U.S. in 2019 was 367 per
100,000 population, and the New York rate was 359 violent crimes per 100,000 population.) The
1 David Edwards, Smarter, Faster, Cheaper: An Operational Efficiency Benchmarking Study of 100 U.S. Cities

(Somers, NY: IBM, 2011), available at
http://icma.org/en/icma/knowledge_network/documents/kn/Document/303182/Smarter_Faster_Cheaper.
2 http://www.opkansas.org/maps-and-stats/benchmark-cities-survey/
3 Bureau of Justice Statistics, Law Enforcement Management and Administrative Statistics

(2016).
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property crime rate in the Village was lower than the U.S. average rate and higher than the New
York rate. (The property crime rate in the U.S. in 2013 was 2,109 property crimes per 100,000
population and the New York property crime rate was 1,373 crimes per 100,000 population.)
Between the years 2010 and 2019, the Village experienced a decrease in crime
FIGURE 1: Violent Crime Rates, 2010-2019
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TABLE 1: 2019 UCR Crime Comparisons
Agency

Population

VCR*

PCR*

U.S.

328,200,000

379

2109

NYS

19,450,000

359

1373
PCR

# PO

PO
per
PO
per Capita
1,000

Town

Pop.

VCR

East Hampton Village

1129

0

3012

24

21.3

47.0

East Hampton Town

19901

80

754

66

3.3

301.5

Quogue Village

1015

99

2857

14

13.8

72.5

Sag Harbor Village

2298

0

0

11

4.8

208.9

Southampton Town

51090

90

928

98

1.9

521.3

Southampton Village

3326

30

1443

32

9.6

103.9

West Hampton Beach Village

1811

0

1436

14

7.7

129.4

Note: * = per 100,000.

We looked at the crime rates in the Village compared to a number of other communities on the
East End of Long Island. Table 1 shows that the Village has low violent crime and property crime
rates compared to the communities presented for comparison.
Comparing the benchmark cities from the IBM and Benchmark Cities report, the Village’s crime
rate is 70 percent lower than the average crime rate of 5,000 crimes per 100,000 population among
the cities in the IBM report and 59 percent lower than the average crime rate reported in the
Benchmark Cities Survey.
Lastly, according to the department’s personnel roster dated January 2021, there were 32 sworn
officers. The ratio of sworn officers to population for Southampton Village is 962 officers per
100,000. This ratio is higher than the average of 190 officers per 100,000 residents from the IBM
study, and higher than the average of 144 officers per 100,000 residents from the Benchmark Cities
Survey.
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TABLE 2: Southampton Village Police Department in Perspective

Benchmark Area
Per capita police spending
Crime rate
Overtime
Officers per 1,000

SVPD
$2,318
1,344
9.3%
9.6

Benchmark Vs.
IBM
Vs.
IBM Cities
Benchmark
Benchmark Benchmark Survey
Cities
Survey
$323
HIGHER
$280
HIGHER
HIGHER
5,000
LOWER
3,277
LOWER
5%
HIGHER
4.3%
HIGHER
1.9
HIGHER
1.4
HIGHER

Overall, the Southampton Village Police Department earns mixed marks for financial benchmarks.
The cost of operations is more than 7-times the amount in the IBM study and 8-times the amount
from the Benchmark Cities. Undoubtedly, the population data factors into the calculation as the
SVPD population is artificially low. The Village records 3,326 full-time residents for the purposes
of crime and census data, however, the functional population, especially during the summer
months, is much greater. Estimates suggest that the SVPD service population during the summer
is in excess of 15,000 residents and visitors. Although the SVPD accounts for those service
demands by hiring seasonal police officers (not counted in the data either), there is an annual fixed
cost of maintaining the department. In other words, an administrative and operational
infrastructure must exist to support the department throughout the entire year, and this drives up
the overall cost of operations.
In addition, the police departments featured in both the IBM study and the Benchmark Cities are
substantially larger than the SVPD. Larger departments enjoy economies of scale in both
administrative and operational areas. A direct comparison between large and medium police
departments to small ones using these data must consider this. The figures presented here should
be interpreted with caution. Although a direct comparison is not warranted, the data do illustrate
the relative position of the SVPD compared to industry norms for larger agencies. Interestingly,
the IBM study explored large U.S. cities, and the Benchmark Cities Survey explores small- and
medium-size cities in the U.S. It would appear that the Southampton Village police department,
along these indicators, more closely resembles the small- and medium-size communities as
compared to the larger communities being used for comparison.
https://www.census.gov/data/datasets/2019/econ/apes/annual-apes.html
The U.S. Census Bureau reports the “Annual Survey of Public Employee Payroll (ASPEP).
Monthly Payroll data for police officers in the United States (March 2019, latest available).
According to the ASPEP there were reported 636,907 sworn police officers in the U.S. with a
payroll of $4,331,583,732. That equals $6,800 per officer in that month, or approximately $81,611
annualized. In New York, there were 69,479 police officers that earned $562,607,341 in March
2019. This equals $8,098 per month, or $97,170 annualized. According to the proposed budget
for the Village for the police department, personnel salaries amount to $5,104,000 with a sworn
headcount of 32. This equals approximately $159,400 per officer per year. Based upon these
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figures, the average police officer in the SVPD earns approximately 64% more salary than the
average officer in New York State, and more than 95% more than the average police officer in the
U.S.
Closer to home, and a more suitable comparison, are the salaries of Suffolk County Police
Department officers. According to publicly available data, in 2019, the top base salary for a SCPD
officer was approximately $139,000, and when adding salary add-ons, such as night differential,
longevity, holiday, and other allowances, the average salary is closer to $175,000. The terms of a
new CBA for the SCPD will drive these salaries higher and will result in the average police officer
in the SCPD earning over $200,000 by the end of the agreement.
Close inspection of the Village proposed budget for FY2021 indicates that the overwhelming share
of the police budget is for salaries; greater than 90% in fact. The way to financial control for the
Village with regard to the police is through effective contract negotiations to ensure officers
received a fair wage that is consistent with local norms, and to ensure that each budgeted position
is justified and deployed with maximum efficiency. The collective bargaining process is beyond
the scope of this study, however, each position in the SVPD was carefully examined and
recommendations are made in this report that will maximize both their efficiency and operational
potential.
The key to operational efficiency, however, is not found exclusively in financial austerity. The size
and style of a police department and the types of services that it provides reflect the character and
demands of that community. The challenge is to determine how many police officers are necessary
to meet that demand, and how to deploy those personnel in an effective and efficient manner. The
analysis that follows is an attempt to build upon this discussion and answer the “how many” and
“how to deploy” questions that are the essence of police operational and personnel resource
decisions.
Our report now turns to the various elements of the department and an assessment of those
elements in context with prevailing industry standards and best practices.
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Patrol
The Southampton Village Police Department provides the community with a full range of police
services, including responding to emergencies and calls for service (CFS), performing directed
activities, and solving problems. The department is service-oriented, and thus provides a high level
of service to the community. Essentially, every call for service from the public gets a police
response. The department embraces this approach and considers every request for service from the
public important and deserving of a police response.
Demand
It was reported to the project team that no call is considered too minor to warrant a response and
no case is too small to warrant an investigation. The SVPD is interested in providing a very high
level of service to the community and this translates into an approach that every call, no matter
how minor, will receive a response from an officer. The result of this policing philosophy is the
delivery of comprehensive policing services to the community. The department has the hallmark
of a small-town approach to policing, in which people are not just residents but members of a
community. Service is personalized, the police are part of the fabric of the community, and
expectations for police service are high.
This approach is not without costs, however. Considerable resources are needed to maintain the
small-town approach. The patrol division must be staffed with enough officers to respond to these
calls. When examining options for the department, there could be a choice on managing demand
more aggressively. There are certain categories of calls for example, that might not warrant a
police response. The SVPD could consider the choices of a) continue to police the community as
they do now, or b) take steps to restructure how to respond to demand, still promote order and
safety, but free up additional time for officers to engage in proactive patrol. That is, the department
could decide whether to sustain its comprehensive level of police service or take the steps
necessary to manage public demand. Essentially, this is a political decision regarding the quantity
of police services offered to the Southampton Village community. It was clearly communicated to
the project team that there is an expectation in the community that ALL calls to the police, no
matter how minor, frivolous, or non-police related, will be handled by the SVPD. The officers
embrace this responsibility and accept that their job is to respond to all types of calls-for-service
(CFS) from the community.
Ordinarily, to understand the actual workload demands faced by the SVPD, data would be
extracted from the Computer-Aided Dispatch (CAD) system. These data would report the number
and type of CFS, the amount of time spent handling the CFS, the number of officers assigned to
the CFS, and whether or not the CFS was initiated by the public or by the officers themselves.
Unfortunately, the CAD system used by the SVPD was not capable of producing such data. The
fact that data could not be extracted from the CAD system is a shortcoming of this system. The
project team was informed that the next generation system about to be installed in the SVPD will
have such a feature. Extracting and managing data from CAD should be an essential managerial
responsibility by the department. It is recommended that this capability be leveraged when
available to develop the appropriate reports and tables to understand and manage workload
demands faced by the department.
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Instead of analyzable spreadsheets, the SVPD provided pdf copies of the “Blotter.” The Blotter is
a master list of categories of CFS handled by the department. A “stick count” of CFS categories,
ranging from Abandoned Vehicle to Youth Court Referral was provided. These CFS categories
were broken down by two-hour increments throughout the day.
In order to understand workload faced by the SVPD the project team was provided a summary
Blotter of the period from February 1, 2019 to January 31, 2020. In addition, each month in this
period was provided separately. This period was chosen because it was prior to the outbreak of
the COVID-19 pandemic. COVID-19 undoubtedly had an impact on “normal” police operations,
therefore, a one-year period just prior to this was selected for analysis.

TABLE 3: Public Calls for Service
Category

Calls

%
of
Total

Accident

400

7.2%

Alarm

1440

26.0%

Arrest

379

6.9%

Crime

143

2.6%

Disorder

337

6.1%

Investigations

420

7.6%

Medical

577

10.4%

Service Call

1835

33.2%

Total Public CFS

5531

100%

Table 3 presents information on the main categories of calls for service received from the public
that the department handled between the period, February 1, 2019 to January 31, 2020. In total,
department officers were dispatched to approximately 5,531 calls during that twelve-month period,
or approximately 15 calls per day.
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TABLE 4: Officer-Initiated Calls for Service
Category

Calls

%
of
Total

Administrative

4564

46.7%

Code Enforcement

716

7.3%

Directed patrol

921

9.4%

K9 Activity

21

0.2%

SRO Activity

593

6.1%

Traffic Stop

2,491

25.5%

Warrant

457

4.7%

Total Officer-Initiated CFS

9763

100%

In addition to the dispatched CFS that received from the public, SVPD officers engage in proactive
or self-directed CFS throughout the day. The table provides a list and frequency of these types of
calls. From the table above, the most common officer-initiated call is for administrative purposes.
In fact, the 4,564 of the 15,294 (30%) Blotter entries under the headings related to administrative
calls represent almost one-third of all assignments handled by SVPD patrol officers. Traffic stops
are the next most common CFS with nearly 2,500 recorded during the study period. Combined,
these two categories of CFS represent almost half of all assignments logged into the Blotter
during that year, and are 27% more than all of the CFS received from the public.
The data from the figure and table below illustrate the increase in CFS during the summer. In the
month of July, for example, there were 1,880 CFS in 2019. This CFS volume is approximately
70% greater in July than the three-month winter average of about 1,110 CFS per month.
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TABLE 5: Monthly CFS Distribution

Monthly Distribution of CFS
2000
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1400
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1000
800
600
400
200
0

Month
FEBRUARY
MARCH
APRIL
MAY
JUNE
JULY
AUGUST
SEPTEMBER
OCTOBER
NOVEMBER
DECEMBER
JANUARY

CFS
1115
1064
1050
1331
1519
1880
1732
1240
1148
1069
1050
1144
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TABLE 6: Hourly CFS Distribution

