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PREFACE

Dear readers,

In front of you is the Thematic Collection of Papers presented at the International Scientif-
ic Conference “Archibald Reiss Days’, which was organized by the Academy of Criminalistic
and Police Studies in Belgrade, in co-operation with the Ministry of Interior and the Ministry
of Education, Science and Technological Development of the Republic of Serbia, National Po-
lice University of China, Lviv State University of Internal Affairs, Volgograd Academy of the
Russian Internal Affairs Ministry, Faculty of Security in Skopje, Faculty of Criminal Justice
and Security in Ljubljana, Police Academy “Alexandru Ioan Cuza® in Bucharest, Academy of
Police Force in Bratislava and Police College in Banjaluka, and held at the Academy of Crim-
inalistic and Police Studies, on 10 and 11 March 2016.

The International Scientific Conference “Archibald Reiss Days” is organized for the sixth
time in a row, in memory of the founder and director of the first modern higher police school
in Serbia, Rodolphe Archibald Reiss, PhD, after whom the Conference was named.

The Thematic Collection of Papers contains 165 papers written by eminent scholars in
the field of law, security, criminalistics, police studies, forensics, informatics, as well as by
members of national security system participating in education of the police, army and other
security services from Belarus, Bosnia and Herzegovina, Bulgaria, China, Croatia, Greece,
Hungary, Macedonia, Montenegro, Romania, Russian Federation, Serbia, Slovakia, Slovenia,
Spain, Switzerland, Turkey, Ukraine and United Kingdom. Each paper has been double-blind
peer reviewed by two reviewers, international experts competent for the field to which the
paper is related, and the Thematic Conference Proceedings in whole has been reviewed by five
competent international reviewers.

The papers published in the Thematic Collection of Papers contain the overview of con-
temporary trends in the development of police education system, development of the police
and contemporary security, criminalistic and forensic concepts. Furthermore, they provide us
with the analysis of the rule of law activities in crime suppression, situation and trends in the
above-mentioned fields, as well as suggestions on how to systematically deal with these issues.
The Collection of Papers represents a significant contribution to the existing fund of scientific
and expert knowledge in the field of criminalistic, security, penal and legal theory and prac-
tice. Publication of this Collection contributes to improving of mutual cooperation between
educational, scientific and expert institutions at national, regional and international level.

The Thematic Collection of Papers “Archibald Reiss Days”, according to the Rules of pro-
cedure and way of evaluation and quantitative expression of scientific results of researchers,
passed by the National Council for Scientific and Technological Development of the Republic
of Serbia, as scientific publication, meets the criteria for obtaining the status of thematic col-
lection of papers of international importance.

Finally, we wish to extend our gratitude to all the authors and participants in the Confer-
ence, as well as to all those who contributed to or supported the Conference and publishing of
this Collection, especially to the Ministry of Interior and the Ministry of Education, Science
and Technological Development of the Republic of Serbia.

Belgrade, June 2016 The Programme Committee
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Abstract: The paper specifies the career development of police officers in the Ministry
of Internal Affairs of the Republic of Serbia (Mol RS). In this regard, this document
covers the following issues: 1) defining employment conditions for admission in
Mol RS, 2) the classification of jobs in the Mol RS (includes the determination of
equivalent organizational units and equivalent jobs in the Mol RS movement in the
career of police officers) 3) requirements for promotion to the higher rank within
the same immediate and senior management levels (including the requirements of
the internal competition for attending appropriate managerial level training, as well
as the conditions of internal competition to fill the vacant managerial positions and
ranking of the candidates, and 4) the key selection and training as a condition for
promotion and transfer of police officers. In addition, the focus of this document is
on explaining the idea that career advancement is based on rank / profession as a
condition for attending training for the managers of the appropriate level and applying
for appropriate job positions. In addition, considerable attention is dedicated to the
tabular modeling of police officer career. All of the above mentioned regarding career
development of police officers, Mol RS, is subject to the current Law of the police
and secondary legislation which defines its individual provisions. Some attention of
this document is devoted to transitional arrangements for the implementation of the
career development of police officers, Mol RS.

Keywords: career development, police officers, promotion, transfer, conditions.

INTRODUCTION

The career development of police officers is a process of continuous improvement to max-
imize an employee’s individual and organizational performance, with the aim of lawful and
effective contribution to the strategic goals of the Ministry. An integral part of career devel-
opment and career advancement is the movement of a police officer from the workplace at
the lower position to a higher hierarchical level. The mentioned progression is based on the
minimum rank / profession, as a condition for the internal competition: (1) attending train-
ing for the managers of the appropriate level and (2) for applications to an equivalent job
position. This introduces two levels in the process of selective employment of police officers
in management positions (which was not the case), that creates conditions that only capable,
competent and motivated candidates (those with the best performance) are suitable for appli-
cations in managerial positions, thus creating the preconditions that only quality candidates

1 E-mail: subosicdane@yahoo.com.
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fill the positions which are planned for the most complex operating jobs and the highest level
of responsibilities. In order to obtain the immediately higher rank / profession is no longer
enough just to cumulatively fulfill previously needed conditions (appropriate level of educa-
tion, the time spent in the previous act and the corresponding official rates), but it is necessary
to successfully pass the professional examination for the lowest rank / title of the immediately
higher-level management, which is implemented upon completion of training for managers
of the appropriate level.

DEFINING MANNER AND CONDITIONS
OF ENTERING INTO EMPLOYMENT SYSTEM OF MOI RS

Employment with the Ministry shall be entered into through a vacancy notice, or by
means of assuming employees from another government authority based on the agreement
of officials and with the consent of the person being assumed. Employment with the Minis-
try may be entered into only for job positions envisaged by the act on interior organization
and job classification, and in cases when filling in a job position is in accordance with the
adopted personnel plan. The competition is mandatory for employment in the Ministry and
filling vacancies, however it does not apply in cases of admission of candidates with higher
education institutions that are educated in accordance with the special program of study with
the Ministry on the basis of previously concluded contracts (such institution is The Academy
of Criminalistic and Police Studies*). The procedure and manner of implementing a vacancy
notice shall be prescribed by secondary legislation.’

A person entering into emplyment with the Ministry, in addition to general conditions for
emplyment in a goverment authority, must meet the following special conditions:

1. Be acitizen of the Republic of Serbia;

2. Have registered permanent residence in the Republic of Serbia for at least five
uninterrupted years before filling an application to enter into employment;

3. Shall not have dual citizenship for those job positions where exclusively the citizenship
of the Republic of Serbia is required;

4. There are no security threats for the performance of activities in the Ministry;

5. Fulfill the criteria of health, mental and physical capacity, and the criteria of competences
for the job position that he applies for.

6. In the entry into employment procedure, the Ministry shall take into account the
representation of national minorities, in accordance with the law*.

Employment with the Ministry shall be prohibited for persons:

7. Undergoing criminal proceedings for criminal offences which are prosecuted ex officio,
8. Convicted of a criminal offence which is prosecuted ex officio,

9. Sentenced to a term of imprisonment longer than six months,

10. Whose employment with a government authority was terminated due to serious
violation of official duty by a final decision of a competent authority,

11. Whose employment with a legal person with public authority was terminated due to
violation of the work responsibility or breach of work discipline,

2Decision on the Establishment of Academy of Criminalistic and Police Studies, “Official Gazette of RS, No 58/06.
3Article 135 Law on Police, http://www.parlament.gov.rs/upload/archive/files/cir/pdf/predlozi_
zakona/3712-15.pdf.

4 Article 137 Ibid.
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12. Convicted by a final judgment of a misdemeanor with an element of violence or of
another misdemeanor making him unfit for the performance of activities at the Ministry, and

13. If security threats are determined in the procedure of conducting a security check.

Data on the persons wishing to enter into employment with the Ministry shall be collected
in the procedure of performing security checks and may not be used for other purposes®.

Optimal use of the mentioned provisions of the Law on Police is possible with admission to
employment in the executants working places, with a secondary education and exceptionally
high degree education (e.g. If the workplaces of high complexity jobs whose filling is required
narrow specialization, for example, helicopter pilot). Staffing job of a police officer requires
the prior completed basic police training at the Centre for Basic Police Training (CBPT)® in
Sremska Kamenica, after successfully mastering the curriculum, and certification of students
The Academy of Criminalistic and Police Studies (ACPS) in terms of mastering basic police
training after successful completion of the second year of basic studies). This solution opti-
mizes the admission of candidates to the Mol RS according to the criteria of economy, time
and efficiency, because the candidates (in this case students of ACPS) at their own expense
certified for the occupation of a policeman, which allows them to acquire competencies for
employment in the workplace of a policeman at Mol RS etc., to work and study, work if they
leave the studies, in which the Mol RS without additional competition (time, money, and
energy resources) fills the jobs of police officers (police officers) with secondary education
competent candidates.