Hourly Distribution of CFS
2500
2000
1500
1000
500

0

The data from the figure above illustrates the CFS during the time of day. CFS volume increases
in the morning and rises throughout the day and peaks between 2:00 p.m. and 4:00 p.m. The CFS
decreases into the evening hours and then decreases even further overnight. This is a somewhat
atypical temporal distribution. Ordinarily police service demands peak in the evenings between
6:00 p.m. and 10:00 p.m. The SVPD distribution indicates more of a day-time service orientation,
peaking in the mid-afternoon. This has implications for deployment that will be discussed later in
this report.
In general, CFS volume is high. To evaluate the workload demands placed on the department, it is
useful to examine the number of CFS received from the public in relation to the population size.
With a population estimated to be approximately 3,326, the total of 5,531 calls translates to about
1,663 CFS per 1,000 residents. While there is no accepted standard ratio between calls for service
and population, studies of other communities show a CFS-to-population ratio ranging between 400
and 1,000 CFS per 1,000 persons per year. Lower ratios typically suggest a well-managed
approach to CFS. The value of 1,663 CFS/per thousand/year would suggest the need for an
appropriate policy for triaging nonemergency calls. A well-managed dispatch system includes a
system where CFS are screened and nuisance calls eliminated before they are dispatched. The
SVPD does not have a process of screening out non-emergency police CFS. It would appear that
the Southampton Village community (residents, businesses, and visitors) generate more CFS than
expected for a community of this size. This is undoubtedly a function of both the approach to
service demands (every call answered and handled) and the seasonal increase in the service
population during the summer months.
It also appears, however, that the SVPD could be more aggressive at triaging CFS. Certain types
of calls do not necessarily require the response of a sworn police officer. There are many categories
of CFS that are non-emergency in nature and do not require an immediate response by the police.
The bottom line here is that a substantial number of CFS dispatches to officers could be eliminated.
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This would free officers’ time to address other conditions present in the community as opposed to
spending time at CFS at which their services are not essential. Sparing these officers from
responding to non-emergency CFS allows them to remain available and on patrol in the
community.
The following categories of CFS could be examined in order to reduce the response by the GCPD.
Alarm Reduction Program
False alarms are a source of inefficiency for police operations. The alarm industry is a strong
advocate of developing ordinances and procedures to address police response to false alarms and
will work closely with any agency exploring this issue. The 98 percent of alarm calls that are false
are caused by user error, and this can be addressed by alarm management programs. During the
study period the SVPD responded to more than 1,400 alarm calls. The response to the
overwhelming majority of these calls is undoubtedly unnecessary, and an inefficient use of police
resources.
Chapter 32 of the Southampton Village Code articulates the regulations related to Alarm Systems.
The Code requires that penalties are imposed for false alarms. The penalty for the very first false
alarm within any period of one calendar year is $40. The penalty for the second is $100, $150 for
the third, and $250 for the fourth and each subsequent false alarm. This an aggressive fine
schedule.
In addition, the SVPD has an equally aggressive system of collecting the fines associated with
these false alarms. During the study period we examined, the SVPD collected over $75,000 in
false alarm fines. This is an impressive amount and the department should be commended for
their efforts in this area.
Even in light of the excellent administration of this program, the SCPD could be even more
aggressive with false alarms. Namely, the fee structure articulated in Chapter 32 may be too
lenient. A $40 fine may be a small price to pay for a faulty alarm, and homeowners and business
might consider this an acceptable cost. Although the data is not available, it is likely that on
average one or more police officers will spend 30 minutes responding to and investigating a false
alarm in the Village. This would indicate that more than 1,000 hours of police officer time was
dedicated to handling these alarms. This would equate to more than half of the annual number
hours worked by the average officer. On the one hand, it is good that the SVPD recoups in fines
about what it costs to handle the false alarms, however, more could be done to minimize or
eliminate these responses in the first place.
Some communities in the U.S. impose fees over $1000 or more for repeated false alarms. At that
level there is a strong incentive to ensure that an alarm is working properly. This can save hundreds
of hours of wasted time spent on these types of CFS. Similarly, the SVPD should analyze the data
on false alarm activations. Undoubtedly, with a greater level of analysis patterns and trends will
emerge. The SVPD could identify problematic locations and/or alarm installation companies that
are generating a large number of false alarms and work with them to reduce or eliminate future
occurrences. Under the current data-management system, this approach is not possible. The
department should consider this opportunity as it upgrades its records management system in the
future.
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Lastly, some communities are enacting a double-call verification protocol. Under such a program
an alarm CFS is verified by the 911 dispatcher with the alarm company before an officer is
dispatched to respond. Also, the city should consider making greater use of the data it collects on
the false alarms already recorded. Analysis of the data could reveal certain companies that have a
poor record of installation. High frequency alarm violators could be identified and visited by
sworn personnel to identify reasons behind the false alarms.
Automobile Accidents
Automobile accidents are another category of call for which the response by a sworn officer is
questionable. In the period under observation the SVPD responded to 400 motor vehicle accidents.
EHRM recommends that the policy of responding to and investigating routine traffic accidents
(property damage only, no criminality) be minimized or discontinued altogether. Most accidents
involve only property damage to vehicles and the role of an officer is simply report preparation.
When injuries occur or vehicles are inoperable and blocking traffic, however, police response is
important. Proper training of dispatchers and inquiries by dispatchers during the initial call-taking
process can easily triage vehicle accident calls to determine which ones require a police response.
Police departments around the country have discontinued assigning police officers to handle
property damage only accidents. EHRM supports this development and contends that dispatching
police officers to all vehicle crashes is a policy that could be revisited.
Police departments across the country are utilizing non-sworn uniformed personnel to handle
minor non-emergency calls for service. Individuals in these positions can provide support to sworn
officers on patrol. Properly trained and equipped civilian personnel can respond to accident scenes,
and other non-emergency CFS, and handle the incidents without the need of a sworn officer.
Whether it is demand reduction or deploying civilian personnel, a different SVPD mindset
regarding response to minor traffic accidents is necessary and will minimize the number of
accidents dispatched to patrol officers. The combination of these approaches will result in a more
efficient use of personnel resources and improve traffic safety in Southampton Village. The
administration, similar to the alarm reduction program, should strongly consider revising the
current policy regarding police response to “property damage only” accidents.
Medical Calls
The SVPD policy to assign a police officer to respond to every medical CFS. In medical
emergencies the rapid response of a trained police officer can mean the difference between life
and death. For example, the SVPD deploys automatic external defibrillators in every patrol
vehicle. In cardiac CFS officers can deploy these devices and potentially save lives. The
overwhelming number of medical CFS, however, are not life and death. The role of the officer at
these types of CFS is not much more than standing around waiting for the ambulance to leave.
The department should develop a policy to curtail assigning patrol officers to routine medical CFS.
Dispatchers can be trained to triage medical CFS and only assign ones that are appropriate for
police officers. Similarly, EMS personnel can be trained to request a police response when one
becomes apparent, for example, is medical cases that appear to be criminal in nature.
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Traffic Enforcement
During the study period, the SVPD handled more than 2300 traffic stops. This represents more
than 25% of officer-initiated, and more than 15% of all Blotter entries recorded during the study
period. However, there is not clear relationship between this level of enforcement and overall
traffic safety in Southampton Village. There is an operational assumption that traffic enforcement
leads to traffic safety, but this direct connection is not necessarily the case. This topic is discussed
in greater length later in the report. The point here is that an overwhelming number of CFS and
workload is being committed to traffic enforcement without a clear understanding of the outcome
of this effort. The department and community stakeholders need to evaluate this category of work
to consider a more strategic, and ultimately more efficient and effective approach to traffic safety.
VTL 512 arrests - During the course of this assessment, EHRM noted that an inordinate amount
of patrol officer activity centered on arrests for NYS Vehicle and Traffic Law (VTL) section 512.
The VTL 512 charge is for driving while the vehicle’s registration is suspended or revoked. It is
an unclassified misdemeanor and thus can be handled by an arrest or a traffic summons if
applicable. In most cases, this violation occurs because auto insurance has lapsed and/or traffic
tickets have not been paid.
During the analysis of the SVPD, it was learned that most of these arrests are not traditional
custodial in nature, i.e., the suspect is not brought into headquarters for processing, fingerprints,
photographs, search for weapons or contraband, etc. The vast majority of these situations are
handled on the scene and, unless the suspect has an active warrant, he/she is released. It was also
learned that many, if not most, of these arrests are generated by activations of the Automatic
License Plate Readers (ALPRs) strategically situated throughout the Village. When an offending
vehicle drives past one of the ALPRs, the officers on patrol receive a notification and, when
feasible, the vehicle is stopped.
EHRM sees several issues here. First, is the SVPD spending too much time, effort and resources
on enforcing VTL 512 when there are more pressing, more safety-related traffic issues such as red
light and stop sign enforcement, speeding, disregarding school bus flashing lights and reckless
driving? Should they be expending more effort on traffic enforcement at accident prone locations?
Should they be concentrating more valuable patrol resources on DUI enforcement? Would traffic
enforcement efforts be more effective in the vicinity of chronic problematic locations?
Next, why are these matters being handled as arrests instead of as traffic summonses?
Traditionally, barring unforeseen circumstances, a traffic stop that uncovers a suspended or
revoked registration is usually adjudicated by a traffic ticket and not an arrest. Is it possible that
some officers are using the arrest option to gain access to the vehicle, the driver and the passengers
in pursuit of contraband? If so, this could be problematic for the department and the Village.
In addition, ALPRs are a proven and effective law enforcement law tool. Using them to enforce
the VTL 512 statute may not be utilizing these devices to their full potential.
Patrol Watch
The SVPD conducts “patrol watches” at a wide assortment of locations in the community. Table
X reports that of the 941 “Directed Patrols” logged in the Blotter that 740 were “patrol watches.”
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Units on patrol can be assigned a “patrol check” by the department to address crime and disorder
conditions, or at the request of property owners for added security in their absence.
From a criminological standpoint, research shows that spending as little as 15 minutes in a crime
“hot spot” has a deterrent effect on crime at that location. The officers are directed to these
locations based upon many factors. Along these lines, the SVPD is providing a visible presence
in the locations where crime is occurring. An opportunity exists here to enhance this approach.
The directions given patrol officers indicate that they are told of the time, place, and general
condition that they are addressing. While, this is sufficient information for patrol officers to
respond to these locations and provide a visible police presence, it’s not much more. This
information, while valuable to orient the officers to the times, and places of crime events, should
be included as part of a strategic approach to crime reduction. This approach is also discussed
later in the report, but involves identifying with greater precision the human and environmental
variables associated with the crime. In other words, who are the known offenders? What
victims/locations/vehicles do they target? What kind of property is taken? Should the officers
make crime prevention recommendations to the property management? Where should cameras be
deployed and should the recordings of these cameras be viewed? What is the long-term plan to
address these occurrences and how do all of the units of the SVPD factor into that plan?
The SVPD should also consider formalizing a feedback-loop with respect to patrol checks.
Presumably, on many of these activities a member of the community requested this service. The
SVPD should consider periodically contacting that community member notifying them about the
services that were provided and also inquiring if the initial problem was addressed. The feed-back
loop, therefore, provides a higher quality of service by letting the community know that their
problem was addressed, and lets the department know if their efforts actually made any difference.
Web-based or Deferred Response
The department website provides a number of features that would allow the browser to learn about
the department’s history, and access to useful forms such as for civilian complaints and F.O.I.L.
requests. The website also provides contact information for every member of the department.
However, one feature that is missing is the ability for members of the community to report minor
crimes and other incidents online and without the response of an officer. Communities around the
country have had success with this additional feature for community members to report minor
offenses.
Web-based reporting is not a panacea for reducing non-emergency responses, but an excellent tool
to consider nonetheless, and the SVPD should consider developing and implementing the use of
this system. Communities around the country have developed an online service that permits
reporting of minor theft, lost property, minor property damage, etc.
In addition to web-based reporting, the SVPD could consider staffing a telephone response
program to various categories of CFS. The telephone response or differential response function
could deal with past crimes and routine inquiries to the department, thus eliminating the response
of a sworn officer. Nonemergency calls, such as past crimes, minor property damage, and
harassment (all of the categories of web-based reporting options) can be handled by this program.
Instead of dispatching an officer to these types of calls, or having an officer respond to
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headquarters off patrol, the information is deferred (delayed) until a staff member becomes
available to respond to the call. This process could divert nonemergency calls from the patrol units,
and thus provide officers with more time to engage in proactive patrols or traffic enforcement duties.
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Patrol Deployment and Staffing
Uniformed patrol is considered the “backbone” of American policing. Bureau of Justice Statistics
indicate that more than 95 percent of police departments in the U.S. in the same size category as
the SVPD provide uniformed patrol. Officers assigned to this important function are the most
visible members of the department and command the largest share of resources committed by the
department. Proper allocation of these resources is critical in order to have officers available to
respond to calls for service and provide law enforcement services to the public.
Deployment
Although some police administrators suggest that there are national standards for the number of
officers per thousand residents that a department should employ, that is not the case. The
International Association of Chiefs of Police (IACP) states that ready-made, universally applicable
patrol staffing standards do not exist. Furthermore, ratios such as officers-per-thousand population
are inappropriate to use as the basis for staffing decisions.
The fundamental question: “how many officers are needed to provide police services to the
community?” is a complex one. In general, the answer lies in developing an understanding of the
workload demands placed on the officers on patrol, and then balancing these demands with the
need to have “discretionary time” for these officers on patrol, and then balancing all of that with
non-patrol service demands.
Essentially, “discretionary time” on patrol is the amount of time available each day where officers
are not committed to handling CFS and workload demands from the public. It is “discretionary”
and intended to be used at the discretion of the officer to address problems in the community and
be available in the event of emergencies. When there is no discretionary time, officers are entirely
committed to service demands, do not get the chance to address other community problems that
do not arise through 911, and are not available in times of serious emergency. The lack of
discretionary time indicates a department is understaffed. Conversely, when there is too much
discretionary time officers are idle. This is an indication that the department is overstaffed.
Staffing decisions, particularly for patrol, must be based on actual workload. Once the actual
workload is determined the amount of discretionary time is determined and then staffing decisions
can be made consistent with the department’s policing philosophy and the community’s ability to
fund it. The SVPD is a full-service police department, and its philosophy is to address essentially
all requests for service in a community policing style. With this in mind it is necessary to look at
workload to understand the impact of this style of policing in the context of community demand.
In order to apply an objective standard for police staffing, “Rule of 60” can be applied. This rule
has two parts. The first part states that 60 percent of the sworn officers in a department should be
dedicated to the patrol function (patrol staffing) and the second part states that no more than 60
percent of their time should be committed to calls for service. This commitment of 60 percent of
their time is referred to as the patrol saturation index.
The Rule of 60 is not a hard-and-fast rule, but rather a starting point for discussion on patrol
deployment. Resource allocation decisions must be made from a policy and/or managerial
perspective through which costs and benefits of competing demands are considered. The patrol
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saturation index indicates the percentage of time dedicated by police officers to public demands
for service and administrative duties related to their jobs. Effective patrol deployment would exist
at amounts where the saturation index was less than 60.
This Rule of 60 for patrol deployment does not mean the remaining 40 percent of time is downtime
or break time. It reflects the extent that patrol officer time is saturated by calls for service. The
time when police personnel are not responding to calls should be committed to managementdirected operations. This is a more focused use of time and can include supervised allocation of
patrol officer activities toward proactive enforcement, crime prevention, community policing, and
citizen safety initiatives. It will also provide ready and available resources in the event of a largescale emergency.
From an organizational standpoint, it is important to have uniformed patrol resources available at
all times of the day to deal with issues such as proactive enforcement, community policing, and
emergency response. Patrol is generally the most visible and available resource in policing, and
the ability to harness this resource is critical for successful operations.
From an officer’s standpoint, once a certain level of CFS activity is reached, the officer’s focus
shifts to a CFS-based reactionary mode. Once a threshold is reached, the patrol officer’s mindset
begins to shift from one that looks for ways to deal with crime and quality-of-life conditions in the
community to one that continually prepares for the next call. After saturation, officers cease
proactive policing and engage in a reactionary style of policing. The outlook becomes “Why act
proactively when my actions are only going to be interrupted by a call?” Any uncommitted time
is spent waiting for the next call. Sixty percent of time spent responding to calls for service is
believed to be the saturation threshold.
Rule of 60 – Part 1
According to the department personnel data available at the time of the site visit (February 10,
2021), patrol was staffed by 20 sworn police officers (2 lieutenants, 5 sergeants, and 13 police
officers). These 20 of the 32 sworn officers represent 62.5% of the sworn officers in the SVPD.
Accordingly, the department is about where it should be with the ratio of sworn officers dedicated
to the patrol function.
Taken on its face, however, this part of the “rule” must be considered when examining the
operational elements of the department when staffing recommendations are taken into
consideration. The data presented here indicate that the SVPD should consider short-term and
long-term plans to rebalance the personnel allocation among units in the department.
Rule of 60 – Part 2
The second part of the “Rule of 60” examines workload and discretionary time and suggests that
no more than 60 percent of time should be committed to calls for service. In other words, we
suggest that no more than 60 percent of available patrol officer time be spent responding to the
service demands of the community. The remaining 40 percent of the time is the “discretionary
time” for officers to be available to address community problems and be available for serious
emergencies. This Rule of 60 for patrol deployment does not mean the remaining 40 percent of
time is downtime or break time. It is simply a reflection of the point at which patrol officer time is
“saturated” by CFS.
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This ratio of dedicated time compared to discretionary time is referred to as the “Saturation Index”
(SI). It is our contention that patrol staffing is optimally deployed when the SI is in the 60 percent
range. An SI greater than 60 percent indicates that the patrol manpower is largely reactive, and
overburdened with CFS and workload demands. An SI of somewhat less than 60 percent indicates
that patrol manpower is optimally staffed. SI levels much lower than 60 percent, however, indicate
patrol resources that are underutilized, and signals an opportunity for a reduction in patrol
resources or reallocation of police personnel.
Departments must be cautious in interpreting the SI too narrowly. For example, one should not
conclude that SI can never exceed 60 percent at any time during the day, or that in any given hour
no more than 60 percent of any officer’s time be committed to CFS. The SI at 60 percent is intended
to be a benchmark to evaluate overall service demands on patrol staffing. When SI levels exceed
60 percent for substantial periods of a given shift, or at isolated and specific times during the day,
then decisions should be made to reallocate or realign personnel to reduce the SI to levels below
60. This is not a hard-and-fast rule, but rather a starting point for discussion on patrol deployment.
Resource allocation decisions must be made from a policy and/or managerial perspective through
which costs and benefits of competing demands are considered. The patrol saturation index
indicates the percentage of time dedicated by police officers to public demands for service and
administrative duties related to their jobs. Effective patrol deployment would exist at amounts
where the saturation index was less than 60.
The following Figures represent workload, staffing, and the “saturation” of patrol resources in the
SVPD during two-week periods specifically selected to show a contrast between busy and slow
periods during the year. Ideally, a larger sample would be used for this analysis. It would have
been more illustrative if the entire months of February and July could be used. The structure of
the data, however, only permitted this limited review.
As mentioned previously, the SVPD data management with regards to CFS is not in an electronic
form. The department produces “Blotter” pages that have “stick-counts” of CFS handled grouped
by category into two-hourly increments. In addition, the SVPD produced a 236-page PDF
document listing each individual CFS recorded during the study period. Using these two
documents we were able to reconstruct service demand models for the SVPD. Due to the laborintensive approach only one-week periods in February and July were used. These two periods are
illustrative of the service demands and useful in drawing conclusions about workload for SVPD
patrol officers.
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Figure 4: Average Hourly Workload Week of February 1st to February 7th 2019
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This figure illustrates the average hourly amount of workload from all sources identified in the
SVPD Blotter. The areas of the curves are stacked. The blue shaded area is the amount of time
that the SVPD patrol officers spent on handling CFS from the public during these times (service
calls, alarms, etc.). The orange shaded area is the amount of time SVPD patrol officers spent on
self-initiated activities (patrol watch, traffic stops, etc.). The areas are stacked, so for example, at
10:00 a.m. there is almost .5 of an hour spent on handling both CFS from the public and selfinitiated work. The gray line at the top of the figure represents the estimate minimum staffing for
the department. The SVPD mandates at a minimum of two officers must be assigned to patrol at
all times. This is increased to 3 officers from 3:00 p.m. on Friday through 2:00 a.m. on Sunday
morning. The average of these minimum staffing requirements produces the gray line.
Ideally, we would use actual staffing levels, however, those data do not exist. This figure assumes
that the minimum staffing level is reached every day on every tour. It also does not account for
the 2 overlap hours in the morning and evening when the shifts are changing.
Even this simplistic model illustrates that the SVPD, even at bare minimum staffing levels, has
more than enough resources to meet service demands.
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Figure 5: Workload Saturation
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This figure illustrates the workload saturation as a function of available staffing. The blue line is
the ratio of workload from both public and officer-initiated activities compared to the number of
officers staffed by the SVPD at that given time. For example, between 1:00 p.m. and 2:00 p.m.
the total workload is 0.959 hours of work, and there are assumed to be 2.14 officers scheduled to
meet that demand. This results in a workload saturation of 44.8% (.959/2.14=.448).
The orange line is the 60% threshold. Police workload and staffing models recommend that the
workload saturation not exceed 60% during the average 24-hour period. In this example, it ranges
from a high of 44.8% to a low of 0%, with an average of 12.4%. These figures suggest that the
SVPD has ample resources during this period to meet demand during this week in February. The
same approach was applied for July.
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Figure 6: July Workload and Staffing Comparison
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Figure 7: July Workload Saturation
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It’s clear that workload is much greater in July than February. According to the data in these
figures, workload saturation ranges from 3.4% between 7:00 a.m. and 8:00 a.m. and peaks between
5:00 p.m. and 6:00 pm. at 76.9% with an average on about 33% during this week. The figures also
show that the saturation index exceeds the 60% threshold several times during the day. Again,
caution must be exercised when interpreting these results. The staffing data is only an estimate
and assumes that only the minimum number of officers are assigned to handle this workload. In
actuality, the SVPD has additional personnel assigned for the summer months, and adds extra
resources to the Community Response Unit. The addition of these resources is not reflected in the
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model. Moreover, the average saturation for the week is approximately 33%, or about half of what
would be considered too busy. Therefore, even during what is likely the busiest week in the
summer, the SVPD has ample resources to meet service demands om patrol with just the minimum
staffing levels in place.
Schedule and Staffing
Taking into consideration the demand for police services and the concept of saturation index,
appropriate levels of patrol staffing can be determined. The optimal level of patrol staffing will
lead to the modeling of patrol schedules and act as the foundation for the staffing of the entire
department.
The SVPD’s main patrol force is scheduled in 8-hour and 10-hour shifts. The shift schedule is
used by the Suffolk County Police Department. Patrol officers are divided into five squads. Two
work 10-hour shifts from 9:45 p.m. to 7:45 a.m. with four days on and four days off. Three squads
work a rotating 6:45 a.m. to 2:45 p.m. and 2:45 p.m. to 10:45 p.m. (2-Tour), with five days on,
two days off, five days on, three days off. The result of this rotation has one squad working each
day and evening shift with the remaining squad off duty. The table below illustrates the patrol
staffing organization
TABLE 7: Patrol Strength by Shift
Squad
1
2
3
4
5

Sgt.
Midnights 1
2200x0800
Midnights 1
2200x0800
1
0700x1500 and 1500x2300 2-Tour
1
0700x1500 and 1500x2300 2-Tour
1
0700x1500 and 1500x2300 2-Tour
4

P.O.
2
2
3
3
3
4

The SVPD Rules and Procedures dictates minimum staffing levels for patrol. From the hours of
2:45 p.m. on Friday to 2:45 a.m. Sunday patrol staffing is a minimum of three officers. All other
times of the week call for a minimum of two officers. This minimum put in place by the SVPD is
appropriate. Considering that the service demands do not even require two officers to handle the
workload, having less than two officers on patrol is not practical for many reasons, most
importantly for officer safety.
The available literature on shift length provides no definitive conclusions on an appropriate shift
length. A recent study published by the Police Foundation examined 8-hour, 10-hour, and 12-hour
shifts and found positive and negative characteristics associated with all three options.4 The length
of the shift is secondary to the application of that shift to meet service demands.

4

Karen L. Amendola, et al, The Shift Length Experiment: What We Know about 8-, 10-, and 12-hour Shifts in Policing
(Washington, DC: Police Foundation, 2012).
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The shift schedule in place in the SVPD poses several significant disadvantages, both for the
officers and for the Village. The following is a discussion of the most problematic features of the
patrol shift schedule.
1. Compressed Annual Hours – Under normal circumstances most hourly employees will
work approximately 2,080 hours each year (40 hours per week x 52 weeks per year).
Without adjustment, the midnight shift, with a 4-on-4 off rotation would result in them
working 1,825 hours in an average year. To compensate for this deficit, the midnight
squads are required to work an extra 10-hour shift every 5th set of tours. Adding these extra
shifts reduces the deficit of hours, but still results in a shortage of between 20 and 40 hours
each year. This shortage is known as “payback” in the department, and the time each
officer owes, or needs to “payback” to the department is tracked and accounted for each
year, or 255 fewer hours. In addition, the 2-Tour squads are scheduled to work 240
appearances according to the Collective Bargaining Agreement. The actual product of the
shift rotation requires 243 appearances5 but officers are only required to make 240
appearances and are given three additional days off for their vacation/leave time. The 2Tour rotation with 240 8-hour appearances results in 1,920 hours worked. This is 160 few
hours than a conventional work schedule, or the equivalent of 20 extra days off in addition
to their annual leave6, but still 95 hours more than the midnight schedule. This generous
work schedule appears in the Collective Bargaining Agreement between the police union
and the Village and ads extra personnel costs to the Village. With 18 officers working
1,920 hours per year, there are 2,880 fewer hours being worked as compared to a
conventional work schedule7. This is the equivalent of 1.38 officers, or 1.38 extra officers
needed to compensate for the compressed work schedule. This is also the equivalent of
more than 4.3% of all personnel staffed in the department.
2. Overlap – The structure of the shift schedule produces two types of overlapping shifts.
This first is the daily 1-hour overlap of squads: once between 10:00 p.m. and 11:00 p.m.
and the other between 7:00 a.m. and 8:00 a.m. Examination of the workload demands
indicate that there is nothing unique about these times in the day that would require twice
as many officers working to meet those demands. This time would enable the SVPD to
conduct in-service training, and give the officers the opportunity to come off patrol and
write reports, invoice property or other administrative tasks. However, there does not
appear to be a robust in-service training program in place, and the ordinary workload
demands are not so overwhelming that they would require a structured hour set aside from
patrol to meet them. These two hourly periods appear to be the inefficient by-product of
the overall shift structure. In addition, there is no overlap between the day and evening
shifts. So, at 3:00 p.m., presumably the busiest time of the day for police operations, there

5

A 5-on, 2-off, 5-on, 3-off work schedule (15 days) would occur 24.33 times per year (365/15=243.33), therefore an officer
working it would have 243 work appearances.
6

Article V, Section 3 of the Collective Bargaining Agreement describes the annual leave provided to covered members. This
ranges from 10 days for officers after their 1st year of service to 28 days for officers after their 24th year of service.
7

12 people (3 sergeants and 9 officers) on the 2-Tour work 160 hours less each year (12x160=1,920), and 6 on the midnights (2
sergeants and 4 officers) work 255 hours less each year (6x255=1530) officers
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is no overlapping coverage. A more efficient approach would ensure seamless patrol
coverage throughout the day.
The other overlap occurs during the rotation of midnight squads where they are required to
work an extra shift during every fifth set of tours. When this occurs the midnight squads
are essentially doubled in personnel. Once every 31 days for each squad, or twice each
month, there are twice as many officers working midnights than ordinarily assigned. There
are no clear operational needs for this surge in personnel. The days when these doubleshifts occur are a function of the rotation of the schedule and not the service needs of the
SVPD or community. It would be more efficient to eliminate these double-shifts
throughout the year and create a bigger bank of “payback” time that could be used when it
was needed the most. During the summer months when the service population surges,
during the weekends and evenings when demand is highest and minimum staffing is
increased to 3 officers, and when there are numerous special events, would be a much
better deployment of resources than a random feature of a rotating schedule. Eliminating
the extra shift every 5th set would generate approximately 95 extra hours per officer, or 570
“payback” hours for all 6 sworn officers. These hours could be put to much better use than
the current system permits.
3. Shift Rotation – Shift work is inherently challenging for the people doing the work. One
of the greatest challenges for shift workers is the irregularity in start times. One of the
disadvantages of this schedule is rotation from day to night. If a shift maintains consistent
start and end times it is less disruptive to the lives of the officers working it. Rotating start
times from day to night and back on a regular basis has been found to be the most
counterproductive arrangement and the one with the most negative personal side effects to
the officers working the rotation. The damaging part of shift work, therefore, is not length
of shift, but the rotation from night to day and vice versa. The length of the shift and the
variable days off are minor in comparison to rotating start times. The SVPD schedule
features rotating days and evenings one week after the other. The research suggests that
this is the most problematic feature of shift work for employee well-being. A steady and
predictable work schedule, with consistent start and end times week to week would be a
major improvement for employee well-being outcomes.
The following section discusses several options that might be considered to improve the patrol
shift schedule in the SVPD. Some would be more challenging to implement and all would require
negotiations with the union and a modification to the CBA. Nonetheless, savings, both in terms
of cost and efficiency of operations, will be realized if any of these measures are implemented.
EHRM recommends that the Village, the SVPD, and the police union meet as soon as practical to
discuss implementation.
Patrol Shift Options
Option 1 – Deploy an “early/late” car – Consideration could be given to assigning one officer on
the day shift to work as a “late” car. Instead of an 6:45 a.m. start, this officer could start later, at
7:15 a.m. or later, to ensure that there is patrol coverage during the shift change at 2:45 p.m.
Similarly, an “early” car could be assigned where an officer from the evening shift starts early to
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provide coverage at the shift change. Either approach is an opportunity to improve the shift
structure.
Option 2 – Modify Start Times – The overlap period could be modified to provide double coverage
at different times during the day. Instead of the overlap occurring between 9:45 p.m. and 10:45
p.m. and 6:45 a.m. and 7:45 a.m., the SVPD should consider 40-minute overlaps three-times each
day before/after each shift. So, for example if the shifts were reconfigured as follows there would
be a 40-minute overlap each shift:
Days:
Evenings
Nights

7:20 a.m. to 3:20 p.m.
2:45 p.m. to 10:45 p.m.
10:00 p.m. to 8:00 a.m.

This would ensure that officers would be on patrol at all times, and still provide ample time for
officers to get in-service training at the beginning of their shift, or complete administrative tasks
at the end of it.
Option 3 – Change the Midnight Days Off Rotation – As discussed above, the artificial requirement
of working an extra shift every 5th set of tours for the midnight squads is an inefficient deployment
of resources. The SVDP should consider the alternative approach discussed above and eliminate
the 5th shift approach and increase the number of “payback” hours for each officer. The SVPD
should also then use these “payback” hours more efficiently and direct them towards busy times
during the year, as well as special events and training.
Option 4 – Change the Midnight Schedule to 8-Hour Shifts – The current structure of the midnight
shift from a 10-hour, 4-on/4-off, rotation could be changed to resemble the 2-Tour model used by
the day and evening shifts. Under this modification, officers on the midnight shift would work 8hour shifts in one of three squads. Like the 2-Tour system for the days and evenings, two squads
would always be assigned to work and the other off, with a 5-on/2-off/5-on/3-off rotation. The
two sergeants would work opposite each other and have steady days off each week. An early/late
car would be recommended to provide continuous patrol coverage.
There are several advantages of this schedule. First, this schedule requires three officers and not
four as the current one. Therefore, the Village would save the cost of one police officer. Two,
the fixed days off for the sergeants would permit the SVPD to have two sergeants assigned during
the weekends. The sergeants would be required to work five days each week with two off,
therefore, there would be three days each week where two sergeants would be working. These
doubled-up-days could be used to the SVPD’s advantage and scheduled during the times when
minimum staffing policy calls for three officers on patrol (Friday and Saturday). Third, officers
working 8-hour shifts under this schedule would recoup some of the excess time off that is
currently provided by the 10-hour shift.
Option 5 – Implement a 12-Hour Schedule – The 12-hour shift schedule is undoubtedly one of the
most widely used schedules in policing in the U.S. Its popularity is not high in the Northeastern
states, but around the country it is used effectively, particularly in departments the size of the
SVPD. Essentially, patrol coverage is divided into four squads that work 12-hour shifts opposite
one another. The most common configuration is known as the “Pitman” schedule that features a
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rotation of days on/off that provide every other weekend off for officers working it. Officers work
2-on, 2-off, 3-on, 2-off, 2-on, 3-off, which results in seven 12-hour days over a 14-day period.
Departments that implement this shift schedule typically give every officer four hours off every
two weeks, or compensate the officers for the extra time worked.
The 12-hour shift schedule would offer both advantages and disadvantages. One advantage is cost
savings. With four equally staffed squads of one sergeant and three officers, patrol could be staffed
with two fewer officers. This configuration would call for four sworn officers to be assigned every
hour of the day. Based on demand, this many officers aren’t needed, and is more than the current
schedule provides. Instead, four equally staffed squads of one sergeant and two officers would
provide 24-hour coverage, and then personnel could be assigned to overlap those four squads
during the busiest times of the day. Ideally, sergeants would be assigned to the overlap times.
This would provide for enhanced supervisory coverage (see below discussion regarding the OIC
model) and a more efficient use of personnel during the times most needed. This would result in
four fewer officers on patrol. The below chart provides a simple illustration of this 12-hour shift
schedule, but there are many configurations that could be created:
TABLE 8: 12-Hour Shift Configuration
Shift
DAYS
DAYS
NIGHTS
NIGHTS
SWING
SWING

Team
A
B
A
B
A
B

Sergeant
1
1
1
1
1
1
6

Officers
2
2
2
2
0
0
8

The shift configuration in Table 8 would require four fewer sworn positions than the current
system. An alternative to this configuration would be to add one police officer to each of the
Swing squads. This would result in efficient staffing levels to meet minimum personnel
requirements, add supervision to patrol to adjust for the OIC model, and provide more personnel
during the times when they would be most needed. Adding a flexible start time to the Swing
squads would even enhance operational efficiency and permit the department to adjust their
schedules to meet service demands more appropriately.
One disadvantage to the current schedule is the uniform staffing level present throughout the day.
Under the current schedule, with each platoon equally staffed, there are equal numbers of officers
assigned throughout the day. Demand for police services fluctuates during the 24-hour daily cycle.
Thus it is likely that there are parts of the day when not enough officers are assigned to handle the
workload and other times when there are too many officers assigned. Staggering shifts to meet this
demand is recommended, but often difficult to accomplish with available personnel.
Another disadvantage is that the shift configuration like the one illustrated in Table 8 creates four
separate patrol units that almost never interact. This can create a “silo” effect that inhibits
communication and creates competition for scarce resources.
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Patrol Supervision - Officer in Charge (OIC) Model
As illustrated above each patrol squad in the SVPD is supervised by one sergeant. Under this
system there is one supervisor assigned around the clock to cover patrol operations. In the event
the assigned supervisor is unavailable (vacation, sick, training, etc.), the SVPD relies on an
“Officer-in-Charge” model of supervision. The OIC model essentially calls for the senior-most
police officer to act as the temporary supervisor for that particular shift in the sergeant’s absence.
EHRM recommends that the OIC model of shift supervision be eliminated. The OIC does not
receive training for this position, and the notion that effective supervision will be delivered by an
OIC that will revert to a patrol officer at the next shift seems unrealistic. The SVPD should ensure
that a supervisor, sergeant or even a lieutenant or captain if necessary, is assigned to supervise
patrol operations at all times. Having a supervisor assigned to each shift will improve supervision
and command and control of emergency incidents as well as provide a greater protection against
liability for the City.
Community Response Unit
The Community Response Unit (CRU) is comprised of one Sergeant and one Police Officer. For
reporting purposes, the two SRO’s and the Canine officer fall under the CRU Sergeant but these
members often do not work the same tour as the CRU Sergeant. The unit was created to be the
department’s problem-solving unit, i.e., to remedy issues outside of the function of the officers
assigned to regular patrol duties. As the name implies, the unit often handles complaints and
problems coming from the community.
The two SRO’s and the Canine officer are part of the CRU in name only. They perform
standardized functions and are really not part of the mission and focus of CRU. It is understood
that they are technically part of CRU for reporting purposes.
The CRU works a set duty chart which is not always conducive to addressing community concerns
in a timely manner. The Sergeant and the Police Officer work alternating tours; one week of day
tours, one week of evening tours. But they have different days off which is not consistent with
supervisory best practices. In addition, since community concerns cover all hours of the day and
night, it is unclear how the CRU can expeditiously address problems in the evening when they are
working a week of day tours.
The CRU also seems to spend a disproportionate amount of time addressing non safety related
traffic issues such as Vehicle and Traffic Law section 512, driving with suspended or revoked
license plates. EHRM believes that more time should be spent on traffic enforcement related to
safety, e.g., stop signs, red lights, speeding, reckless driving, accident-prone locations and DUI.
There seems to be no strategic planning in addressing problematic locations. Licensed premises
that flaunt or ignore the local ordinances and State Liquor Authority provisions should be
assertively addressed and sanctioned if they fail to obey the law. Bars that are left to continue to
violate the law are often subject to more serious crime and violence.
The CRU can be effective. It can be the SVPD’s “go to” problem-solving team.
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EHRM believes that the CRU needs more oversight, more direction from management, more
focused strategies and a more flexible schedule.
K9
The SVPD assigns one police officer as a Canine Officer. EHRM found that the Canine Unit
Officer did steady 6 PM to 2 AM tours. There was no reasonable explanation or rationale given
for these tours. These are not standard tours for canine deployment.
It was also learned that the Canine Unit Officer and his dog report every Wednesday to the Suffolk
County Police Department Canine Unit for training. Having the Canine Unit unavailable for 40 to
50 tours a year due to training seems counterproductive. This seems like an excessive amount of
training.
Also, a review of the Canine Unit call outs shows that most of the requests for service came from
other police departments in the area. Yet none of these agencies contribute to the cost of
maintaining the canine or the related expenses.
Coupled with the unit’s overtime expenditures, the Canine Unit seems to be a luxury that the
Village cannot afford. Consideration should be given to disbanding this unit.
School Resource Officers
The SVPD assigns two police officers as school resources officers to local schools in Southampton
Village. The SROs have “collateral” assignments to local middle and elementary schools and
perform duties at these schools as the need presents. The SVPD bears 100% of the cost of these
officers. No funds are contributed by the School District. It is recommended that this financial
arrangement be revisited. Most police departments in the U.S. enter into agreements with their
local school district to provide School Resource Officers, but the cost is borne equitably by both
organizations. Since schools are only in session part of the year, school districts ordinarily
contribute in the range of 50%-75% of the SRO’s salary. Staffing SRO positions at local schools
is extraordinarily generous on the part of the SVPD and steps should be taken to have the school
district pay for both of the SRO positions. If the school district does not want to bear the financial
burden of the SRO program, consideration should be given to eliminating it and shifting school
security to the patrol squads in the SVPD under the direction of the day tour supervisor.
At the outset of this analysis, it was evident that the SVPD has an effective and well-regarded
School Resource Officer (SRO) program. The two police officers assigned to full time duty
covering the various schools seem to be the right choices for these positions. However, in a small
agency such as the SVPD, the assignment of two officers to the schools is a large commitment of
resources, especially when the entire burden of salary, benefits and overtime is being carried by
the police department. As noted, consideration should be given to having the School District carry
all or some of the financial costs of the SRO’s.
On a related note, the two SRO’s each work a 6 AM to 2 PM tour. This means that there is no
SRO working during most of the dismissal times of the various schools. It is suggested that one
of the SRO’s start an hour later and work a 7 AM to 3 PM tour.

36 | P a g e

Technology on Patrol
The SVPD equips each patrol vehicle with a wide array of technology that is on par with industry
standards in this regard. Each marked patrol vehicle is equipped with a Mobile Digital Terminal
capable of accessing the CAD and RMS systems. Each car is also equipped with a heavy-weapons
rack and officers have the ability to have such weapons mounted inside the vehicle, and each
vehicle is equipped with an AED, an electronic ticket writer (scanner/printer), and Radar/Laser is
available to officers to conduct speed enforcement.
The SVPD should consider the deployment of body-worn cameras (BWC). In an effort to promote
transparency of police operations and foster and improve trust between the police and the
community, departments across the country are deploying body-worn cameras (BWC) on their
officers. Although the technology is in its infancy, research into the use of BWCs has already
shown that officers with BWC use less force, get fewer complaints, and improve the overall
satisfaction with police-community encounters (for both the officers and the community). This is
a wise use of technology.
EHRM learned that the SVPD conducted a pilot program that explored Body Worn Cameras
(BWC’s) that concluded in July 2019. There was no resistance to BWC’s encountered during the
assessment. Funding seemed to stall moving the project forward.
It is strongly suggested that the Village find the funding to institute BWC’s for all members of the
SVPD as soon as possible.
It should be noted that there are three necessary components for a successful BWC program:
1) Quality equipment (including ample data storage capabilities)
2) Sound policy
3) Clear and concise training
If one of these three elements are missing or inadequate, the program will likely not succeed.
One department vehicle is equipped with automatic license plate readers (LPR). Recent research
has shown that license plate readers are very effective tools for apprehending auto thieves and
recovering stolen vehicles. These devices are an excellent tool in addressing both crime and traffic
safety issues.
During this assessment, there was some discussion of adding more LPRs to encircle the confines
of Southampton Village. EHRM sees the intrinsic value of this technology but sees no need to
spend resources on additional LPRs. The LPRs that the SVPD is using work well. EHRM believes
that conditions in the area do not warrant a dramatic increase in LPR coverage.
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Investigations
The Investigations Unit is charged with the investigation of major crime reported in the Village.
The unit is staffed with one sergeant, and four detectives. One of the detectives is assigned to the
regional East End Drug Task Force (EEDTF).
The three case detectives are assigned to work the “two-tour” schedule that mirrors patrol. They
each work five days on, two off, five on, and then three off, and their shifts rotate each week from
days (9:00am to 5:00pm) to nights (3:00 pm to 11:00pm). The two-hour overlap is used by the
detectives to discuss cases and explore active leads as a group.
One advantage of this schedule is that the shift rotation created an overlap for detectives to discuss
their investigations. Creating an opportunity to meet and discuss their cases every day is extremely
beneficial. The size of the community and the familiarity the detectives have with the crime
conditions and prolific offenders lends itself to collaboration and the sharing of collective
experiences. Structuring this time each day is valuable and not only aids in the solving of criminal
investigations but also builds camaraderie.
Another advantage is that for the majority of each day, from 9:00 am to 11:00 pm, a detective is
on duty to respond immediately to serious crimes that occur in the community. Commencing
investigations quickly is considered a factor in improving case clearances. The sooner an
investigator responds to interview witnesses and collect evidence, the more likely a crime will get
cleared. Rigorous preliminary investigations are essential and can be performed by officers on
patrol, however, having an investigator readily available enhances this process.
The organization of detectives into shifts also poses significant disadvantages, however. Only one
detective is assigned to work at any given time. It is not feasible for one detective to conduct
surveillances, interview witnesses in the field, or even in the police facility by themselves. The
detective sergeant is available during normal business hours, and there is a two-hour overlap each
day, but the majority of the time detectives work by themselves. This seriously hampers their
ability to conduct effective investigations.
In addition, shift work is inherently disruptive to peoples’ lives, and where opportunities exist to
minimize that disruption, they should be taken. Rotating from day shift to evening shift with
changing days off is deleterious to many facets of employee well-being. Patrol needs to be
available continuously and requires variable shifts, however, investigations do not pose the same
operational demands.
Considering that crime is relatively rare in Southampton, having a detective on stand-by seems to
be the least desirable staffing model considering their operational limitations and negative work
environment implications. It is recommended that the SVPD consider changing the shift schedule
of the detective unit as well as creating an investigative team. Instead of having three detectives
doing shift work on the “two tour” schedule, the one sergeant and two detectives should be
assigned to work as a unit, at the same time with the same days off. Under this model, three
investigators are present at the same time. The advantage of having a detective available every
day from 9:00 a.m. to 11:00 p.m. to respond to serious crime that rarely occurs is overwhelmed by
the advantages created by creating an investigative team. This team should have flexible hours
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and days off and be positioned to respond to crime trends as they emerge. In addition, working
together would permit more rigorous investigations without having to pull officers from patrol to
assist. In addition, the unit would require one less detective and be more cost-effective.
Case Management
The department relies on an integrated approach relying on both patrol officers and detectives to
investigate crime occurrences. Crimes are first reported to officers on patrol. Officers on patrol
make summary arrests where possible, and if an arrest is not possible, a report is taken and
forwarded for investigation. Cases forwarded to the Investigations Unit are first evaluated by the
sergeant to determine if they will be assigned. Efficient case management processes rely on
solvability factors. Many police departments simply assign all criminal complaints to investigators
for follow-up. With no leads, and no evidence, assigning cases in this fashion is simply customer
service and not proper use of investigative resources. While the evaluation process in the SVPD
does not rely on the strict application of solvability factors, there is a determination made if the
case can be investigated further. If the supervisor determines the case is appropriate for
investigation the case will be assigned to an investigator considering the caseload of the detective
as well as their investigative specialty. Cases forwarded but not assigned for follow-up are
assigned to the reviewing supervisor for administrative purposes and closed.
The table below shows the caseloads for all investigative staff in the unit. There are no absolute
standards to determine appropriate caseload for police detectives. One murder investigation could
occupy the time of several detectives for months, and on the other hand, one detective could handle
hundreds of theft cases in a similar period. The International Association of Chiefs of Police,
however, suggests that a detective caseload between 120 and 180 cases per year (10 to 15 per
month) is manageable. Other sources suggest that departments should staff one detective for every
300 UCR Part I Index Crimes recorded every year (SVPD recorded approximately 49 in 2019).
According to both these benchmarks, the SVPD has more than enough resources to manage followup criminal investigations.
TABLE 9: SVPD Investigations Unit Caseload 2016-2019
Year
2019
2018
2017
2016

Detective Cases Background Inv.
272
903
537
833
249
833
223
1274

One area of opportunity for the detective bureau is in this area of case management. While there
is an efficient method in place for assigning cases, there are very few mechanisms in place to
manage the investigations after they are assigned. Ideally, this case management process begins
with an accurate accounting of cases assigned to each detective and then frequent and periodic
review of those cases by the supervisor. This ensures that investigations are conducted quickly,
victims are informed of the status of their cases, cases are presented to the District Attorney for
successful prosecution, and that detectives get the resources and support they need. Currently,
there does not appear to be a mechanism in place to manage cases being investigated. The SVPD
was unable to account for the number of cases assigned to each detective. They also could not
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determine how many cases were open, for how long, or the status of any open cases. Similarly,
case clearances, either for individual detective or the unit as a whole, are not tracked or even
known.
The Unit could also benefit from electronic case management. An inspection of several closed
investigations revealed cases that had assorted documents placed haphazardly into folders. An
appropriate investigative file would include a chronological documentation of the investigative
steps (and reviews) taken during the investigation. It did not appear that the SVPD embraced this
approach. The new records management system being implemented should be used to support an
electronic system that could be integrated. A more organized system would permit more effective
supervision and more efficient presentation of investigative files for prosecution and intelligence
purposes.
The unit is close-knit and interacts daily, therefore, there is no indication that cases are “falling
through the cracks.” However, more rigorous oversight of the progress of investigations would
make things even more efficient. For example, benchmarks could be set, and tracked, relative to
investigations. Limits could be set on the amount of time to contact the complainant, file the first
follow-up report, interview victims/witnesses, close a case, etc. Currently, there are no standards
in place, which means, among other things, a case could remain open for a long time after
investigative leads have been exhausted.
Again, there is no indication this is occurring, but no way of knowing either. A more rigorous
approach in this area would improve efficiency.
Clearance Rate
Overall, the SVPD enjoys high clearance rates for reported crimes. The clearance rate is the
relationship between reported crimes and persons arrested for those crimes. It is an important
measure of the overall effectiveness of a police department and an important measure of the
performance of an investigative unit in a police department. According to the FBI UCR program,
a law enforcement agency reports that an offense is cleared by arrest or solved for crime-reporting
purposes when three specific conditions have been met: 1) at least one person has been arrested,
2) the person has been charged with the commission of the offense, and 3) the person has been
turned over to the court for prosecution (whether following arrest, court summons, or police
notice).
In its clearance calculations, the UCR program counts the number of offenses that are cleared, not
the number of persons arrested. The arrest of one person may clear several crimes, and the arrest
of many persons may clear only one offense. In addition, some clearances that an agency records
in a particular calendar year, such as 2016, may pertain to offenses that occurred in previous years.
In certain situations, elements beyond law enforcement’s control prevent the agency from arresting
and formally charging the offender. When this occurs, the agency can clear the offense
exceptionally. Law enforcement agencies must meet the following four conditions in order to clear
an offense by exceptional means: The agency must have identified the offender; gathered enough
evidence to support an arrest, make a charge, and turn over the offender to the court for
prosecution; identified the offender’s exact location so that the suspect could be taken into custody
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immediately; or encountered a circumstance outside the control of law enforcement that prohibits
the agency from arresting, charging, and prosecuting the offender.

TABLE 10: SVPD Clearance Rates 2010-2019
VC
VC CLEARED

VCCLEAR
RATE

PC

PC
CLEARED

PCCLEAR
RATE

TOTAL
CLEARANCE
CRIME CLEARED
RATE

2010

2

2

100%

154

22

14%

156

24

15%

2011

3

3

100%

146

30

21%

149

33

22%

2012

1

0

0%

120

16

13%

121

16

13%

2013

3

2

67%

118

23

19%

121

25

21%

2014

2

2

100%

84

15

18%

86

17

20%

2015

3

2

67%

95

12

13%

98

14

14%

2016

2

1

50%

96

15

16%

98

16

16%

2017

2

0

0%

84

15

18%

86

15

17%

2018

0

0

NA

53

10

19%

53

10

19%

2019

1

1

100%

48

12

25%

49

13

27%

TOTAL

19

13

68%

998

170

17%

1017

183

18%

The average clearance rate in 2019 for police departments with populations of less than 10,000
was 57.3% for violent crimes and 22.3% for property crimes. The SVPD clearances are higher for
violent crime but lower for property crime than comparable departments within that population
grouping.
Many factors go into the solvability of a crime. Property crimes are notoriously difficult to solve.
There are few witnesses, the crimes are discovered after the fact, and little evidence is usually
present to commence cases. The SVPD has ample resources to address these types of crime, and
perhaps there are opportunities to improve the manner in which property crimes are handled.
Crime Analysis and Criminal Intelligence
To support criminal investigations, and crime reduction initiatives in general, the SVPD should
conduct more thorough and more rigorous crime analysis and criminal intelligence gathering.
Currently, this function is largely absent in the organization. Crime analysis and criminal
intelligence are often conflated and thought to be the same thing. To put it in economic terms,
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crime analysis is analogous to counting your money, and criminal intelligence is how you spend
it. Combining the two disciplines can provide a more accurate picture about where and when
crime is occurring, and what to do about it. A police department needs to do both and there is an
opportunity in the SVPD to improve in this area.
The crime level and nature of the community in Southampton Village are such that the absence of
criminal intelligence is not critical. The relative safety and homogeneity of the community make
it possible for the officers to know and understand the crime trends without the support of
sophisticated analysis. However, it would be effective if the SVPD identified a sworn position,
presumably the detective sergeant that has the responsibility of crime analysis and criminal
intelligence. This position is part of a three-prong approach to crime reduction. The first is
rigorous criminal investigations, the next is proactive patrol and investigations, and the third
criminal intelligence. These elements are like three legs of a tripod, with each one only as effective
as the other. Intelligence can drive enforcement and vice versa. The detective sergeant would be
responsible for the dissemination of accurate and timely intelligence on crime, emerging crime
trends in the region and officer safety issues to the members on patrol.
The detective sergeant, acting as the SVPD’s criminal intelligence officer (CIO), could prepare
strategic crime analyses and trend reports, monitor and track high-propensity offenders, develop
and manage crime prevention programs, secure search warrants, train department personnel, make
community and media presentations, exchange crime information with surrounding agencies and
the Suffolk County Crime Analysis Center, a subset of the New York State Division of Criminal
Justice Services (DCJS), and initiate proactive crime-solving strategies.
An additional area of responsibility for the CIO could be debriefing prisoners. Suspects are often
arrested, booked, and processed in the SVPD headquarters facility. These individuals are
potentially an enormous wealth of information about the criminal activities in the community. Yet
no one in the SVPD speaks to them in a focused way to elicit this information. The CIO should
have primary responsibility for not only interviewing (debriefing) prisoners processed by the
SVPD, but also teaching other officers how to conduct an effective prisoner debriefing.
Additionally, it would be the CIO’s job to develop the questions and areas of inquiry to be broached
with the arrested individuals. Keep in mind, the debriefing is not an interrogation about the
particular crime the person is arrested for, but about other information they might have. For
example, who is selling drugs, where is stolen property “fenced,” who is responsible for the most
recent robbery or assault, do you know anyone that steals cars, etc? Asking these types of
questions can produce valuable information, but if they are never asked, nothing can be learned.
Also, many highly productive registered confidential informants started out by being arrested for
a relatively minor offense. A simple standardized one-page form can be the basis of prisoner
debriefing. The offenses above can be listed in question form.
Also, there is a misconception that questions cannot be asked of a suspect who has requested an
attorney. He/She cannot be questioned regarding the offense for which they are currently being
charged. But the general areas above may be explored and will not violate the suspect’s
Constitutional protections. This is an area of importance for the SVPD, and consideration should
be given to establishing an effective crime analysis and criminal intelligence function.
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Similarly, the department does not have a robust crime prevention program. In general, police
departments across the country look at three elements of crime prevention to engage the
community in creating its own public safety: crime reduction initiative, community organization,
and public information. In each of these areas the SVPD can leverage resources to foster a more
positive relationship with the community and to address crime and disorder issues. The SVPD
could consider more extensive use of residential security surveys, neighborhood (or business)
watch programs, etc. Much of this can be accomplished at public events, at community meetings
and gatherings, through church groups, on social media and at the local train station. Crime
prevention literature can be placed on cars in parking lots. Volunteers can be enlisted to assist in
these efforts. Joint events can be held with neighboring police agencies with common crime
problems to demonstrate the coordination, cooperation and partnership among local law
enforcement. The nature of the community in Southampton Village would make these programs
easy to implement.
Four conclusions can be drawn from this discussion. First, the investigations unit, and the
department in general, does a good job apprehending offenders after they commit crimes. Second,
the investigations unit should use this information more deliberately and more rigorously to track
the effectiveness of the department as a whole as well as the effectiveness of each detective.
Understanding clearance rates in a frequent and ongoing fashion would allow the department to
manage the investigative function even more effectively. It is recommended that a process be
established whereby clearance rates are calculated for each major category of crime and for each
detective in order to monitor investigative outcomes. Third, in order to support this effort, a more
robust crime analysis and criminal intelligence function should be developed. Fourth, the
organization of the unit should be changed to a team-based approach with additional focus from
reactive criminal investigation (based on case follow-up), to proactive criminal investigation.