To apply the mentioned solution, it is necessary to include the content of basic police
training that is implemented in the CBPT Program in the first and second years of basic vo-
cational and academic studies in criminology at ACPS, necessary to be done in the new cycle
of ACPS accreditation. Staffing jobs of police officers with secondary school education, on the
principles of automatism, should be implemented and the recruitment of students financed
by the ACPS after successfully mastering first study program of the Academy. Staffing the
above mentioned jobs is possible and the recruitment and self-financing students ACPS - as
needed. Finally, when it comes to filling vacancies with police officers with higher school ed-
ucation, it is possible to be done only from the ranks of police officers who have spent at least
two years effectively in the workplace of a policeman of general jurisdiction.

CLASSIFICATION OF JOBS AND CAREER MOVEMENT
OF THE POLICE OFFICERS IN THE MINISTRY

Job positions in the Ministry shall be appointed positions, managing and staff-member job
positions (a police officer, a forensic technician, gendarme, specialists, etc.). The persons at ap-
pointed positions in the Ministry shall be exempt from provisions on career development of
employees of the Ministry. The Ministry does not apply the provisions on career development
of employees in the Ministry on the people at the position (which means that the minister and
state secretaries are out of a career system)’.

5Article 138 Ibid.

6The purpose of Center for basic police training is to train participants basic police training including both
male and female who have completed four years of high school. The aim of basic police training is to provide
quality vocational training for uniformed police officers of general jurisdiction, which meets the needs of
the Ministry of Internal Affairs of the Republic of Serbia for qualified Contracted personnel in the fields
referred to police work, and society as a whole, in accordance with the Law on Police, “RS Official Gazette’,
No. 101/05, 63/09 - YC, 92/11 (http://www.copo.edu.rs/novi_vid_obuke.html, available10.07.2009).
7Article 147 of the Law on Police, http://www.parlament.gov.rs/upload/archive/files/cir/pdf/predlozi_
zakona/3712-15.pdf.
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Managing job positions of police officers shall be classified into four categories depending
on the complexity of jobs, education, rank/grade, and degree of responsibility, authorization
to make decisions and independence in work, as follows®:

1. Strategic-level managing job positions (Police Directorate - director, deputy and
assistant director of police, department / unit commanders and their deputies — and equivalent
functions within the sector MOI RS, MOI RS organizational units outside the Directorate and
sectors);

2. High-level managing job positions, (generally speaking, the regional police directorate
(RPD) - Deputy Chief of the RPD to the Assistant Chief of Administration and an independent
organizational unit of the Police Directorate (Gendarmerie (G), Special Anti-Terrorist Unit
(SATU), Helicopter Unit (HU) and others);

3. Middle-level managing job positions (management positions of intermediate levels
(from Assistant to the Head of the RPD, except (R)PD for the City of Belgrade));

4. Operational-level managing job positions (management positions of operational level
(in general, positions in police stations (PS) and police substations (PSS), including 1*category
PS / PSS Assistant Commander and its equivalent jobs)).

The above classification of jobs is written in general. In order to be applied, it is necessary
to establish equivalent organizational units and equivalent positions in the Mol RS. For ex-
ample, it is necessary to establish that the PS/PSS (1** Category) = troop Gendarmerie, orl*
cat. PSS Assistant commander = Crime Inspector in the Department for Combating Crime
of Police Station (DfCCoPS) = ... or-3"Category PSS Commander = 2"Category PSS Deputy
Commander = 1*Category Assistant commander = ... The attached abbreviations are listed
for better understanding of the following table, which refers to the proposal of equivalent
organizational units and equivalent jobs in the Directorate of Police Mol RS.