East End Drug Task Force
The SVPD details out one detective to the East End Drug Task Force (EEDTF). The EEDTF’s
mission is to disrupt the illicit drug trafficking and seize dangerous drugs that exist in the east end
of Long Island. The SVPD representative on the EEDTF is assigned for an 18-month period. Over
the last two years, EHRM was advised that the SVPD detective has been involved in numerous
mid and high-level narcotics investigations involving heroin, ecstasy, methamphetamines, cocaine
and marijuana. EHRM sees the clear benefit to having various law enforcement agencies and
prosecutors join forces in a task force setting to address common problems. The New York Drug
Enforcement Task Force (DETF), a unit comprised of Drug Enforcement Agency (DEA) agents,
New York State Troopers and New York Police Department officers, was founded in 1970 and
has long been the gold standard of this type of joint effort. The DEA is the parent agency for the
DETF. There is a Memo of Understanding (MOU) in place that is regularly reviewed and renewed
by each participating agency. The MOU clearly spells out each agency’s commitment to the task
force. It also ensures that costs such as overtime, office space, equipment, vehicles, etc. are
covered by the DEA. There is also a clear plan for the distribution of seized assets ensuring
equitable shares among the three agencies. There are apparently none of these provisions in place
in the EEDTF.
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The SVPD regularly assigns one of its members to the East End Drug Task Force (EEDTF). The
parent agency for the EEDTF is the Suffolk County District Attorney’s Office. During the
assessment, it was evident that the member assigned received little in the way of supervision or
oversight from his SVPD supervisor. His overtime apparently goes unchecked by the SVPD. The
current SVPD EEDTF member’s assignment went past 18 months which required the department
to promote him to detective as per state law.
The SVPD bears all the costs of having a member assigned to the EEDTF (salary, benefits,
overtime) with no reimbursement from the DA’s Office. And there is no plan in place for the
distribution of seized assets. In the last case takedown, the SVPD received a vehicle seized from
a drug dealer as part of the seized assets.
Also, after numerous interviews, EHRM was unable to ascertain any clear benefits that the SVPD
and the Village of Southampton derived from having a member assigned full time to the EEDTF.
There were seemingly no violent crimes solved, no wanted suspects located, no local gangs
dismantled, no tangible impact on local drug conditions and no apparent impact on the local opioid
crisis.
EHRM understands that this assignment is a career path within the SVPD. It is difficult to have
lateral movement in a smaller agency. But this assignment comes at a high price for the SVPD.
Based on the foregoing, it is suggested that, unless the DA’s Office agrees to financially support
having an SVPD member assigned to the EEDTF and formulates a more equitable plan for salary
and/or overtime reimbursement and seized asset distribution, consideration be given to pulling the
SVPD officer out of the task force.
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Administration
The following section discusses several administrative elements in the SVPD.
Social Media/PIO
Departments the size of the SVPD do not have a dedicated position of public information officer
(PIO). The PIO duties are generally performed by an individual who works closely with the chief
of police, has a good understanding of media and community expectations, and is an effective
communicator. In the SVPD, these duties rest largely with the chief. The SVPD relies generally
on the conventional media outlets of print and radio. Although this is suitable and appropriate for
disseminating information to the public, consideration should be given to expanding these outlets
into the area of social media.
The area of public information is a critical one. The access and use of instant means of
communication is rapidly evolving the ways in which police departments communicate with the
public. The public expects information rapidly, but departments are often not in a position to meet
that expectation. Social media (Facebook, Twitter, etc.) are rapidly outpacing the ability of the
police to provide information. Police departments around the country are leveraging social media
to their advantage. The SVPD should explore the potential in this area to more effectively engage
the community.
A social media policy essentially uses available social media outlets to develop ongoing and twoway communication with the public about emerging events. This benefits the police by using social
media for public relations, crime prevention, and criminal investigation. Not only would this be
useful in disseminating information about crime prevention and public events, but it would also be
useful in receiving and developing information regarding criminal intelligence and public opinion.
The Social Media the Internet and Law Enforcement (SMILE) conference is organized to use
social media as a means of improving law enforcement and engaging the community. The
fundamental concept of this organization is to develop social media as a tool to improve policing
and prepare departments to avoid the negative consequences associated with social media.
Strategic Planning
EHRM recommends taking a more strategic approach to crime and traffic safety. All of the
operational resources, patrol, investigative, etc., should be brought to bear on specific and targeted
crime, traffic safety and public disorder. It will have an impact on conditions in the community
and be a better use of scarce police resources.
Communities around the country are implementing what are known as neighborhood police teams
of officers to address community problems. These teams work with the community and other units
of the police department and city/state/federal officials to identify and solve community problems.
These problems can range from crime, to traffic, to disorder, to schools, etc. Essentially, this
approach incorporates the “S.A.R.A” process of community policing (scanning, analysis,
response, and assessment) with problem-oriented policing to eliminate community problems.
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Consideration should be given by the SVPD toward adopting this approach. The SVPD could
leverage the deployment of the Community Response Unit to coordinate this approach. The CRU
sergeant could be designated as the “quarterback” of strategic planning in the department enlist
the patrol shifts and investigators to bolster the effort. For example, crime and traffic conditions
exist not only at specific geographic locations, but patterns also emerge at specific times during
the day. In other words, there are crime and traffic conditions that are unique to each shift. DWI
crashes and domestic violence, for example, would be more prevalent during the night shift. Retail
theft and traffic crashes are more likely to be common during the day shift. Each shift, therefore,
has crime and traffic conditions that can be addressed using this strategic approach. The shift
sergeant would be enlisted to be support the CRU “quarterback” and given the responsibility to
identify the locations and people responsible, deploy the resources to address the problems, and
then be held accountable for the success and failure of the efforts.
From a mission perspective, EHRM recommends that the CRU, and patrol shifts, under the
leadership of the shift sergeants, be armed with the intelligence, crime data, and continuing quality
of life concerns (e.g., problematic bars, accident-prone locations, at-risk youth problems, etc.)
along with an in-depth knowledge of current criminal investigations. They should be targeting
“hot spots” and “prolific” offenders. For example, a list of known and/or recidivist car thieves or
shoplifters should be created, and it would be the shift’s responsibility to target these individuals
for surveillance, enforcement, and parole/probation monitoring.
In order to accomplish the mission described above, additional personnel resources are required.
An impactful proactive enforcement strategy can be accomplished with the sergeant, and officers
on the patrol teams, but they would need support from investigators and crime analysts to furnish
them with the relevant intelligence to direct operations. The department currently has limited
capacity in this area and strong consideration should be given to developing a more robust
intelligence function that would analyze both crime and traffic data to support patrol and
investigative efforts. This function should be responsible for both crime prevention and traffic
safety strategies by working closely with the community AND would target the “hot spots” and
“hot people” (problematic individuals) identified through a robust intelligence function.
Overtime
According to budget documents, the SVPD incurred over $450,000 in police overtime in FY2020.
These funds were substantially greater than the budgeted amount and almost 10% of total
personnel services expenses for the entire department. On both of these metrics the overtime
spending could be considered excessive and out of line in comparison to expected police
management benchmarks.
Part of these expenses comes from the special events held in the Village each year. Providing
police services to these events is a normal part of operations for the SVPD. The table below shows
the events and the amount of overtime incurred at each one. It appears that the SVPD incurred
approximately $70,000 in 2019.8 The Hampton’s Marathon was the most expensive event with
more than $16,000 spent, with the Southampton Fest next most expensive at about $7,000. These
8 Calendar year 2019 was used for this analysis because of the restrictions on special events imposed by the
COVID-19 pandemic disrupted normal operations in 2020.
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events are important to the community and contribute to the vibrancy of Village and make it a
great place to live, work, and visit. According to the SVPD, the amount of overtime incurred at
each event is reported to the Village. It was not clear at the time of the report if these funds are
recouped from the events sponsors. It would be expected for the sponsors of the Marathon, for
example, to financially support the police expenditures incurred to staff the event. It’s not clear if
this is actually happening. EHRM recommends that organizers and sponsors of special events be
required to reimburse the Village for police overtime that is incurred to support the events.
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TABLE 11: SVPD Special Event Overtime Expenses
Event
4th of July Impounds
4th of July Parade
4th of July Parade / Impounds
Basketball Game
Distracted Driving Detail
East Hampton Fireworks Detail
East Hampton Parade Detail
EEDTF Search Warrants
Ellen’s Run
Ellen's Run
Ellen's Run / Surf Protest
Feast of Guadalupe
Firecracker Run
Fireworks Detail
Funeral Detail Motorcycle Unit
Halloween Detail / Elm Street Detail
Hampton Bays St Patty's Day Parade
Hampton Bays St Patty's Day Parade 0745 per LT 236
Hamptons Marathon
Hamptons Marathon / Motorcycle Detail
Homecoming Detail
Hope for Depression Run
July 4th Parade / Patrol West
Little Lucy's Pet Parade
Meadow Lane Fireworks
Meeting with ADA RE: Law Changes
Montauk Parade
Parade of Lights
POTUS Motorcade / Assist NYSP
POTUS Presidential Traffic Detail
POTUS Visit
Ragamuffin Parade
Search Warrant/Assist EEDTF
September Fest
SH HS Prom
SHS Graduation
Southampton Fest
Staffing needed as per LT 236
Strides for Life Run
Westhampton Beach St Patrick's Day Parade
(blank)
Grand Total

Amount OT
Incurred
494
5084.83
1734.6
425.4
436.8
2367.96
576.87
753.61
163.8
1262.68
698.55
700.28
1778.52
492.44
644.34
4024.39
743.7
741
16321.71
942.83
1253.65
1510.11
751.73
425.4
494
494
2675.92
4640.69
279.42
382.2
370.5
1686.56
558.84
2694.57
1106.15
640.1
7013.77
751.73
689.1
2023.44
70830.19
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Providing police services to special events appears to account for approximately 20% of overtime
expenses. As indicated, these expenses should be reimbursed by the event sponsor. The other
80% of the incurred overtime expenses are due to other police operations. These expenses appear
to be excessive and EHRM strongly recommends that the SVPD install managerial controls over
these expenses to keep them to as small as possible. In order to understand the drivers of these
expenses we looked at calendar year 2019 again across individual officer and category of expense.
Table XX shows the categories of overtime and the number of hours incurred in each category
during 2019. The top five categories are presented for discussion.

TABLE 12: SVPD Overtime Hours - 2019
Category

Sum of
HOURS

ADMINISTRATIVE

11

ARREST

69

BWI TASK FORCE

4

COPE

28

COURT

80

CRITICAL INCIDENT

16

DWI TASK FORCE

33

INVESTIGATION
JAIL ATTENDANT

339
25

K9 OPS /CARE

104

MARATHON

172

OTHER
SEAT BELT

1332
10

SPECIAL EVENT

541

STAFFING PATROL

711

STAFFING PSD

2304

STOP DWI

119

TOUR CARRIED OVER

134

TRAINING

843

TRAVEL TIME

188

UNKNOWN

27

Grand Total

7090

Staffing the Public Safety Dispatch function was far and away the biggest contributor to overtime
in 2019. There were 2,304 overtime hours committed to staffing Dispatch. This equates to more
than $185,000 in overtime costs, or more than half the entire budget for the department. One
individual earned more than $40,000 in overtime in 2019, and the next highest earned $35,000,
with the average Dispatcher earning over $18,000 in 2019. Undoubtedly a shortage of personnel
and excessive sick use created vacancies in the Dispatcher positions. However, there did not
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appear to be any mechanisms in place to limit, control, or disperse the expenses uniformly across
other personnel.
The next category was “other” with 1332 hours. Closer inspection of this category reveals one
individual assigned to the East End Drug Task Force incurred the bulk of the hours in this category.
This individual incurred 724 hours and earned more than $82,000 in overtime. There appeared to
be no oversight on these expenses and the investigator had essentially a “blank check” to work
overtime. EHRM attempted to get a better understanding about the operations and management
of this position, but were not provided with sufficient information to make an assessment. The
sheer amount of the overtime incurred, however, is enough to make the conclusion that oversight
was lacking. This issue is also addressed under a separate section of this report.
The next highest category, with 843 hours, was training. Having properly trained police officers
is essential. And because officers work nights, evenings, and weekends, it is important to schedule
them during the day to participate in training courses. With 32 sworn police officers in the SVPD,
the department would have averaged approximately 26 overtime hours per officer in 2019 for
training. This expense seems excessive. This would equate to about 3 full days per officer. It
would seem that all training was delivered to officers while they were on overtime. The
department should be more aggressive assigning personnel to training on straight-time and only
rely on overtime as a last resort.
Staffing patrol was fourth in overtime related expenses with 708 hours. The SVPD relies on a
minimum staffing threshold for patrol and assigns officers to work overtime when this threshold
is breeched. As discussed in the patrol section of this report, the minimum staffing level set by
the SVPD is reasonable. However, the shift plan and personnel assignments are inefficient and
we recommended modifications for improvement. These improvement opportunities will provide
for higher staffing levels which will obviate the need to assign overtime to cover personnel
vacancies. In addition, there appears to be an excessive amount of sick time used by SVPD. The
excessive number of officers calling out sick is clearly contributing to patrol staffing shortages and
requiring backfilling patrol positions with personnel on overtime.
Overtime is a normal part of police operations and should be expected. Handling assignments that
take happen late during the shift, processing arrests, conducting investigations are just a normal
part of the job. However, in the SVPD in 2019, these categories of expense were small in
comparison to the ones discussed above. Arrest processing, investigations, and tour carry over
accounted for only 542 hours of overtime in 2019, which is fewer hours than some individual
officers earned in that same year. The SVPD should immediately develop and implement an
overtime management plan. That plan should the designation of an overtime manager at the
Captain rank and task that individual with ensuring that the overtime budget assigned to the SVPD
is maintained. The plan should also include caps on the number of hours worked by individual
officers, monitor sick and time off abuse, schedule training on straight-time, and ensure that each
dollar of overtime incurred is reasonable and incurred as a last resort.
Sick
Sick leave is another area that requires a greater degree of managerial control. EHRM was
provided sick use data for all SVPD personnel for the calendar years 2019 and 2020. The data
provided shows a clear pattern of excessive sick use and an apparent lack of managerial controls.
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The average number of sick hours sworn officers in the SVPD was 82 hours and 84 hours in 2019
and 2020 respectively per officer9. That’s more than 10 days per officer. There were six officers
that did not go sick once during those two years which even further illustrates the excess.
Removing those officers not going sick raises the average to over 100 hours per officer per year.
Adding to the complexity of this issue is that upon visual inspection it appears that there is a
relationship between sick use and overtime. The officers with the highest amount of sick use seem
to incur the most overtime. There are some clear exceptions to this connection, however, this
appears to be the trend. This raises the question if working too much overtime is impacting the
health of the officers, or are officers assigned in such a way that sick use by other officers requires
them to fill in the vacancy. A more detailed analysis would be required to untangle this
relationship, but one thing is clear: sick use is excessive and steps need to be taken to reign it in.
The collective bargaining agreement between the Village and the SVPD PBA governs the
provisions of sick leave for sworn officers in the department. It provides officers with 12 sick days
each year, as well as the terms in how those days can be used and what measures the department
can take to manage their use. This MOA needs to be revisited and tighter controls must be
negotiated to permit the department managers to minimize and control excessive sick use.
Organizational Structure
There are one Captain and two Lieutenants assigned to the SVPD. Standard supervisory and
management best practices would deem this as excessive for an agency of this size. This small
span of control, i.e., the number of subordinates supervised by one supervisor, is not the norm.
Consideration should be given to revising the organization chart to assign one Captain and one
Lieutenant, or two Captains with no Lieutenant.
As noted, Detective coverage goes from mid-morning to almost midnight. While it is
commendable that the three Detectives provide this extensive coverage of the clock, due to the
relatively low level of crime in the Village, it is not a sound expenditure of resources. EHRM
recommends that this approach be modified and that two Detectives work together as a team along
with their Sergeant. Consideration should be given to adopting this plan and possibly eliminating
one Detective position.
Public Safety Dispatch
The Public Safety Dispatch (PSD) is staffed by ten non-sworn members of the SVPD. The unit
seems to be well-staffed, equipped and trained. However, as noted, the unit seems to expend an
excessive amount of overtime. The largest expenditure of overtime in the department in 2019
came from the PSD; 2,304 hours at $185,000. This averaged out to approximately $18,000 per
dispatcher. Some of this overtime seems to be related to filling slots due to sick leave; some of it
cannot be adequately explained. Also, there is a sense of autonomy in this section of the SVPD;
the unit seems to run separate from the police department. More hands-on oversight at the
Lieutenant or Captain level is recommended to monitor, control and improve dispatcher coverage
and bring the unit more in line with the rest of the agency.

9 Due to privacy considerations the names of individual officers and the number of hours of sick incurred will not
be published in this report.
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Managing Risk
It is commonly accepted that a community must determine the level of risk it is willing to accept
and pay for when it comes to public safety. Oftentimes the determination is made upon the
potential response needed for the “worst-case scenario” with little regard as to the probability or
frequency of such an event occurring. Using the worst-case scenario to determine staffing is an
exercise in futility, since whatever worst case one came dream up can always be trumped by an
imagined “even worst” case. Staffing for the worst-case scenario is as efficient as staffing urgent
care centers with cardiothoracic surgeons.
When determining staffing and allocation of resources a community must look to probable risk
factors and then identity appropriate staffing and resources to address such risk. However, risk that
exceeds probable, regularly occurring events needs to be addressed with preplanning to assemble
personnel and equipment to meet the unusual and infrequent emergency. Call backs and mutual
aid typically are methods used to address these emergencies. The best method to determine staffing
and resource allocation is to determine typical workload — just as has been done in this report.
Using the “Rule of 60” provides a framework in which to measure workload and demand to staff
accordingly.
While crime rates can also provide guidance as to potential risk, the workload measurement
incorporates that factor into the analysis. Simply put, the higher the crime rate the higher the
workload. Using these two measures (crime and workload) it would appear that risk in
Southampton Village is relatively low.
Another manner in which to review risk is to identify occupancies that carry a high potential for
criminal activity. Thus, communities with a large number of bars or transient rooming houses
would expect to have a higher potential risk than more residential communities. We reviewed the
list of business licenses issued in Southampton Village — approximately 870 in total. With the
exception of the shopping mall, these establishments are overwhelmingly small businesses and
very few involve the sale of alcoholic beverages. We note that even the two discount motels in the
community generated only thirteen calls each in our year’s data.
In addition to crime though, risk management would also include "critical" procedures, such as
vehicle pursuit, use of force, racial profiling, reporting bias and sex assault, supervision, integrity
control, reports and investigation of corruption, policy on taking citizen complaints, prisoners,
property, etc. These high-liability areas can expose a community to exceptional financial risk if
not properly managed. We note the Southampton Village Police Department was first accredited
nationally, through the Commission on Accreditation of Law Enforcement Agencies (CALEA), in
November 1988. In 2003, the department was awarded state accreditation through the
Massachusetts Police Accreditation Commission. These certifications formally recognize that the
agency has in place appropriate, industry-accepted policies and procedures to properly manage
these high-liability exposures.
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SVPD Policy Review
A clear and concise policies and procedures manual serves as a written guide for law enforcement
executives and the officers in the field to ensure that they are providing proper police service to
their respective communities. A sound police manual is one of the basic cornerstones of law
enforcement. The manual is not just a litany of Do’s and Don’ts to be utilized in disciplinary
situations. More importantly, it is often utilized by supervisors, investigators and patrol officers
as events are unfolding. It is essential that the manual provide unambiguous, unbiased, lawful and
practical direction to the members of the police department so they can properly perform their
duties. The manual also provides the foundation for the training of all members of the agency.
The EHRM review of the SVPD Rules and Procedures found the format of the manual and several
key policies to be lacking in some regard; the details are as follows:
SVPD Rules and Procedures Format
EHRM found that the format of the SVPD Rules and Procedures was not user friendly. Over the
years, it seems that policies were added to the manual chronologically; in no particular order. This
sequence of General Orders is an example: GO #110 “Secondary Employment”, GO #111
“Internal Affairs, GO #112 “Workplace Harassment”, GO #113 “Promotions.” This disjointed
format does not make it easy for members to utilize the manual during critical incidents or for
routine operations.
Best practices in this area call for policies to be grouped in related areas thereby making the manual
more useful to members when they need to refer to the book; especially in exigent circumstances.
The SVPD manual should be sectioned into areas such as Duties and Responsibilities, Uniforms
and Equipment, Personnel, Arrests, Discipline, Traffic Enforcement, Hiring and Recruitment,
Internal Complaints, Prisoners, Aided Cases, Vehicle Accidents, Command Operations,
Investigations, etc.
It is recommended that the SVPD Rules and Procedures be reformatted to a more efficient structure
consistent with best practices. In addition, many of the policies in the manual are 8 to 10 years
old. EHRM suggests a complete review and update of the content of the SVPD Rules and
Procedures. It is further recommenced that the manual be subject to periodic review every three
years.
Specific Pertinent Policy Review and Recommendations
As noted, EHRM examined numerous SVPD policies as part of this assessment. The following is
a listing of findings and recommendations on specific policies:
General Order (GO) #103 “Organizational Structure”; amended 1/15/21
GO #103 highlights the organizational structure and the chain of command of the SVPD.
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Regarding the Patrol Sergeant, the policy requires that he/she “…will remain in headquarters for
the first and last hours of their tour of duty, unless circumstances require their presence elsewhere.
While, in theory, it is beneficial for the incoming supervisor to receive a briefing on conditions on
the previous tour from the Sergeant coming off duty, requiring both of them to be in headquarters
and thereby leaving officers in the field unsupervised is not consistent with management best
practices. According to GO #103, at the start and end of each patrol tour, there is no supervision
out in the field for six hours of each day. And, in addition, it results in one less uniformed member
and one less marked police vehicle providing a visible presence in the field for six hours each day.
Sergeants provide not only supervision to their subordinate members but training, guidance and
support as well. Mandating that they remain in headquarters for two hours every tour is counter
to sound police management principles. It is recommended that this policy be revised in order to
maximize supervisory presence in the field.
GO #103 contains a provision that permits the senior officer on patrol to be in command when no
Sergeant is assigned to that particular shift. The policy states: “In the absence of a Superior
Officer, the senior officer will take charge and all others will obey his/her commands.” During
our interviews with SVPD members, they refer to this as the “OIC”, the Officer in Charge. EHRM
was advised that this situation does not happen often and that the department tries as much as
possible to prevent this from occurring. While it is fully understood that the SVPD is a small
agency with only 5 patrol supervisors, this policy puts the agency and the Village in a precarious
liability situation. Having a member, albeit one with more experience than his/her colleagues on
that tour, who has no formal supervisory training, giving direction to fellow officers and possibly
taking action that could have long lasting ramifications and perhaps tragic consequences is not
prudent.
Also, it creates a conflict situation for the senior officer. Can he/she discipline another officer of
the same rank? Can a senior officer with no formal supervisory training take such action in the
field against a fellow police officer?
If the Detective Sergeant, one of the two Lieutenants, the Captain or the Chief are not available to
provide supervision in the field in these admittedly rare occasions then scheduling a Sergeant for
a full or partial tour on overtime should be considered. This policy should be amended.
GO #108 “Recruitment and Probationary Police Officer Procedures”; amended 4/30/13
On Page One, GO #108 states: “The Primary Method of recruitment for the position of Police
Officer within the Southampton Village Police Department is through the Suffolk County
Department of Civil Services recruitment and testing program.” Based on the fact that the last ten
Police Officers hired by the SVPD were white males, perhaps the agency is relying too heavily on
Suffolk County for its recruitment needs. The SVPD Reform Committee cited the SVPD’s lack
of diversity in the ranks in its report to the Governor as part of Executive Order #203 entitled “New
York State Police Reform and Reinvention Collaboration.”; (see Appendix A for EHRM’s review
of the SVPD Reform Committee report). Of the 34 sworn members of the agency, 29 are White;
5 of the 34 members are females. They are 3 African Americans and 2 Hispanics; it is unclear if
any of them are fluent in Spanish. Of the 10 dispatchers, 8 are White.
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EHRM believes that the SVPD policy of seemingly leaving the agency’s recruitment (and by
extension its diversity and inclusion) efforts in the hands of the Suffolk County Department of
Civil Services) needs to be changed. The SVPD should take the initiative and formalize its
recruitment, diversity and inclusion efforts. Continuing outreach to clergy groups, local colleges,
the Shinnecock Nation, veterans’ organizations and retired local police officers is recommended.
In addition, GO #108 has not been reviewed and/or amended since 2013. Policing is an everevolving and self-analytical profession. A Recruitment policy over 8 years old clearly needs a
fresh look. It should be noted that GO #136 is entitled “Recruitment, Selection and Appointment.”
It covers some of the same material as GO #108. It also has not been revised since 2013.
Also, it is further recommended that Recruitment be a separate, standalone policy and not included
in the procedures regarding Probationary Police Officers.
GO #110 “Secondary Employment”; amended 4/30/13
GO #110 contains most of the standard off-duty employment prohibitions as required by state
statutes; e.g., SVPD members cannot conduct off-duty work more than 20 hours per week; they
cannot work in licensed premises; they cannot work for bail bond agencies, process servers or bill
collectors; they cannot assist in case preparation for criminal defense attorneys, etc.
However, the language in the policy is vague regarding when the member can work his/her offduty job on a scheduled day to report for SVPD duty. The current policy states that permission to
work off-duty “…may be denied where it appears that the outside employment may physically or
mentally exhaust the officers to the point that their performance may be affected.”
This ambiguous wording can result in poor performance and a potential officer safety issue. A
member that is too tired from several hours at his/her off-duty work who reports directly to his/her
scheduled tour of duty can lead to hazardous and tragic consequences. GO #110 should be
amended to strictly prohibit off-duty employment within three hours of the start of their regular
tour of duty.
In addition, members with excessive sick leave should be denied the opportunity to work off-duty
or have their current secondary employment approval rescinded until there is significant
improvement in their absence record. It is difficult to justify permitting members to work
secondary employment when their attendance record with the agency is subpar.
GO #110 permits the wearing of the SVPD uniform and the use of department equipment while
performing off-duty work with the approval of the Chief. Equipment, in this policy, is vague; it
might include department vehicles. But there is no provision that the Village be reimbursed for
fuel, wear and tear, insurance, etc. EHRM also believes that this provision puts the Village at an
unnecessary risk of liability. If the off-duty member gets into an accident with the SVPD auto, the
Village would likely be held liable in a civil action. In addition, equipment could include
department radios, traffic control and enforcement devices, enhanced lighting systems, sound
meters, department computers and printers and other devices and technologies.
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It is therefore recommended that this section of GO #110 be amended to prohibit the wearing of
the SVPD uniform and the use of department equipment and vehicles while engaging in off-duty
employment.
GO #110 requires that the member submit a “written request” to the Chief before he/she can engage
in secondary employment. But this provision does not specify all the information required for the
Chief to make an informed decision on whether to approve or deny the request. It is suggested
that the SVPD create a fill-in the blanks form (with space for a short narrative of pertinent details
specifically describing the type of work to be performed) that provides all the necessary
information to the Chief. Since some officers engage in secondary work for multiple entities, this
form should be submitted for each potential off-duty employer.
During this engagement, EHRM learned that much of the secondary employment that is performed
by SVPD members involves providing security work within the confines of the Village of
Southampton. This can create a serious conflict of interest situation. On- duty SVPD members
could conceivably wind up in confrontation situations with off-duty members working secondary
employment at a private function. Also, those who employ members for off-duty work may
receive or expect preferential treatment from the SVPD because they are providing them with
supplemental income in the form of secondary employment. It is strongly recommended that GO
#110 be revised and that secondary employment be prohibited within the confines of the Village
of Southampton. If feasible, consideration might be given to extending this prohibition to include
secondary employment in Southampton Town as well.
GO #111 “Internal Affairs”; amended 4/30/13
In general terms, EHRM believes that this policy falls well short of current best practices regarding
internal affairs and the receipt and investigation of complaints against members of the police
department. It is strongly suggested that the SVPD research model policies available through
organizations like the International Association of Chiefs of Police (IACP) or the Police Executive
Research Forum (PERF) and conduct a complete review and revision of this policy.
In addition, the policy is 8 years old and long overdue for renewal, especially in light of the current
calls for police reform.
In Section II C, the policy states: “This police department shall seek appropriate remedy for false
allegations.” This is inappropriate language in an internal affairs policy. It may foster the
perception that the SVPD is issuing a warning to potential complainants.
In Section III C, it states: “The department recognizes that its personnel are often subject to intense
pressures in the discharge of their duties.” The intent of this passage is unclear. It is universally
acknowledged that policing is a highly stressful occupation. But it does not seem to be appropriate
for inclusion in this policy. It could be viewed as a rationalization for misconduct on the part of
police officers. This language should be removed.
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Throughout this policy (and in other sections of the manual), the word “citizen” is used to describe
a community member or resident. It is commonplace to use “civilian” in these instances. “Citizen”
may imply that non-citizens, visitors or documented or undocumented immigrants might not
receive the same level of service from the police.
The policy mandates that a “…supply of the complaint forms will be kept at the front desk…”
Some civilians are fearful entering a police facility, especially if they are exploring filing a
complaint against an officer. It is recommended that the SVPD make the complaint available
online, in government offices and in other locations throughout the community. Supplies of
complaint forms can be given to clergy members and advocacy groups.
Section III F8, the procedures segment, the policy indicates that the complaint provisions also
apply when department employees “…desire to report misconduct of another employee governed
by this order.” This wording implies that members of the SVPD, uniformed and civilian, have the
option to report serious misconduct or corruption or not. It is recommended that the revised
internal affairs policy include a provision that mandates that all members of the agency are required
to report serious misconduct or corruption on the part of any SVPD employee directly to the Chief.
Section F is entitled “Receipt of Complaints”. Point #7 reads: “Complainant (typo; it should be
“complaints”) will not normally be accepted more than 30 days of the alleged incident, with the
following exceptions: “a. When the act complained of is a criminal violation in which case the
criminal statute of limitations will prevail. b. When the complaining person can show good cause
for not making a complaint earlier.” This standard is unreasonable and can be construed as
hindering complainants from coming forward. It is unclear why complaints are deemed less
important if they are not filed within 30 days. This stated time frame for accepting complaints
against members of the agency should be removed.
Section V covers the internal investigative procedures. Point #2 states: “Any questions specifically
related to employment must be fully and truthfully answered. Refusal to answer may result in
disciplinary action.” This language is not strong enough; “may result” should be “will result.”
Refusal to provide answers in departmental hearings often result in severe discipline up to and
including suspension and termination. The SVPD should take a strong stance here.
Also, this section of GO #111 does not account for members who fail to tell the truth in these
situations. The SVPD seems to have no clear policy on dealing with members who do not tell the
truth in administrative proceedings. Absent exceptional circumstances, many police agencies have
adopted a dismissal or termination policy when members provide false testimony during
administrative hearings. The SVPD should give strong consideration to adopting this provision.
GO #201 “General Responsibilities of Patrol”; amended 4/30/13
Section IV A6 reads: “Meal periods will be no more than forty-five (45) minutes long, and Police
Officers or Public Safety Dispatchers who live outside the boundaries of the Village of
Southampton will NOT be permitted to take their meal periods or breaks at home without the
expressed permission of the Chief of Police.”
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The policy implies that members who reside within the confines of the Village may take their meal
periods and breaks at their homes. The policy also seems to give the Chief the latitude to permit
members who live outside the confines of the Village to go home during their meal period.
EHRM recommends that this policy be revised. Members should take their meals in headquarters,
in a bona fide restaurant or in their department vehicle. Members should not be permitted to go
home for their meal break.
GO #202 “General Responsibilities of Investigations”; amended 4/30/13
Section III 6 states: “The Detective Squad shall be responsible for the investigation of all felonies,
certain misdemeanors, handling and processing of evidence, handling and processing of crime
scenes.” The term “certain misdemeanors” is vague. A list of specific crimes is recommended.
Section V covers the SVPD Case File Management. The current case management system relies
on paper files stored in manila folders. Detectives and the Detective Sergeant use the file folders
to keep notes on each investigation. EHRM was advised that the SVPD will be getting a new
Records Management System which will likely include an electronic case management system. If
so, this will improve the efficiency and effectiveness of the SVPD investigative process.
GO #208 “Use of Force/Deadly Physical Force”; amended 2/4/21
The SVPD recently amended their Use of Force policy by adding a Duty to Intervene as follows:
“A. Any officer present and observing another officer using force that he/she reasonably believes
to be clearly beyond that which is objectively reasonable under the circumstances shall intercede
to prevent the use of unreasonable force, if and when the officer has a realistic opportunity to
prevent harm.
B. An officer who observes another officer use force that exceeds the degree of force as described
in subdivision A of this section should promptly report these observations to a supervisor.”
EHRM believes that this is a positive development. However, subdivision B above could be made
more definitive by revising “…should promptly report…” to “…must promptly report…”
Section VB1 covers the agency’s policy on Choke Holds as follows:
“Choke holds and the carotid control hold are generally prohibited and guided by law (Penal
Law 121.13-a).”
EHRM believes that this language is vague and misleading and could cause confusion in the field.
Many police departments have adopted policies that prohibit choke holds unless deadly force is
authorized. The SVPD should revise the wording of this policy. It is further suggested that the
SVPD research model policies in leading law enforcement organizations such as the International
Association of Chiefs of Police; see below:
In July of 2020, the IACP published a report entitled the “National Consensus Policy and
Discussion Paper on Use of Force.”
It is important to note that the IACP report does not totally ban or forbid the use of
chokeholds. But it does equate the use of this tactic with deadly physical force.
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“Choke Holds. For the purposes of this document, a choke hold is defined as “a physical
maneuver that restricts an individual’s ability to breathe for the purposes of incapacitation.”
In the most common choke hold, referred to as an arm-bar hold, an officer places his or her
forearm across the front
of the individual’s neck and then applies pressure for the purpose of cutting off air flow.
These are extremely dangerous maneuvers that can easily result in serious bodily injury or
death. Therefore, the Consensus Policy allows their use only when deadly force is authorized.”
Often in a struggle between a police officer and a subject much grappling and wrestling
ensues. An officer may try to gain advantage over his/her opponent by a head lock, a bear hug,
arm twisting or a “full nelson” to subdue the subject; to arrest a non-compliant and/or violent
individual, to prevent an emotionally disturbed person from harming themselves or another, to
prevent escape or to defend themselves against an attacker. None of the tactics described above
are choke holds. A choke hold is a very clearly defined and specific course of action.
Any policy revision regarding choke holds must be clear and concise. Starting with the proper
definition of a choke hold. And then it should be clear that use of a choke hold must be
absolutely a last resort tactic, i.e., to save a life. Then each use of a choke hold must be formally
documented and investigated by a supervisor and forwarded to the officer’s commanding
officer. The commanding officer should then determine if the use of the choke hold was justified
or not.
The use of choke holds is rare in policing and must be avoided as much as possible. Law
enforcement has learned painful lessons in this regard. Even before recent events, police training
has been evolving away from this tactic. It was once a standard part of physical training for
almost every police officer. Thankfully that is no longer the case. There are alternatives that
usually are effective in most instances. But, in a life and death fight, where losing means that the
officer or an innocent person dies, it may be a last resort. A choke hold should be viewed in the
same way as the use of a firearm by a police officer; as deadly force.
Section VI 3f Subd 4 of the SVPD Use of Force policy contains a standard and widely accepted
policy on the prohibition on shooting at moving vehicles. Shooting the driver of an auto can lead
to an out-of-control vehicle striking civilians and officers.
“Discharging a firearm from or at a moving vehicle is prohibited, except: (i) When the occupant
(s) of the vehicle are using deadly physical force against the officer or another person(s) by
means other than the vehicle, OR (ii) The operator of the vehicle uses same as an instrument
which places the member in imminent danger of death, or serious physical injury and the
member has no alternative means of self-defense for himself or other person(s).”
Subd (i) is sound. However, subd (ii) seems to contradict the policy. This provision may have
been added as a response to recent terrorist attacks where moving vehicles were used as weapons
against civilians at large gatherings. However, for the purpose of this policy, subd (ii) should be
rewritten to reflect protections against terroristic acts.
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The use of Less Lethal Force is extensively covered in the policy and appears to be sound and
consistent with best practices.
It is suggested that a segment on the dangers of positional asphyxia be added to the Use of Force
policy. Positional asphyxia occurs when a person’s position prevents them from breathing
adequately because the chest may be unable to fully expand. This has happened in the past
during subject’s struggling with the police either in a resisting arrest or mental health crisis
situation.
GO #209 “General Responsibilities of Sergeants”; amended 4/30/13
Section III A basically lists the types of incidents requiring the response of the patrol sergeant.
It is recommended that the following incidents or events be added to the list:
-

Reports of an emotionally disturbed person or person in mental health crisis
All confirmed shootings (person shot and/or property damage caused by gunfire)
All reports of shots fired
Dangerous conditions (e.g., flooding, structure fire, building collapse, down power lines,
etc.)
Injured person in custody
Vehicle pursuits
All confirmed reports of deceased persons (except in hospitals, nursing homes or hospices
unless suspicious circumstances are present)
Any event that may become newsworthy

Section III B lists the incidents requiring the Detective Sergeant to respond to the scene.
Subd B1e reads: “All serious felony offenses involving injury or the unlawful use of force.” This
language should be more specific. Plus, it is unclear why the Detective Sergeant shouldn’t
respond to all reported felonies while on duty. It is recommended that it be changed to the
following:
“All reported felonies while on duty.”
GO #211 “Emergency Response Driving and Vehicle Pursuit Management; amended 4/30/13
There is a Note at the end of Section II that reads, in part, “… following a fleeing motorist that is
driving at a slow speed but refusing to stop is not considered a “vehicle pursuit.”
This passage could lead to confusion in the field. Following a driver who refuses to stop is a
pursuit in accordance with best practices. A so-called “slow speed” pursuit is, by definition, a
pursuit and should be handled accordingly. This segment of the Note should be removed.

Section IIIG below provides confusing direction to members involved in a vehicle pursuit.
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“All involved officers and the on-duty supervisor(s) shall be responsible for the management of
the emergency response or vehicle pursuit, including the responsibility to terminate the response
or pursuit if warranted.”
Pursuits can turn dangerous very quickly. All members should be cognizant of the risks involved
and the potential for serious injury to civilians and to fellow officers. In most police policies, the
responsibility to terminate a pursuit rests with patrol supervisor; in the case of the SVPD, this
might be the Officer in Charge. In the absence of a supervisor, the responsibility to weigh the
risk of the offender getting away with the potential danger to the public should the pursuit be
permitted to continue rests with the officer who initiated the encounter.
Based on the size of the SVPD, the above direction is understandable. However, it is
recommended that the wording be modified to include a sequence, i.e., if available, the patrol
supervisor will assess the underlying reason for the pursuit and terminate the pursuit if deemed
necessary; in his/her absence, the Officer in Charge will terminate the pursuit; if neither is
available, the pursuing officer will make the determination.
Also, it is suggested that the policy be amended to add a notification by Communications to all
on-duty ranking SVPD supervisors (Detective Sergeant, Lieutenant, Captain, Chief) that a
vehicle pursuit has commenced and that they should prepare to intercede if necessary.
Section G of the policy covers the use of STOP-STIKS; these are devices that are spread across a
road in an attempt to deflate the tires of vehicle attempting to elude capture by the police.
While the policy goes to great lengths to illustrate how the device can be used safely, STOPSTIKS are becoming less popular in law enforcement circles. Serious injuries have been
attributed to the use of this tool to stop fleeing cars. Consideration should be given to finding
alternative methods.
On a related note, Section G 4, in describing how officers can properly deploy STOP-STIKs,
states: “REMEMBER OFFICER SAFETY IS THE TOP PRIORITY.” The safety of the
community and even the fleeing motorist has to be considered as well.
GO #213 “General Responsibilities of the Canine Unit”; amended 2/14/19
Section VI2 of the policy reads: “The canine vehicle will be appropriately marked or left
unmarked with the authorization of the Chief of Police.
EHRM finds it inconsistent with standard policy to have a Canine Unit on patrol in an unmarked
vehicle. Most Canine Unit autos are clearly marked police vehicles with additional wording
displayed alerting the public that a police canine is on board. It is suggested that the wording of
this policy be changed to eliminate the potential use of unmarked vehicles for the Canine Unit.
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GO #223 “Prisoner Transport and Detention; amended 4/30/13
Section C3A below implies that a senior police officer (an OIC, not a sergeant) can authorize a
strip search for cause of a prisoner; see below:
“Prior to ANY strip search being conducted, the arresting officer will confer with the OIC and
advise the OIC of the circumstances surrounding the arrest and the basis of the reasonable
suspicion upon which the search would be based. The OIC will then decide whether to conduct
the strip search.
This potentially puts the SVPD and the Village in a liability situation. An officer with no formal
and authorized supervisory training is not qualified to make this decision. It is recommended
that the wording of this policy be changed.
GO #228 “Death Investigation Procedures”; amended 4/30/13
Section III2 lists the duties of a police officer who responds to the scene of a deceased person.
Subd 2c directs that the officer should “notify” the patrol supervisor as per GO #209, “General
Responsibilities of Sergeants.” However, there is no requirement that the sergeant respond to the
scene. Even if there are no suspicious circumstances present, unless the death occurred in a
hospital, a nursing home or a hospice, the sergeant should be required to respond. He/She should
take command of the situation, provide direction to the detective and to the police officers,
ensure that the decedent’s property is accounted for, ensure that next of kin are located and/or
notified and, in the case of decedent’s who resided alone, make sure that the premises are secure.
This policy should be amended to include the above duties of a patrol sergeant at the scene of a
deceased person. A supervisor should take charge at the scene of a deceased person.
GO #246 “Search Warrant Procedures”; amended 4/30/13
This policy adequately covers the necessary steps to obtain a search warrant and the
administrative duties before and after the warrant is executed.
It is suggested that the execution process be included in a revised procedure, including, but not
limited to, inclusion of tactical teams, the pre-operation meeting held to discuss all the relevant
factors, the deconfliction process to enhance the safety of all members concerned ensuring that
no other law enforcement agencies are working on the same location, the reconnaissance of the
location to ensure that the address on the search warrant and the location being entered are one
and the same and the after action debriefing.
Search warrants are currently a controversial topic in law enforcement. GO #246 has not been
revised in eight years.
GO #249 “Hate Crime Investigations”; amended 4/30/13
Generally speaking, the SVPD policy on the investigation is sound. But, it is eight years old. It
is suggested that it be reviewed and revised to ensure that the concerns of the LGBTQA
community are addressed.
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Rules of Conduct
The SVPD Rules of Conduct were enacted on 3/18/80 and recently amended on 10/1/20.
However, in spite of being modified within the last six months, the policy contains outdated
language throughout. Consideration should be given to revamping this section into an updated
General Regulations format and content.
Also, this policy is located at the back of the manual in alphabetical order. It should be at the
beginning of the book in a place of importance immediately after the agency’s Mission
Statement thereby setting the tone for the men and women of the SVPD.
Section 1.03 is entitled “Immoral Conduct”; it states, in part:
“Officers shall not participate in any incident involving moral turpitude which impairs their
ability to perform as law enforcement officers or causes the Department to be brought into
disrepute.” It is suggested that this segment be clarified so as to provide the members of the
SVPD with clear guidance and direction.
Section 1.21 is entitled “Citizen Complaints”.
As noted earlier, the term “Citizen” may make those who are not US citizens feel unwelcome
and perhaps fearful of the police. It is suggested that it be changed to “Civilian.”
The following section of the rules is troubling and inconsistent with best practices:
“Officers may attempt to resolve the complaint, but shall never attempt to dissuade any citizen
from lodging a complaint against any officer or the Department. Officers shall follow established
departmental procedures for processing complaints.”
While the policy goes on to say that no attempt should be made to dissuade the complainant, this
language should be removed from this section.
Section 1.29 is entitled “Political Activity”
This policy clearly states the rules against on-duty members engaging in political activity. The
policy is sound and contains directions consistent with best practices.
However, during the assessment, EHRM received anecdotal information that some SVPD
members ignore these rules during election season. These assertions, if founded, are troubling
and reflect badly on the SVPD and on the Village. On duty police officers should not be
permitted to take sides or engage in overt political activity while on department time. As noted,
this policy is sound; perhaps it needs to be reinforced.
Section 1.31 covers Payment of Debts.
It should be noted that a police officer in serious financial difficulties can be a corruption hazard,
i.e., possible prone to bribe taking or theft. However, the wording of the policy below goes
beyond the bounds of normal police supervision. The wording seems to imply that the
department will monitor when the officers are paying their bills. A police department can offer
financial and even emotional counseling to employees struggling with debt. But it highly
unlikely that an agency can impose disciplinary action on employee who is behind on his/her
bills. Consideration should be given to rewording or eliminating this provision.
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“Officers shall not undertake any financial obligations which they know or should know they will
be unable to meet, and shall pay all just debts when due. An isolated instance of financial
irresponsibility will not be grounds for discipline except in unusually severe cases. However,
repeated instances of financial difficulty may be cause for disciplinary action.”
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Village Oversight of the SVPD
Throughout this assessment, EHRM noted a distinct lack of clear and concise communication
between the Village and the SVPD. While some of this disconnect can be attributed to political
differences, EHRM believes that the crux of the problem lies with the structure currently in place.
It was also evident that the Village did not appear to have full oversight and control of the SVPD.
The Mayor is the Chief Executive of Southampton Village. One of the current Trustee’s duties
includes acting as a liaison between the Village and the SVPD. In theory, this Trustee provides
oversight of the SVPD and serves as the conduit for information between the Trustees and the
police department. In reality, the police liaison position over the years has become more of a
ceremonial position than a substantive one. The Trustee has no real authority, no ability to give
direction and no oversight of budget issues, hiring or expenditures.
This should not be construed as a criticism of the current Trustee/Liaison. This is a system that
he, the Mayor and the current Trustees have inherited from previous administrations. EHRM
believes that there is an opportunity to significantly improve the oversight of the SVPD by the
Trustees, and possibly enhance communication and coordination between the Village and the
SVPD.
It is recommended that the current system be dismantled and replaced, in essence, by a police
board. The Mayor would chair the board and the four Trustees would serve as board members.
Oversight of the SVPD would be a joint effort among the Mayor and the Trustees, and not the sole
responsibility of one elected official.
This recommendation includes the establishment of a monthly non-public meeting between the
Board and the SVPD. The Chief and his team would be required to answer inquiries from the
Board on crime, traffic-related issues, budget, overtime, recent events, upcoming events, internal
issues, civilian complaints, hiring, recruitment, diversity, personnel, equipment inventory,
community concerns, problematic locations, etc. Each subsequent meeting would include follow
up items from the prior session.
It is understood that this recommendation may require charter revision or other legislative action.
EHRM believes that it is an effort worth pursuing.
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Conclusion
As former ranking officers, the EHRM team understands, better than most, the pressures and
demands placed on police departments, in general, and, specifically, on law enforcement
executives. As mentioned at the outset, EHRM extends special thanks to SVPD Chief Thomas
Cummings for his consideration, professionalism, courtesy and cooperation throughout this
process.
During this assessment, EHRM relied upon proven policies, accepted standards, an established
methodology and law enforcement best practices to produce a comprehensive, objective and
apolitical report.
It is hoped that this analysis will provide a roadmap for Mayor Warren, the Village Trustees, the
Village officials, Chief Cummings, his leadership team and the members of the Southampton
Village Police Department to work together, in partnership with the community, to provide even
better police service to the residents of Southampton Village.
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APPENDIX A: Reform Committee Report