Table 1: Proposed equivalent organizational units
and equivalent jobs in the Directorate of the Police Mol RS*'%!!213

Sl work- Equivalent The numer-
= PoGJPU for | Equivalent | Equivalent | Equivalent | Equivalent |Ranks range |ical code act
>/ place/dut 4 q q d 8
| P *ifch]‘g‘ Y| the City of CP'® TPY BP2 PUoSP" | from/to | (training/
— Belgrade education)
Junior ser-
Police | p 1. o fhicer / Traffic Border Gendarme | geant of po- | 1-2 (CBPT/
officer policeman | policemen | Gendarme | lice/ Police ACPS)
sergeant
. Junior ser-
é 2. Escort | 2. Escort / 2. Escort | 2. Escort | Gendarme %iae?t I(’)(Elli)((:)e_ I_ZA(CCPBSI;T/
sergeant
§ Crime Junior ser-
Eﬁ 1. Escort 1. Escort technician 1. Escort 1. Escort Gendarme %ii?t I(’)(Elli)((:)é l—i((gZPISél;T/
DfCCoPSPS sergeant
Patrol Crime Patrol Police 2-3 (CBPT/
Patrol leader | technician Patrol leader| Gendarme sergeant/
leader DICCoPS leader 1"Sergeant ACPS)
BASIC TRAINING FOR MANAGERS (minimum Police sergeant)

8Article 148 Ibid.

9 PoGJ - Police of General Jurisdiction

10 CP - Criminalistic Police

11 TP - Trafhic Police

12 BP - Border Police

13 PUoSP - Police Units of Special Purpose
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s 1% Cate- |, 1% class
1* Catego- | |« Category S gory TS 1 Category Sergeant 3-4 (CBPT/
ry S. sector ; / " S. Sector / ACPS180
Sector Leader Sector / Warrant
Leader Leader Leader officer ECTS)
1% class
LPD" 3-4 (CBPT/
Com- | LPD Com- / / / Group leader| €783t | “ACPS180
mander / Warrant
mander ECTS)
officer
Assistant 1# class
shift chief of
DS PS | PSSDS shift | Crimein- | TPSS®DS | BPSDS Shift | Duty service | vyarrant | 3.4 (CBPT/
leader spector SE* | Shift leader leader of squad of
leader The Gendar- Warrant ECTS)
. officer
merie
§ Shift chief of Warrant
E|Pss/PSDs| PSSDS Shift | Crime | TPSSDS |BPSDS Shift | DU SerVice | ocer 1 45
< ehim b . . h : - of squad of (ACPS180
= | Shift chief chief inspector | Shift chief chief The G class War-
23] e Gendar- rant officer ECTS)
g merie
Assistant . " . d 1% class
34 Cate- | Assistant 3™ | 3" Category Aés 1itant 3 ASCS 1itant 3 Warrant | 4-5 (CBPT/
gory PSS/ | Category PSS | PS Crime aegory Z°8OTY | Team leader | officer / ACPS180
. TPSS Com-| BPS Com-
PS com- | Commander | inspector mander mander Warrant ECTS)
mander officer
Assistant . nd . nd
24 Cate- | Assistant 2% | 2% s Cate | AR | ABRERIE| | DRSS | e e | A5
gory PSS/ | Category PSS gory Crime TPSS Com- | BPS Com- | mander (1% | class War- (ACPS180
PScom- | Commander | inspector d d lead % ECTS)
mander mander mander team leader) | rant officer
Deputy 3™ Assistant 2% | 21 Categor Assistant 2"| Assistant 2" Dl:g;lotz Warrant 45
Category -gory Category | Category P officer/
Category PSS | PS Crime commander (ACPS180
PSS Com- . TPSS Com-| BPS Com- Warrant
Commander | inspector (1st team ECTS)
mander mander mander leader) officer
Deputy 1¢ Assistant1® Ist Category| Assistant]® | Assistantl* Warrant
Category |~ oo o psg| PS/DIC- | Category | Category |Platoon com-| officer 1* | 5-6 (ACPS
PSS/PS Co n%mzn der CoPS Crime | TPSS com- | BPS com- mander class /2™ | 180 ECTS)
commander inspector mander mander Lieutenant
Deputy 2™ Assistant 1* Ist Category|Assistant 1*| Assistantl* Warrant
| Category | o ioo peg | PS/DIC- | Category | Category (Platoon com-| officer 1* | 5-6 (ACPS
2| PSS com- Co rx%ma}; der CoPS Crime | TPSS com- | BPS com- mander class /2™ | 180 ECTS)
z mander inspector mander mander Lieutenant
5 3 Cate- Assistant 1* 1** Category | Assistantl* | Assistant 1* Warrant
| gory PSS |~ orv pss | DS/ DIC- | Category | Category (Platoon com-| officer 1* | 5-6 (ACPS
O| "Com- Co n%ma};l der CoPS Crime | TPSS com- | BPS com- mander class /2™ | 180 ECTS)
mander inspector mander mander Lieutenant
Head of3™| Deputy 1% 1 Category| Deputyl™ | Deputyl* Assistant 27 Lieu- | 6-7 (ACPS
Category | Category PSS PS / DIC- Category Category Compan tenant / 180/240
gory gory CoPS Group | TPSS com- | BPS com- pany h
PS commander leader mander mander commander | Lieutenant ECTS)