Incorporated Village of Southampton, New York
Reform and Reinvention Collaborative
Committee Recommendation to Board of Trustee
Final Draft – 3-19-21
Corrected Version – 3-22-21
On June 12, 2020 Governor Andrew Cuomo signed NYS Executive Order No-203 requiring local
governments in New York State to adopt a policing reform plan by April 01, 2021. In response, to comply
with that executive order, the following steps have been taken by the Village of Southampton.
The Village Board of Trustees established the Southampton Village Police Reform Committee. The
Committee consists of the following Stakeholders:
Trustee Joseph McLoughlin: Reform Committee Co-Chair
Trustee Mark Parash: Reform Committee Co-Chair
Brian T. Egan, Esq., Village Attorney (until February 5, 2021)
Kenneth A. Gray, Esq., Village Attorney (after February 5, 2021)
Reverend Donald Butler
Father Patrick Edwards
ADA Patricia Brosco, Esq.
Willa J. Bernstein, Esq.
Milena Sandoval
May Zegarelli
ADA Brendan Ahern, Esq.
Dan Russo, Esq.
Willie Jenkins
Lisa Votino
Isabel Sepulveda
Chief Tom Cummings
Father Michael Vetrano
Hulbert Waldroup
Lawrence Street
Sandra Dozier
Michael Hortsman
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Actions taken by the Village Police Department
After the issuance of Executive Order 203, the Police Department made a number of changes to the
Department Rules and Procedures necessary to comply with the Executive Order. General Order 208 was
changed to include removing the choke hold as an approved control tactic and added “a duty to intervene”
when an officer believes that the force being applied to a person by a police officer is not objectively
reasonable under the circumstances.
In addition, the Police Department began an immediate self-assessment with regards to the topics noted in
the Executive Order as being important to successful police reform and reinvention, the following is a
summary of that self-assessment.
Evidence Based Policing: Most if not all the focused enforcement plans and efforts of the Police
Department are derived as a response to citizen complaints or observable patterns of crime and disorder.
This is a practical application of Evidence Based Policing. The Department, because of size does not use
a formal process like COMPSTAT to develop its directed patrol plans.
Procedural Justice: The four pillars of procedural justice are: treating individuals with dignity and
respect; giving individuals a voice during law enforcement interactions; being neutral and transparent in
decision making; and conveying trustworthy motives. Implementing procedural justice principles helps
the community trust that officers are honest and acting with just and lawful intentions.
There are no objective indicators that the Southampton Village Police Department does not consistently
engage the community during its normal operations in a way that is not synonymous with the four of
pillars of procedural justice described above. (Very few personnel complaints and very few complaints to
outside entities regarding Southampton Village Police Department conduct are made). The few
complaints that are received are investigated internally or by external bodies (The Suffolk County District
Attorney’s Office) and are generally found to be unsubstantiated or unfounded. When a complaint is
founded, appropriate remedial actions are taken whether that is additional training, disciplinary action, or
a combination of several methods to achieve compliance Department expectations and with the
professional behavior that the public expects from its police officers. When a citizen makes a complaint,
they are notified of the result of the investigation of their complaint in writing by the Chief of Police. This
notification is usually made within thirty days of the date the complaint is filed but occasionally because
of the nature of the complaint or other factors involved in the investigation that notification may take a
slightly longer.
Studies addressing systemic racial bias and racial justice in policing: There is no objective indicators
that the Southampton Village Police Department’s policies and procedures are racially biased and lead to
systemic racial injustice in terms of the methodology employed in policing the Village. The Southampton
Village Police Department would be open to such a study if there are indicators from the community that
a review is necessary.
Implicit Bias Awareness Training: The Suffolk County Police Academy (attended by almost all SVPD
officers) has a nationally recognized training program on implicit bias awareness. The Suffolk County
Police Academy also has an in-service training program that is available to East End Police Agencies.
Scheduling of this in-service training is being coordinated through the East End Police Chiefs.
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De-escalation Training and Procedures: Most police officers have received initial de-escalation
training in the basic police academy or during in-service training during their career. During August and
September, the Department had all police officers complete an online refresher course in de-escalation
and minimizing the use of force.
Community Based Outreach and Conflict Resolution: Members of the Police Department are by and
large also members of the community. Department members regularly interact with their neighbors in
every imaginable setting both on and off duty. Although there are several formal Police Department
community outreach initiatives the command staff and Department supervisors regularly meet with
community groups that are both formal organizations and just residents that have a common issue that
needs to be discussed and addressed.
Problem Oriented Policing: The Southampton Village Police Department has been involved in Problem
Oriented Policing as a standard operating procedure since approximately 1995 and continues this policing
strategy to the present time. During the months of August and September, every police officer completed
an online refresher course in Community and Problem Oriented Policing concepts.
The basic difference between Community Policing and Broken Windows theory policing is that
Community policing is a collaboration between the community, the Village government and its subunits
and the Police Department in order to solve the crime and disorder problems that the community has
identified as important to them by all means, such as environmental design, law changes and to the degree
necessary police enforcement. Broken Windows theory is enforcement driven under the premise that
vigorous enforcement of petty offense and quality of life related laws will have a positive impact on
reducing the commission of more serious crimes and general disorder. It is a police department driven
strategy and enforcement dominant.
Hot Spot Policing: Utilized to some extent, particularly in the summer months. Hot Spot Policing is
generally not used in minority communities within the Village. Examples are beach patrol and targeted
enforcement of quality-of-life violations like littering and public urination during weekend evenings near
the licensed premises by patrons and ride-share drivers.
Crime Prevention through Environmental Design: The Southampton Village Police Department is one
of the leaders in Suffolk County in the use of cameras and License Plate Reader Technology. The
Department has resolved many incidents with the use of our present technology and have presented a
comprehensive plan to the Village Board to expand this program. The Department has facial recognition
technology but has rarely used it and it is not deployed except as an investigative resource on major cases
or to try and determine the identity of a person already under investigation. The technology is not used to
do scanning of the public in public places.
Violence Prevention and Reduction Interventions: There are very few acts of felony level violence,
and a small amount of violation or misdemeanor level acts of violence committed within Southampton
Village on a normal basis. The Southampton Village Police Department supports the initiatives of the
Southampton Town Youth Bureau and their activities that create opportunities for the youth of the
community to have healthy outlets for recreation and alternatives to hanging out in the street. The
opportunity for community youth to engage in healthy and supervised activities reduces the likelihood of
them engaging in violence or being victims of violence in unsupervised settings.
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Model Policies / New York State Law Enforcement Accreditation: The Southampton Village Police
Department is a New York State Accredited Law Enforcement Agency and has been continuously
accredited by New York State since 1993. The Department has been assessed as part of the accreditation
process every five years since our initial accreditation and have successfully gained reaccreditation each
time. The Southampton Village Police Department was the first Village Police Department on Long
Island to receive New York State Accreditation and only the second municipal police Department on
Long Island to be accredited. The Southampton Village Police Department was one of the first ten
departments state-wide to be reaccredited.
Accreditation is a progressive and contemporary way of helping police agencies evaluate and improve
their overall performance. It provides formal recognition that an organization meets or exceeds general
expectations of quality in the field. Accreditation acknowledges the implementation of policies that are
conceptually sound and operationally effective.
The New York State program became operational in 1989 and encompasses four principal goals:
1. To increase the effectiveness and efficiency of law enforcement agencies utilizing existing personnel,
equipment, and facilities to the extent possible.
2. To promote increased cooperation and coordination among law enforcement agencies and other
agencies of the criminal justice services.
3. To ensure the appropriate training of law enforcement personnel; and
4. To promote public confidence in law enforcement agencies.
The Accreditation Program is comprised of a set of standards developed to further enhance the
capabilities of an agency and is divided into three categories. Standards in the Administrative section
have provisions for such topics as agency organization, fiscal management, personnel practices, and
records management.
Training standards encompass basic and in-service instruction, as well as training for supervisors and
specialized or technical assignments. Operations standards deal with such critical and litigious topics as
high-speed pursuits, roadblocks, patrol, and unusual occurrences.
As part of accreditation the Police Department is required to have a comprehensive set of policies and
procedures that address all the subject areas required for accreditation and any that are outside of the
accreditation standards but necessary for the operation of the Police Department.
The Police Department has continuously reviewed and updated its policies, rules, and procedures as part
of the accreditation compliance process and did a comprehensive review and revision of the Police
Department Rules and Procedures manual prior to our reaccreditation in 2008. The policies that were used
as a basis and a template for this revision came from a New York State law enforcement agency that was
both accredited by New York State and by CALEA the nation law enforcement accreditation program.
Any additional materials needed during this comprehensive revision and since then have come from a
library of model policies provided by the International Chiefs of Police Association (IACP) or the New
York State Municipal Police Training Counsel (MPTC).
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The Southampton Village Police Department Use of Force Policy has been published to the Police
Department website www.svpd.com since it became an accreditation requirement.
The Use of Force policy was also revised several times in past few years to make it closely mirror the
latest versions of the MPTC’s model Use of Force Policy and to follow the changes in New York State
Law that occurred since 2018 and in 2020 in particular. The use of “choke holds” were always considered
a use of lethal force by Department policy but have since been removed as an authorized technique from
the Police Department’s sanctioned defensive tactics. A duty to intervene has also been added to the
policy. The “duty to intervene” simply requires an officer to intervene on a person’s behalf when they
believe the force being used to control a person by another officer is not objectively reasonable.
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Actions Taken by the Village Board of Trustees
Over the course of the summer and autumn of 2020 ongoing discussions were held involving the Board of
Trustees, the Village Attorney and the Police Department. Because of COVID concerns the process of
formulating and moving the reform and reimagination plan forward was hampered. The Village elections
were delayed from June to September and it was appropriate for the members of the Board of Trustees
that were newly elected to be seated before significant reform related decisions were made.
On December 18, 2020 the Village Board of Trustees met and through resolution, named the community
stakeholders that would participate in the reform and reimagination process. Once the stakeholders were
in place the Village Attorney published a timeline and agenda for the reform planning process.
The agenda for the process is below:
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The first stake holders meeting was conducted via ZOOM and open to the public and available for
viewing at the time of the meeting and a recording of the meeting is available on the Southampton Village
YouTube channel.
On February 3, 2021, the Village held another Stakeholders meeting with the intent of allowing for
community input via Zoom. The notice for the community to participate in this meeting for the purpose of
offering feedback was published in Southampton Press. No community members offered feedback at this
meeting. The meeting again was recorded and is available for viewing on the Southampton Village
YouTube channel.
The Village held another Stakeholders meeting on February 17, 2021 in which the results of the survey
were shared. Also discussed were the topics of diversity in the workforce, increasing minority outreach,
training opportunities (de-escalation and implicit bias) and mental health-related calls.
It was agreed to modify the prior schedule to add an additional Public Listening Session, set for March 3,
2021 at 6:00 PM.
On March 3, 2021, the Village held another Stakeholders meeting with the intent of allowing for
community input via Zoom. Again, no community members offered feedback at this meeting. However,
various members of the Committee spoke and discussed a variety of issues and the draft Report that had
been circulated to the Committee.
It was agreed to again modify the prior schedule and add an additional Stakeholders Meeting on March 9,
2021.
The Village held another Stakeholders meeting on March 9, 2021. The Committee reviewed and
discussed the proposed Draft Plan.
The Village held another Stakeholders meeting on March 10, 2021. The Committee continued to review
and discuss the proposed Draft Plan.
Committee members were encouraged to submit their comments and recommended action plans for
consideration for inclusion in the Committee’s proposed Plan to go to the Mayor and Board of Trustees.
The Village held another Stakeholders meeting on March 19, 2021. The Committee agreed to submit all
recommendations made by individual Committee members to the Mayor and Board of Trustees for their
review and action.
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Community Feedback Survey:
The Police Department posted a community feedback survey via the website www.surveyplanet.com
beginning on November 24, 2020 and a Spanish Language version of the survey based on Stakeholder
suggestion on January 14, 2021. In addition to the survey link being published on the Village and Police
Department websites, flyers were produced advertising the survey in English and Spanish with both a link
and a QR code that could be scanned using any mobile device. The survey flyer in English and Spanish
was distributed widely in public places throughout the Village. The stakeholders were provided with
copies of the link and survey flyers to assist in distribution of the survey. The survey was closed on
February 12, 2021 with 706 individuals participating in the survey. The survey consisted of nine
questions related to the community and its interactions with and opinions about the Southampton Village
Police Department. There were also three demographic questions. A copy of the final results of the survey
will be attached to the final plan along with a list of locations where the survey was posted.
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Recommendations Based on Feedback Received:
Recommendation 1:
Increase the number of minority members of the Police Department in all job titles and particularly
increase Hispanic membership within the Police Department.
Action Plan: Increase outreach to the Hispanic community and other minority communities through
stakeholders and other community contacts and in order to encourage minority community members to
take advantage of employment opportunities that exist within the Police Department and then to provide
information on how to apply for and be hired for the job openings that are available in the Police
Department.
The Committee recognizes that the Village is constrained by NYS Civil Service Law when it comes to
hiring (1 in 3 Rule). The Village should work with the Suffolk County Village Officials Association
(SCVOA) and the NY Conference of Mayors (NYCOM) to advocate in Albany to amend legislation so
Villages have greater flexibility in the hiring process.
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Recommendation 2:
Increase engagement with all minority communities within the Village.
Action Plan: Develop formal programs within the Police Department with community and stakeholder
feedback that will increase community engagement between the Police Department and all minority
communities within the Village.
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Recommendation 3:
Although there are generally less than six personnel complaints per year filed against members of the
Department from all sources and the complaint form is on the Department webpage and available upon
request at police headquarters the feedback received is that there needs to be an easier more transparent
process for the filing of a complaint against a Police Officer.
The community survey indicated that approximately eighty six percent of the respondents felt somewhat
to extremely confident that their complaint of police misconduct would be fully investigated. Over the
course of the past fifteen years numerous members of the Police Department have been disciplined for
misconduct with three officers being referred to the Suffolk County District Attorney’s Office for possible
prosecution.
Action Plan: Implement an improved complaint procedure. Complaints to be filed with the Village
Administrator, a non-member of the Police Department. To improve communication between the PD and
Village Officials, it is recommended that the Chief of Police issue monthly reports to the Mayor and
Board of Trustees on any discipline imposed on PD personnel.
Introduce a body worn camera (BWC) program for all officers in regular contact with the public to
increase community confidence that their complaints will be fully investigated, and that appropriate
action related to any misconduct will be taken. The Police Department conducted a body worn camera
pilot project in 2019 and would be ready to move forward with a BWC program as soon as funding and
several other minor logistical issues were resolved. The software required to implement the BWC is in the
current Police Department Budget request for the 2021-2022 budget year.
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Recommendation 4:
Continue with training initiatives identified in the Executive Order such as de-escalation training and
implicit bias training.
Action Step: As an accredited police department through the New York State Law Enforcement
Accreditation Program the Police Department is required to provide every police officer with a minimum
of twenty-one hours of training annually on a variety of topics such as legal updates. The Police
Department generally far exceeds this mandate in terms of training provided. Training topics identified in
the Executive Order can easily be incorporated in the training received by police officers annually.
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Recommendation #5:
Related to training, the PD wants to ensure that personnel are healthy – in mind and body. The Chief
reports that there is a Peer Support Group that is made up of members of the police agencies on the east
end of Suffolk County in which the Department participates. The Village also participates in the Suffolk
County Employee Assistance Program (EAP), which is already in place and available to Department
personnel.
Action Step: Make members of the Department more aware of the assistance programs available to them.
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Recommendation #6:
Mental Health Services. The Committee discussed a situation last year that involved a homeless woman
in distress. The discussion included the difficulty of quickly accessing qualified, local mental health
services.
Action Plan.: Village to work with Suffolk County Village Officials Association (SCVOA) to encourage
mental health programs to open in the area hospital. Ongoing training of PD personnel in the area of
mental health issues will be conducted.
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Recommendation #7
SUGGEST REMOVING THE FOLLOWING IN CURRENT REPORT DRAFT
(1) there are “[n]o objective indicators that the Southampton Village Police Department does not
consistently engage the community during its normal operations in a way that is synonymous with the
four pillars of procedural justice. . . .”
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Recommendation #8
ESTABLISH A PROFESSIONAL, NON-POLITICAL SVP LIAISON
#8(a) Providing the recommendation does not conflict with New York State or Federal Law, the
Panel recommends that the Village resolve to create a salaried position to act as a liaison between a newly
established 5-person Citizens Advisory Board, SVP and Village Hall. This person, having a background
in criminal justice, will be tasked with organizing ongoing discussions of how to improve the
community’s relationship with law enforcement. This person will also receive complaints lodged against
officers and will independently investigate such complaints alongside the SVP and with their cooperation.
Duties of this liaison will include keeping a complainant apprised of the status of a complaint, and
making written recommendations/findings that will be given to SVP, the Mayor’s office and Trustees.
#8(b) In the event the Panel chooses not to recommend creating a professional SVP community
liaison, assign the same duties outlined above to an existing Village Hall employee with appropriate job
skills or a dedicated Village Trustee who is assigned to the ongoing role of “liaison/monitor” OR "deputy
commissioner “and runs for office with that moniker newly attached to the dedicated Trustee position.
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Recommendation #9
ESTABLISH A 5-MEMBER CITIZENS ADVISORY BOARD AND TRANSPARENT COMPLAINT
AND REVIEW PROCESS
#9(a) SVP will participate in a racially diverse Citizen’s Advisory Board (CAB) made up of 5
stakeholders from the community formed by the Mayor and Trustees who will meet monthly to discuss
SVP policy and citizens’ concerns.
#9(b) Persons making complaints against SVP or an individual officer shall have the ability to
review the results of the investigation in a timely manner and have the SVP liaison or deputy
commissioner assist with that process.
#9(c) There will be transparency and the release of officers’ disciplinary records and other
pertinent information when consistent with New York State and Federal Law.
#9(d) SVP will not enter into contracts with equipment purveyors where SVP is bound by
confidentiality agreements that restrict reporting on outcomes.
#9(e) Potential Acquisitions of new weapons, and monitoring/surveillance equipment will be
reviewed by liaison with comment and community impacts explored with input from Citizens Advisory
Committee (CAB) .
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Recommendation #10
MEASURE FOR, AND GUARD AGAINST RACIAL BIAS & INCREASE ENGAGEMENT WITH,
AND REPRESENTATION OF MINORITY COMMUNITY
#10(a) In order to monitor whether there are SVP trends indicating bias, the Chief of SVP will
annually review and analyze SVP’s own regularly collected data and the data of the New York State
Unified Court System as part of the Police Statistics and Transparency Act, Law of New York Article 7A, Judicial Admin., Sect. 212 — Racial and Demographic Data for low level offenses.
#10(b) CAB will, along with SVP plan events and outreach designed to promote mutual respect
and understanding, and will periodically review use of force and disciplinary guidelines and make public
recommendations to SVP.
#10(c) G.O. 303 In-Service Training to be modified to include mandatory yearly implicit bias,
anti-profiling, and de-escalation training by Suffolk County and/or SVP.
#10(d) SVP will develop or acquire its own training modules on racial sensitivity, anti-bias, and
de-escalation training with input from the citizens advisory group and village PD liaison OR deputy
commissioner to be provided to all officers annually if they have not received adequate Suffolk County
training annually. These training modules to be provided to all new recruits and transfers, and will include
protocols for routine traffic stops and appropriate questioning guidelines. SVP to develop training with
input from CAB.
#10(e) SVP will establish formal links between SVP and groups that represent people of color in
the community so that there can be an opportunity for feedback, dialogue, and a regular series of meetings
and programs that facilitate a working relationship to improve community relations and prevent conflict.
#10(f) Rules of Conduct to be modified to include duty to report others who engage in racial
profiling, or otherwise engage in biased policing or criminal acts with the ability of officers to report bad
conduct anonymously and without fear of reprisal.
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Recommendation #11
ADOPT BODY CAMERA TECHNOLOGY and LIMIT OTHER WEAPONS
USE WITHOUT ADDITIONAL TRAINING AND NEEDS ANALYSIS
#11(a) SVP will as soon as reasonably practicable adopt the use of body cameras by all officers
that engage with the public. The policies on when officers must turn on their body cameras, and
procedures, including longer timelines for safeguarding the footage where there is use of force will be
established. Footage involving use of force should not be destroyed in the absence of a court order.
#11(b) SVP should publish all department orders on its own and the village website on a
dedicated page, along with guidelines on use of force and disciplinary framework. This page should
include a link to the liaison Or Deputy Commissioner email address to report complaints.
#11(c) Modify G.O. 208 Use of Force to include a list of weapons such as tasers and pepper
spray, rubber bullets, flash bangs that can cause serious bodily harm such that officers are not given those
weapons in the absence of specialized training and certification by a chain of command with reports
required if they are deployed. The SVP liaison or deputy commissioner to be given a list of potential new
weapon acquisition for comment.
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Recommendation #12
USE OF FORCE/COMMUNITY RELATIONS
#12(a) While the Chief of Police maintains final discretion regarding how consequences for
instances of excessive force are meted out, disciplinary standards, with possible range of consequences
for various violations will be published on the village and SVP website so as to give the public more
confidence that their complaints will be handled fairly.
#12(b) SVP will add to its general orders a “duty to intervene” when an officer observes a fellow
officer using excessive force, and also a general reporting requirement for when an officer neglects his
duty in relation to the public trust and safety or acts in a racially biased manner, anonymous reporting of
same to be permitted.
#12(c) G.O. 223 General Orders will be modified to prohibit retaliatory force against any person
in police custody with mandatory discipline for violation.
#12(d) G.O. 118 Community Relations will be modified to establish monthly meetings with
liaison (or deputy commissioner) CAB and SVP AND Restorative justice practices will be developed and
published on the SVP website and the Village Website under SVP Community Relations Policy.
#12(e) SVP, with input from CAB, will develop policies to mediate disputes in keeping with a
goal of restorative justice where appropriate and will develop a list of community service resources and
referral contacts as an alternative to incarceration. These community partnership will be published on the
SVP website, and will serve as a resource for referrals to community treatment and youth programs,
mental health and substance abuse resources.
#12(f) Agreements for SRO’s in schools will be governed by contract with the school districts
such that use of force is proscribed. G.O. 142 to be modified to include school contracts on use of force in
schools.
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Recommendation #13
REFORM DISCIPLINARY GUIDELINES
#13(a) G.O. 109 Employee Evaluation will be modified to specify that past incidents of formal
complaints will be used in evaluating promotion, retention and disciplinary decisions and records of past
complaints will be made available to liaison in event of a formal complaint. If this goes against the
current contract, the Trustees will negotiate for same in next contract negotiation.
#13(b) Modify G.O. 136 Recruitment Selection to add that background investigations (subsection
D) should include analysis of whether a candidate has demonstrated hateful language/acts.
#13(c) Trustees will negotiate to eliminate at next SVP contract negotiation to eliminate the rule
that police officers joining the SVP cannot be formally evaluated after the 45-day probationary period.
#13(d) Trustees will endeavor to negotiate next SVP contract to include the provision that every
officer will be subject to a yearly written review.
#13(e) G.O. 111 Internal Affairs to be modified so that formal complaints are shared with the
liaison and CAB.
#13(f) G.O. 108 Recruitment to be modified to add commitment to community policing
principles and equity as a qualification.
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Recommendation #14
Collaborate with neighboring Departments to standardize policies and procedures among police agencies
on the East End
• Work with other east-end Departments to standardize policies, procedures and recording
requirements. This would instill predictability, and therefore assist with trust and a stronger sense
of procedural justice with the public.
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Recommendation #15
Assess and evaluate SVPD’s dispatch protocols for mental health, substance abuse and houselessness.
• I refer us to the “Transforming Crisis Response,” The People’s Plan, pages 39 – 56 for general
ideas. In the plan it specifically addresses local municipalities and suggests an analysis of the
municipalities specific needs be required.
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Recommendation #16
Explore and assess if we can increase the amount of unarmed officers deployed in the community
• It has been noted that we have a relatively low amount of crime in Southampton Village. Is
there an opportunity to reduce our reliance on officers that are currently armed?
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Recommendation #17
Assess and inventory our current equipment to see if it reflects the needs of the community
•

This is often referred to as “demilitarizing the police” and while it often illicits a groan from law
enforcement it is something our small community should strive for
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Recommendation #18
Purchase and Use of Body Cameras
• Assess whether body cams could replace some of our other equipment and be purchased sooner
instead of it being a new line item
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Recommendation #19
Increase data transparency
•

Develop monthly publicly available reports (data should not need to be foiled by the public)
pertaining to the following information:
o Traffic stops and outcomes (this includes collecting racial data at traffic stops. A person’s
race is what the officer perceives it to be. Quality control on the data is imperative.
o Use of force by demographics and location
o Impounded vehicles
o and items by location of seizure
o Number of civilian complaints and the breakdown of those complaints
o Number of officer made complaints and the breakdown of those complaints
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Recommendation #20
Develop policy and protocols as it relates to office interactions with the transgender, non-binary &
intersex community
• I refer you to “Improving the treatment and safety of transgender, intersex, & Non Binary
People, The People’s Plan, pages 198-202
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Recommendation #21
Language Access
•

It is critical that the public be able to communicate with law enforcement and the public receive
timely and accurate assistance in a language they understand. This may be through the use of
professional interpreters or trained bilingual personnel. Translated written materials and signage
must also be provided. Language access saves lives
o What do we do now to ensure language access? Do we use Language Line? If so, having
those statistics is important to have on hand and can ensure we are meeting the needs of
language trends in our community
o Children should never be used as interpreters
o Provide timely and accurate language assistance to all
o Greater accountability when access is not provided
o Conduct/increase internal audits
o Translate complaint forms and other vital documents and make available for the public
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Recommendation #22
Technology and Social Media
•
•
•

Use social media platforms to update the community on relevant police activity to make it
publicly accessible
o This would include making the public aware of the collected data from stated above
Use social media for authentic engagement with the community, telling the story of the
community and not solely on the department’s activities and those of its employees
Use social media and data collected to evaluate and detect racial disparities and biases in regards
to all protected classes and all relevant data in policing
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Recommendation #23
Police Hiring, Training and Education ng to all personnel throughout their careers
•
•
•

•
•

Implement hiring practices and policies that increase diversity and accountability
The Department should provide leadership training to all personnel throughout their careers
Ensure both basic recruit and in-service training incorporates content around recognizing and
confronting implicit bias and cultural responsiveness. This is currently handled mostly at the
Suffolk Academy, but it needs to happen on the Village level, especially because our community
is very diverse.
Encourage and incentivize higher education for law enforcement officers
o Create a loan repayment and forgiveness incentive program specifically for policing
Increase diversity of the law enforcement workforce by improving recruitment tactics, removing
barriers, and eliminating other unnecessarily restrictive hiring practices or policies
o Advocate for change at the State and local levels to amend laws that inhibit hiring, so the
Department is more reflective of the community, by appealing to state lawmakers for
changes in the Civil Service Law, as well as considering local laws here locally
o Consider the benefits and drawbacks of local requirements and/or barriers and consider
modifying accordingly. There should be an on-going effort to evaluate hiring practices in
the context of local restrictions and barriers. Notable areas to consider are, among others,
residency requirements, assistance with testing fees and notification and preparation for
civil service exams.

•

Institute social media background checks
o While as part of any vetting process for hiring an Officer in Suffolk County, the Suffolk
County Police Department does a complete social media search of prospective
candidates, it is recommended that this Department conduct its own comprehensive social
media search in connection with the hiring of any officers and seek to implement a social
media policy for its officers.

•

Reflect greater diversity in training videos and in-person training
o Training should include those that an officer might come across in the field. This can be
done by partnering with local organizations.

•

Address language barriers in training
o This is crucial in the areas of hostage negotiating and de-escalation. Again, this can be
done by partnering with local organizations.

•

Ensure that basic recruit and in-service officer training include curriculum on the disease of
addiction
This training equips new recruits and in-service officers with the information and knowledge they need to
effectively serve as a first responder that has the optimal impact for persons suffering the horrors of
opioid crisis and addiction.
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Recommendation #24
Officer Wellness and Safety: We believe that making these recommendations a part of police culture will
not only create safer situations for the communities they serve, but healthier officers. It will help to destigmatize the often ignored area of an officer’s mental health and create stronger, adaptable officers.
•
Create a comprehensive plan to address officer well-being
•
Consider using an independent organization of mental health professionals for an officer to turn
to if they need help
•
Consider using already available resources like CRI-TAC Collaborative Reform Initiative of the
DOJ’s COPS office, Blue H.E.L.P, Valor for Blue and Blue Wall Institute
•
Create an open and trusting environment for officers to speak-up before an issue becomes worse
•
Collaborate with Lieutenant Sue Ralph of STPD on her officer wellness program and assess what
might be able to be used in the Village or collaborate to expand their program to include Village officers.
•
After an officer is involved in any physical altercation on the job, they must speak to a mental
health professional that the department will have made available within 48 hours
•
The Department will provide officers with resources and education to help them identify, address
and improve their stress and trauma reactions
•
To assure the betterment of both the officer and the community members they serve each officer
should be given 4 hours away from the job between shifts and a cap on overtime hours to prevent officer
fatigue.
•
Implement yearly mental health check-ups for all officers and civilian staff
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Recommendation #25
The Creation of a CCRB/or Implementation of the following:
•
•
•
•
•
•

Share ALL complaints with the Village Board as they are received
Share ALL communications with the complainants with the Village Board as it is transmitted
The Village Board should create a process and tracking system to monitor the complaint and
investigation process
SVPD must report publicly (on the SVPD website) all data on complaints including outcomes for
every category of the complaint and outcome with their respective demographics and population
percentages
Notify complainants of progress and the authority overseeing the investigation every 30 days
Complete all investigations, with resolution, within 180 days
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Recommendation #26
Create a Permanent Equity and Safety Task Force in Southampton Village
•

This Task Force will focus on “continuous reinvention” meaning that reform and reinvention
does not stop on April 1st once a plan is submitted. It would be ongoing and in and of itself help to
build trust between the community and the police. This Task Force should meet and hold a public
listening session quarterly. Some of the items they would be tasked with:
o Review the quarter’s data to ensure there are no alarming trends or inequities
o Solicit community feedback and dialogue
o Review any interesting safety innovations that may pertain to the Village (sharing of
ideas)
o Recommend new initiatives and assess the impact of ones currently in place
o Review an update from the Police Chief on challenges and benefits of current policies
o Develop a yearly community survey with a comprehensive strategy that ensures that all
residents of Southampton Village can access
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APPENDIX B: Reform Committee Report Critique
On August 17, 2020, Governor Cuomo signed Executive Order 203 entitled “New York State
Police Reform and Reinvention Collaborative.” The order mandated that each local government
in the state with a police department submit a policing reform plan by April 1, 2021.
As part its comprehensive assessment of the Southampton Village Police Department (SVPD),
EHRM was tasked with a review of the plan submitted by the Village of Southampton.

Methodology
EHRM viewed each SVPD Reform Committee meeting on the Village’s YouTube channel;
either live or on tape.
In late February, EHRM sent an email to our point of contact on the task force expressing
concerns about the format, content and frequency of the initial meetings. It appears that these
points were well taken as evidenced in subsequent meetings.

General Comments
Throughout the course of the meetings, several stakeholders expressed concern that the SVPD
reform process commenced later than most other jurisdictions. These concerns were justified.
The Governor issued the Executive Order in August of 2020. The initial SVPD meeting was
held in mid-January. Most local governments in New York State started their respective
processes well before Southampton Village. The SV stakeholders felt that their process would
now be compressed and possibly rushed due to the April 1st deadline. Additional meetings were
later added which may have allayed some of these fears.
On Page Six of the SVPD Reform Committee Report, in the section entitled “Actions Taken by
the Village Board of Trustees”, the reasons given for the delay in getting the process underway
included elections being delayed from June to September and COVID concerns.
First, the stakeholders were not advised of the aforementioned reasons for the delay during the
meetings. These rationales have only been recently expressed in this report.
Next, every local government in the state was dealing with COVID issues yet the majority of
them got their reform committees formed and meetings scheduled. And the delayed elections
still do not explain why the first meeting was not held until January.
The switch from the former to the current Village Attorney in the middle of the process added to
the disjointed nature of the meetings.
Regarding the stakeholders chosen for the SVPD Reform Committee, most seemed to be
reasonable and engaged individuals with a desire to improve relations between the community
and the police. A few seemed to want to apply “big city” standards on a village that has very
few “big city”-type issues. As the saying goes, “they had a solution and now they needed to find
a problem.”
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The participation of the Mayor and some of the Trustees in the latter meetings set a better tone
for the process as it moved forward.

Specific Comments
Page Four – “Model Policies/New York State Law Enforcement Accreditation”
The Committee correctly noted that the fact that the SVPD has been New York State accredited
since 1993. Not every police agency in the state can make this claim. However, in the overall
assessment report, EHRM recommends that the SVPD update the content and format of its Rules
and Procedures manual to ensure that it is consistent with current law enforcement best practices.
The International Association of Chiefs of Police (IACP) and the New York State Municipal
Training Council (MPTC), both cited in the SVPD Reform Committee report are excellent
sources for police policy information; as is the Police Executive Research Forum (PERF).
Page Five – Use of Force
The SVPD Reform Committee correctly noted that the Duty to Intervene is a necessary addition
to the department’s Use of Force policy. Officers are now mandated by policy to step in and/or
take action when they view what they believe to be excessive force by a fellow member. This
has now become best practice in most police agencies in the United States. Duty to Intervene
was added to the SVPD Rules and Procedures in February of this year.
Regarding choke holds, the SVPD Reform Committee recommends an outright ban on the tactic.
As noted earlier, the IACP is the preeminent law enforcement executive organization in the
world with over 25,000 members.
In July of 2020, the IACP published a report entitled the “National Consensus Policy and
Discussion Paper on Use of Force.”
It is important to note that the IACP report does not totally ban or forbid the use of
chokeholds. But it does equate the use of this tactic with deadly physical force.
“Choke Holds. For the purposes of this document, a choke hold is defined as “a physical
maneuver that restricts an individual’s ability to breathe for the purposes of incapacitation.”
In the most common choke hold, referred to as an arm-bar hold, an officer places his or her
forearm across the front
of the individual’s neck and then applies pressure for the purpose of cutting off air flow.
These are extremely dangerous maneuvers that can easily result in serious bodily injury or
death. Therefore, the Consensus Policy allows their use only when deadly force is authorized.”
Often in a struggle between a police officer and a subject much grappling and wrestling
ensues. An officer may try to gain advantage over his/her opponent by a head lock, a bear hug,
arm twisting or a “full nelson” to subdue the subject; to arrest a non-compliant and/or violent
individual, to prevent an emotionally disturbed person from harming themselves or another, to
prevent escape or to defend themselves against an attacker. None of the tactics described above
are choke holds. A choke hold is a very clearly defined and specific course of action.
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Any policy revision regarding choke holds must be clear and concise. Starting with the proper
definition of a choke hold. And then it should be clear that use of a choke hold must be
absolutely a last resort tactic, i.e., to save a life. Then each use of a choke hold must be formally
documented and investigated by a supervisor and forwarded to the officer’s commanding
officer. The commanding officer should then determine if the use of the choke hold was justified
or not.
The use of choke holds is rare in policing and must be avoided as much as possible. Law
enforcement has learned painful lessons in this regard. Even before recent events, police training
has been evolving away from this tactic. It was once a standard part of physical training for
almost every police officer. Thankfully that is no longer the case. There are alternatives that
usually are effective in most instances. But, in a life and death fight, where losing means that the
officer or an innocent person dies, it may be a last resort. A choke hold should be viewed in the
same way as the use of a firearm by a police officer; as deadly force.
Page Nine – “Community Feedback Survey”
Unfortunately, the survey did not get off to a good start for several reasons although the SVPD
Reform Committee fails to mention them.
Initially, the survey received approximately 50 responses; not a good sample size even in a
relatively small population. Eventually, over 700 replies were received.
It was unclear if individuals could submit multiple survey responses.
Also, some stakeholders expressed concerns that the survey was created and the results were
tabulated by the SVPD. For some, the perception was that the SVPD could possibly control and
modify the survey results.
EHRM recommends that a new survey be conducted later this year. It should be created by a
professional survey firm and have no involvement from the SVPD. It is further suggested that
the recommendations from the SVPD Reform Committee report be included in the new survey.
This may engender increased engagement from the community and elicit additional feedback
from the community beyond the recommendations of the stakeholders. It may help to determine
if the views of the stakeholders reflect those of the broader community of Southampton Village.
Page Ten – Recommendation #1
“Increase the number of minority members of the police department in all job titles and
particularly increase Hispanic membership within the Police Department.”
Based on the demographic breakdown of the SVPD, it is clear that the department needs to
increase its efforts in minority hiring. The agency is lacking in diversity and needs to make a
concerted effort to hiring more Hispanics, more African Americans and more women.
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The committee’s Action Plan says that the SVPD should “Increase outreach to the Hispanic
community and other minority communities…” but offers no specifics. EHRM believes that this
was a missed opportunity by the Committee.
Page Eleven – Recommendation #2
“Increase engagement with all minority communities within the Village.”
Similar to the last recommendation, no specifics were suggested by the Committee. Again, this
was an opportunity for the stakeholders to suggest specific methods for the community and the
police to come together. Instead, they chose to issue their recommendations in general terms.
Page Twelve – Recommendation #3
“Although there are generally less than six personnel complaints per year filed against members
of the Department from all sources and the complaint form is on the Department webpage and
available upon request at police headquarters the feedback received is that there needs to be an
easier more transparent process for the filing of a complaint against a Police Officer.”
The Committee’s Action Plan here is sound.
In the interest of transparency, complaints can be channeled from the Village to the Chief of
Police for investigation. A monthly report on complaints from the Chief to the Village is part of
a recommendation made by EHRM in its overall assessment of the SVPD; a monthly meeting
between the Chief and the Village is suggested; topics such as complaints against officers is one
of several topics that should be discussed at this meeting.
The Committee recommendation on Body Worn Cameras (BWC) should be acted on as soon as
possible. BWC’s are fast becoming standard operating procedures in police departments across
the country. In fact, in some agencies, the officers have grown so accustomed to wearing
BWC’s that they are reluctant to leave the station house without them.
A due date for the implementation an SVPD BWC program should be set by the Village for later
this year.
Page Thirteen – Recommendation #4
“Continue with training identified in the Executive Order such as de-escalation training and
implicit bias training.”
This recommendation is sound.
Page Fourteen – Recommendation #5
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“Related to training, the PD wants to ensure that personnel are healthy – in mind and body. The
Chief reports that there is a Peer Support Group that is made up of members of the police
agencies on the east end of Suffolk County in which the Department participates. The Village
also participates in the Suffolk County Employee Assistance Program (EAP), which is already in
place and available to Department personnel.
The Committee’s Action Plan recommends that the members of the SVPD should be made more
aware of the assistance programs available to them. A sound recommendation.
In discussions with the Mayor, he has indicated that he is reaching out personally to each
member of the department in an effort to show his support for them. In light of the current
political environment and the seemingly strained relations between the Village and the SVPD, it
is recommended that the Mayor continue his outreach efforts and perhaps stress his support of
current and future efforts in regards to officer wellness.
Page Fifteen – Recommendation #6
Mental Health Services. The Committee discussed a situation last year that involved a homeless
woman in distress. The discussion included the difficulty of quickly accessing qualified, local
mental health services.
The Action Plan submitted by the Committee recommends that the Village with the “Suffolk
County Village Officials Association (SCVOA) to encourage mental health programs in the area
hospital.” Again, as in other sections of the report, the Committee is making a recommendation
that is lacking in specifics and substance. Homelessness is a complex problem that requires a
myriad of potential solutions. This recommendation does little to solve the problem nor does it
provide guidance for the SVPD.
The recommendation for ongoing training for SVPD members in the area of mental health issues
is sound.

Page Seventeen – Recommendation #8
“Establish a professional, non-political SVP Liaison.”
The first part of the Committee’s plan calls for the creation of a salaried position to act as a
liaison between “a newly established 5-person Citizens Advisory Board, SVP and Village Hall.”
The recommendation goes on to state that the new liaison will receive and investigate complaints
against the police and submit written findings and recommendations to the SVP, the Mayor and
the Trustees.

105 | P a g e

The second part of the Committee’s plan is contingent on the new liaison concept being rejected.
In this case, the Committee recommends that the duties listed above be given to an existing
Village employee or a “dedicated Village Trustee who is assigned to the ongoing role of
‘liaison/monitor’ OR ‘deputy commissioner’ and runs for office with that moniker newly
attached to the dedicated Trustee position.
Respectfully, neither one of these suggestions makes for sound government policy.
The first suggestion calls for the creation of a new salaried position who will seemingly act
independent of the Mayor with oversight of the SVPD. In light of bleak budget forecasts, a new
position is not recommended.
Also, will there be assurances that this individual will “non-political”? What happens if the new
liaison is virulently pro-police? Or anti-police? What if this individual has his/her own political
agenda?
EHRM has the same concerns for the second recommendation. Having one person as the liaison
to the police department is ineffective and potentially problematic.
In the assessment report of the SVPD, EHRM recommended a different process as follows:
Village Oversight of the SVPD – During the assessment, it was clear that there is a lack of
communication and little information flow between the Village and the SVPD. The relationship
between the Mayor and the Chief seems strained which exacerbates this situation.
EHRM believes that part of the problem lies with the fact that the current system of
governmental oversight of the SVPD is lacking. It seems to rely on one Village Trustee as a
liaison between the police department and the Mayor. Regardless of who the Trustee is, now or
in the future, this process is deeply flawed.
No disrespect intended to the current Trustee/Liaison but this system needs to be overhauled and
replaced with a new one that improves accountability, cohesion, efficiency and coordination.
It is recommended that the Mayor and the four Trustees comprise a police board in essence. The
Mayor would chair the board; with the responsibility of police oversight being shared among the
Trustees.
A key element of this plan would be a monthly meeting chaired by the Mayor and attended by
the Trustees. This meeting would not be a public session; minutes should be taken. The Chief
would be given an agenda one week prior to the meeting so that he and his team could prepare.
The agenda can include a wide range of items including but not limited to: crime stats and
trends, quality of life complaints, budget issues, recent expenditures, overtime, equipment
requests, inventory questions, disciplinary matters, hiring and recruitment issues, upcoming
events, complaints against officers, traffic issues, problematic locations, personnel matters, etc.
Questions could be asked by the mayor and each of the Trustees.
A key component of the process would be follow-up on questions asked and issues raised at the
prior meeting.
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This meeting would be an excellent forum for the exchange of information, ideas and concerns.
The Chief could use the meeting to express the agency’s wants and needs It would be an
accountability mechanism for the SVPD and for the Village as well.
If the process is done correctly, all parties would be on the same page.
Page Eighteen – Recommendation #9
“Establish a 5-member Citizens Advisory Board and Transparent Complaint Review Process.”
#9a) Recommends that the Village create a racially diverse board of 5 stakeholders from the
community formed by the Mayor and he Trustees “who will meet monthly to discuss SVP policy
and citizens’ concerns.”
It is assumed that this board of stakeholders will be comprised of volunteers and not salaried
employees.
The Committee did not give specifics on the selection process for the board members nor any
details on qualifications, factors that would disqualify a potential member, etc.
On the surface, this suggestion seems reasonable but more details would be needed for the
Village to make a decision.
On a related note, the word “Citizen” might imply that non-citizens, i.e., documented and
undocumented immigrants, are not welcome to participate in this process. “Civilian” or
“Community” might have been better options.

#9b) Recommends that persons making a complaint against an SVPD member be permitted to
“review the results of the investigation in a timely manner…”
Are current complainants not being given the results of their allegations against police officers in
a timely manner? If so, then this suggestion might have merit. But, again, more details need to
be provided.
#9c) “There will be transparency and the release of officers’ disciplinary records and other
pertinent information when consistent with New York State and Federal Law.”
NYS Legislation 50-a was enacted in 1976. Sections of the law allowed police departments, fire
departments and corrections agencies to withhold disciplinary records of its members.
In June of last year, the New York State Legislature repealed
50-a; see NYS Senate Bill S8496.
Assuming that the Village and the SVPD will abide by state law, this recommendation is moot.
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#9d) “SVP will not enter into contracts with equipment purveyors where SVP is bound by
confidentiality agreements that restrict reporting on outcomes.”
This recommendation seems to call for transparency in purchasing. It is assumed that the SVPD
is required to work with approved vendors or ones who have been vetted in some capacity. This
suggestion is confusing.
#9e) “Potential Acquisitions of new weapons, and monitoring/surveillance equipment will be
reviewed by liaison with comment and community impacts explored with input from the Citizens
Advisory Board.”
The SVPD should obviously confer with the Village on these types of equipment purchases prior
to inclusion in the police budget. It is assumed that the stakeholders chosen to be on the advisory
board will not have any experience or knowledge of police equipment. It is probably best to
leave this approval process in the hands of the Mayor and the Trustees.
Page Nineteen – Recommendation #10
#10a) Recommends that the SVPD adhere to Police Statistics and Transparency Act, Law of
New York – Racial and Demographic Data regarding low level offenses.
The Committee should have considered recommending that the SVPD institute a policy currently
in place in Suffolk County. For each car stop, each SCPD member is required to enter the
demographic data of the driver into the mobile digital terminal in the police vehicle. They refer
to it as T-Stop data. During the assessment process, the SVPD Chief indicated that this will be
included in the upcoming upgrade to the Computer Aided Dispatch (CAD) system.
#10b) Recommends that the Citizen Advisory Board “will, along SVP plan events and outreach
designed to promote mutual respect and understanding, and will periodically review use of force
and disciplinary guidelines and make public recommendations to SVP.”
This recommendation seems somewhat bifurcated. The first part appears to be a sound
recommendation; the second half is confusing. The Chief advised that the SVPD use of force of
policy is available online for anyone in the community to review.
#10c) “GO 303 In-Service Training to be modified to include mandatory yearly implicit bias,
anti-profiling, and de-escalation training by Suffolk County and/or SVP.”
The Reform Committee made this similar suggestion in Recommendation #4. This seems
repetitive and disjointed.
Section V 1 of SVPD GO #303 reads as follows:
“SWORN PERSONNEL- Sworn personnel will receive a minimum of 21 hours of training
annually, or the minimum number of hours mandated by the Municipal Police Training Council
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and the New York State Law Enforcement Accreditation Program. This training will include but
is not limited to:
a. Firearms training, including use of less lethal weapons and annual qualifications.
b. Use of Deadly Force Training.
c. Department approved training on various topics. Examples include BMP courses and video
presentations.”
In order to enact this recommendation, the SVPD would have to decide which topics to eliminate
from the 21-hour training allotment. Or add additional training hours each year.
The training topics recommended are timely and prudent.
#10d) Recommends that the SVPD develop “its own training modules on racial sensitivity, antibias, and de-escalation training…”
This recommendation seems to be very similar to the recommendations in #10c. If resources are
being used to implement the prior recommendations, why would the suggestions in #10d be
needed?
#10e) Recommends that the SVPD establish formal links with groups that represent people of
color in the community including regular meetings.
This recommendation is sound. If the SVPD is has already established partnerships with these
types of groups, it should be expanded.
#10f) Recommends that the SVPD Rules of Conduct be revised to include the duty to report
fellow members who engage in racial profiling, biased policing or criminal behavior.
It is best practice that members who witness serious misconduct or corrupt acts be mandated to
report such behavior. In its assessment report, EHRM recommended that SVPD GO #111
entitled “Internal Affairs Procedures”, Section IIIF8 be modified as follows:
“It is recommended that the revised internal affairs policy include a provision that mandates that
all members of the agency are required to report serious misconduct or corruption on the part of
any SVPD employee directly to the Chief.”
Page Twenty – Recommendation #11
“Adopt Body Camera Technology and Limit Other Weapons Use Without Additional Training
and Needs Analysis”
It is unclear why Body Worn Cameras (BWC’s) were included in this section with the posting of
SVPD policies and Less Lethal weapons.
#11a) Recommends that the SVPD adopt BWC’s as soon as is practicable.
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This is sound advice that is also in the EHRM assessment report.
#11b) Recommends that the SVPD list their department policies on the department website as
well as the Village page.
Many police departments in the United States are now including their policies on their websites.
This is not an unreasonable recommendation. The only exception suggested would be to exclude
policies that might impact on the agency’s ability to conduct sensitive or confidential
investigations.
#11c) Recommends that the SVPD Use of Force policy be revised to include “a list of weapons
such as tasers and pepper spray, rubber bullets, flash bangs that can cause serious bodily harm
such that officers are not given those weapons in the absence of specialized training…”
GO #208, the SVPD Use of Force policy, was revised on 2/4/21. It is possible that the Reform
Committee did not get the opportunity to review the new policy.
Several of the weapons cited are listed on the policy including Conducted Energy Devices
(CED’s often referred to as Tasers), OC spray, pepper balls and CS Chemical Agent spray.
Rubber bullets and so-called flash bangs are not routinely used by the officers on patrol. These
devices are restricted to trained tactical Emergency Service personnel.
Regarding required training for members prior to deploying Less Lethal devices, the policy
section of GO #208, subd 10 reads:
“That training for specific weapons will be conducted as directed by this order.”
The policy should be amended to include rubber bullets and other devices that might be used in
riot or civil disorder situations.

Page Twenty-One– Recommendation #12
“Use of Force/Community Relations”
#12a) Recommends that the SVPD and the Village put the “disciplinary standards, with the
possible range of consequences for various violations” on their respective websites.
It should be noted that police discipline is not always a “one size fits all” scenario. When
feasible, an above average officer will usually receive a lesser penalty than a counterpart who is
an average or subpar performer.
This recommendation is in keeping with ones being suggested in other agencies.
#12b) Again, the SVPD Use of Force policy was revised on 2/4/21. The Duty to Intervene has
already been added to the SVPD Rules and Procedures. Section IV of the policy reads:
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“DUTY TO INTERVENE
A. Any officer present and observing another officer using force that he/she reasonably believes
to be clearly beyond that which is objectively reasonable under the circumstances shall intercede
to prevent the use of unreasonable force, if and when the officer has a realistic opportunity to
prevent harm.
B. An officer who observes another officer use force that exceeds the degree of force as
described in subdivision A of this section should promptly report these observations to a
supervisor.”
This revision is consistent with similar policies being adopted in police departments in the
United States.
12c) “GO 223 General Orders will be modified to prohibit retaliatory force against any person in
police custody with mandatory discipline for violation.”
GO #223 specifically states that prisoners are to be afforded “safe treatment”; see below:
POLICY:
It is the policy of the Southampton Village Police Department to follow the procedures and
guidelines set forth in this Order to ensure the safe treatment and efficient transport and
processing of persons arrested by the Department. Any person taken into custody that reports an
injury or illness whether physical or mental or appears to be injured or ill will receive
appropriate medical or mental health treatment as soon as possible after being taken into
custody. All Department personnel shall adhere to these procedures.
In addition, Section VII B1n states:
“Officers shall not strike or lay hands on a prisoner unless it be in self defense, to prevent
escape or serious injury to person or property, to quell a disturbance, or to effect detention. In
such cases, only the amount of physical force, necessary to accomplish the desired result is
authorized as per G.O. 208.”
It seems like the SVPD has a policy in place that addresses this matter. Perhaps wording that
includes the prohibition against retaliatory force can be added to the section above.

#12d) Recommends that the SVPD attend monthly meetings to establish restorative justice
practices. It is further recommended that these practices be published on the Village and the
SVPD websites.
While topics such as restorative justice as well alternatives to incarceration, drug courts and
youth gang intervention programs are worthy areas of discussion, suggesting a regular monthly
meeting to only discuss restorative may be premature and shortsighted. It is suggested that a
dialogue with the SVPD be commenced to discuss this and the programs noted above.
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#12e) Recommends that the SVPD develop “policies to mediate disputes in keeping with a goal
of restorative justice where appropriate and will develop a list of community service resources
and referral contacts as an alternative to incarceration.”
Again, the Committee is recommending a potentially innovative program but offering little
details on how the goal can be accomplished. In theory, this sounds like a positive suggestion.
But without specifics, it is not helpful.
#12f) “Agreements for SRO’s in schools will be governed by contract with the school districts
such that use of force is proscribed.”
This suggestion is confusing and poorly worded. It sounds like the Committee is recommending
that the use of force by SVPD School Resource Officers be forbidden. If so, this is a dangerous
suggestion. SRO’s are sworn police officers. In the event of exigent circumstances i.e., to save a
life, they may have to use deadly force. Or they may have to use physical force to defend
themselves, a fellow officer, a child, a parent, a teacher or a staff member.
It is highly recommended that this recommendation, in its current form, be rejected.
Page Twenty-Two – Recommendation #13
“Reform Disciplinary Guidelines”
#13a) Recommends that “past incidents of formal complaints will be used in evaluating
promotion, retention and disciplinary decisions…” This is standard practice in police agencies.
For example, the NYPD maintains a Central Personnel Index file on all employees. This file is
reviewed prior to decisions being made on promotions, transfers, etc.
#13b) Recommends that GO #136 be amended and that background investigations of SVPD
police candidates include any incidents of hateful language/acts.
This recommendation is sound.
#13c) and #13d) Both of these recommendations are similar; they each recommend that SVPD
members be evaluated annually.
A yearly written evaluation of police officers and supervisors is standard in most agencies and
consistent with law enforcement best practices.
These recommendations are sound.
#13e) Recommends that complaints (assumedly against police officers) be shared with the
suggested liaison and the Citizen Advisory Board.
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As stated earlier, EHRM disagrees with the liaison suggestion in favor of a police board
comprised of the Mayor as Chairman and the four elected trustees.
In reference to the suggestion herein, it is agreed that complaints police officers be shared with
the police board.
#13f) “GO 108 Recruitment to be modified to add commitment to community policing principles
and equity as a qualification.
This recommendation is vague but not unsound.
Page Twenty-Four – Recommendation #14
“Collaborate with neighboring Departments to standardize policies and procedures among police
agencies on the East End.”
EHRM did not note any of this discussion during the several Reform Committee meetings. This
suggestion is confusing. There was no indication during the meetings that the SVPD policies
were dramatically different than their neighboring agencies.
As noted, the SVPD is a New York State accredited police department. Consequently, for the
most part, its policies are standard with other agencies with similar certification.
Page Twenty-Five – Recommendation #15
“Assess and evaluate SVPD’s dispatch protocols for mental health, substance abuse and
houselessness.”
This recommendation is sound although it lacks specific rationale for the suggestion. Adding
domestic violence/family dispute protocols should be considered as well.
Page Twenty-Six – Recommendation #16
“Explore and assess if we can increase the amount of unarmed officers in the community.”
“It has been noted that we have a relatively low amount of crime in Southampton Village. Is
there an opportunity to reduce our reliance on officers that are currently armed?”
The rationale behind this recommendation is unclear. Are some of the stakeholders offended by
the fact that their officers are armed?
This suggestion should be summarily rejected. It would put the lives of the unarmed officers and
the community they have sworn to protect at risk.
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It is duly noted that Southampton Village has a low crime rate. This may be attributed, in part, to
having a well-trained and armed police department. Imagine the potential consequences if Long
Island gangs such as MS-13 learned that some members of the SVPD have been disarmed.
Other parts of the state and the country have low crime rates. Have any of them begun the
process of disarming any of their officers?
Page Twenty-Seven – Recommendation #17
“Assess and inventory our current equipment to see if it reflects the needs of the community.”
“This is often referred to as ‘demilitarizing the police” and while it often illicits (sic) a groan
from law enforcement it is something our small community should strive for.”
The topic of inventorying the equipment of the police came up often during this assessment.
Having a proper accounting of weapons and equipment is sound police practice. However, the
public’s right to know all the details of weapons does not necessarily apply here.
A non-public discussion of inventory is a recommended topic for the monthly police board
meetings suggested by EHRM. It is recommended that the elected officials and the police
professionals assess the equipment needs of the department and the overall needs of the
community and act accordingly.
On a related note, the comment on the “groan from law enforcement” was uncalled for and not
appropriate coming from a committee that claims to want to improve relations between the
community and the police. It should not have been included in this report.
Page Twenty-Eight – Recommendation #18
“Purchase and Use of Body Cameras”
“Assess whether body cams could replace some of our other equipment and be purchased sooner
instead of it being a new line item.”
It has been established earlier in this report that BWC’s should be purchased and deployed as
soon as possible. The Village should do everything in its power to get this accomplished.
EHRM believes that an equipment assessment with an eye towards getting funding to purchase
BWC’s would waste valuable time. Funding should be found right away. This should be a top
priority for the Village.
Page Twenty-Nine – Recommendation #19
“Increase data transparency”
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The Committee recommends several areas that should be included on a monthly publicly
available report.
Earlier in this critique, it was suggested that the SVPD adopt a T-Stop program similar to the one
being used by the Suffolk County PD. This data could be used to compile monthly statistics on
traffic stops by SVPD members. This recommendation is sound.
Use of force statistics by demographics and location should be discussed further.
The same applies to impounded vehicles and the items seized.
Transparency regarding the number of civilian complaints lodged against members of the agency
should be available to the public.
Caution should be exercised in the area of complaints made by officers. Investigations could be
compromised.
Page Thirty – Recommendation #20
Recommends policy as it relates to officer interaction with the transgender, non-binary and
intersex community.
This recommendation is sound.
Page Thirty-One - Recommendation #21
“Language Access”
Recommends increased efforts by the SVPD and the Village in providing language access to a
wider segment of the community that do not speak English.
This recommendation is sound.
Page Thirty-Two – Recommendation #22
“Technology and Social Media”
The Committee recommends that the SVPD broaden its social media footprint to keep the public
informed and enhance engagement between the community and the police.
This recommendation is sound.
However, the intent of the recommendation that the SVPD “Use social media and data to
evaluate and detect racial disparities and biases in regards to all protected classes and all relevant
data in policing” is confusing. The specific goal of this suggestion remains unclear.
115 | P a g e

Page Thirty-Three – Recommendation #23
“Police Hiring, Training and Education”
This detailed recommendation lists numerous areas of possible improvement for the SVPD
including diversity and accountability, leadership training, implicit bias training, enhanced
recruitment efforts, examining potential restrictive hiring practices, incentives for officers with
college degrees, the inclusion of social media in background checks, language barriers and
recruit training on addiction and the opioid crisis.
These recommendations are sound.
Page Thirty-Five – Recommendation #24
“Officer Wellness and Safety”
The Committee made several excellent and specific recommendations on officer safety and
wellness. Each one of them deserves consideration for discussion and possible implementation.
These recommendations are sound and would be much appreciated by the men and women of the
SVPD.
It is unclear why Recommendation #5 which also covers officer wellness in general terms was
not incorporated into this section.
Page Thirty-Six – Recommendation #25
The Committee recommends the creation of a Civilian Complaint Review Board (CCRB). Since
the SVPD receives approximately six complaints each year, this suggestion is neither cost
effective nor realistic.
The following recommendations warrant consideration:
If the CCRB suggestion is rejected, the Committee suggested that all complaints and
investigative details be shared with the Village Board.
The Committee further recommends that the SVPD report all relevant statistical data on its
website; obviously excluding the complainants’ pedigree information. They also suggested that
the SVPD keep the complainants apprised of the progress of their investigations; although the
“every 30 days” recommendation seems unrealistic.
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The Committee recommends that all complaints be resolved within 180 days; not an
unreasonable standard.
Page Thirty-Seven – Recommendation #26
“Create a Permanent Equity and Safety Task Force in Southampton Village.”
The Committee suggested an entity that would focus on “continuous reinvention”; “meaning that
reform and reinvention does not stop on April 1st once a plan is submitted.”
They further suggested that the Task Force “meet and hold public listening sessions quarterly.”
On the surface, this suggestion deserves discussion and possible consideration.
But, as usual, “the devil is in the details.” It is assumed that all members of the task force would
be volunteers. The logistics of such a committee would need to be established. Who selects the
members? How are they chosen? How long do they serve? How many members? Are there
any disqualifying factors?
This is a thought-provoking recommendation.

Conclusion
EHRM witnessed firsthand the dedication and commitment of the Committee members at each
SVPD Reform Committee meeting. They are to be commended for their efforts in this regard.
Each member took time out of his/her busy day to contribute to this committee. They not only
attended and participated in the meetings but conducted research and gathered data in between
the sessions.
The section that makes several substantive recommendations regarding officer wellness should
resonate well with the rank and file of the SVPD.
The Committee made separate recommendations to form a Citizens Advisory Board and an
Equity and Safety Task Force. Two volunteer committees could be a large undertaking for a
relatively small village.
Perhaps due to the late start of the process which led to an accelerated meeting schedule, the final
report is often unclear, disjointed, repetitive and lacking in specifics. It has a “slapped together
at the last minute” look. Some of the recommendations are sound and worthy of consideration.
Some are unrealistic and/or not cost effective. A few recommendations seem biased and agendadriven. But it is evident that each stakeholder was given an opportunity to contribute to the
process which is positive in the long run.

117 | P a g e

As noted earlier in this critique, it is recommended that the Village conduct a survey by the end
of this year to gauge the feelings of the community towards the SVPD. The survey should also
include the pertinent recommendations made by the Committee in their report in an effort to get
the pulse of the Village community regarding these suggestions for change.
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