HIGHER TRAINING FOR MANAGERS (minimum 2" Lieutenant)

14 LPD - Local Police Department
15 SE - Secondary Education
16 TPSS - Traffic Police Substations
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Deputy 1¢ s s Deputy 1** | Deputy 1% :
Category Deputy 1 I Category Category | Category Deputy Lieutenant / 78
PSS/PS Category PSS | PS/ DfC- TPSS Com-| BPS Com- Company Cantain (ACPS240
Commander | CoPS Chief commander P ECTS)
commander mander mander
An officer in
the depart- RPDY/ Gen-
t at th RPD d -1i . 7-8
RPD/PDY | |5 arters | DOCP” DaTP | RCHOfficer Squad | Captain/ | s porag
Officer (R)PD*®*for . Crime Officer headquarter Major ECTS)
the City of Inspector Ofticer
Belgrade
1 Cate-
Head of 2| 1st Category | DoCPRP- (%gzgffg. 1t Category Compan Captain / 8-9
Category | PSS Com- DGroup BPS Com- pany Pt (ACPS240-
er, Head of commander Major
PS mander leader DoTPRPD mander 300 ECTS)
Department
1% Cate-
1** Cate- gory TPSS
1 Category | Head of 1 Category . 8-9
w| 8OV PSS | pes'Com- | DoCPRPD- |Command: | ppgte O 71 Company | Captain /| ) opgygq.
=| Com- er, Head of commander Major
<| mander mander Department DoTPRPD mander 300 ECTS)
El Department
E Head of De-
Head of1* partment at Major/ 9-10
= It Category | Head of Head of |Head of RC .
= | Category the Gendar- | Lieutenant | (ACPS300
z P PS Head DoCPRPD | DoTPRPD | Department merie squad colonel ECTS)
headquarter
Head of Head of
department at Head of de- | Head of department Major/
Head of |the headquar- rtmentat | DoTPat Head of | atthe Gen- | |. tJ nant | 9710 (ACPS
PDRPD | ters (R)PD | Partmenta 0.4 DoBP# darme-rie cutenant | 3,4 ECTS)
for the City of DoCPRPD RPD squad head- colonel
Belgrade quarter
Deputy head Deputy
of depart- head of
Deputy | ment at the Deputy department | Major / 9-10
head of | headquarters (lgfelgggp}ﬁ?g head of he]Z(el}:)L;tI};C at the Gen- | Lieutenant | (ACPS300
PDRPD (R)PD for DoTPRPD darme-rie colonel ECTS)
the City of squad head-
Belgrade quarter
de I;If'?r?leorft at Head of Head of Deput DeH Zifn?efnt
P DoCPRPD | DoTPRPD | - Puty P Major/ 9-10
Head of |the headquar- chief at the | atthe Gen- | ;.
and head |and head of . Lieutenant | (ACPS300
PDRPD | ters (R)PD FDoCP* | d headquarters| darme-rie lonel ECTS
for the City of ot-o epartment | p, [ppa; squad head- colone )
Belgrade GPD* TDP*GPD quarter
Assistant Head Assistant
Deputy O{ t%}exgzhrenal dleint Head of de- deHZragr? efnt Head of | commander Major/ 9-10
head of 1; arters (R)PD partment of gf TDP department | of the Gen- | Lieutenant | (ACPS300
RPD T Cityof | POCPGPD | °Gpp, of DoBP | darme-rie | colonel ECTS)
d
Belgrade squa

HIGH TRAINING FOR MANAGERS (minimum Major)

17 PD - Police Department

18 (R)PD - (Regional) Police Department (specific)
19 RPD - Regional Police Department

20 DoCP - Department of Criminalistic Police
21 DoTP - Department Of Traffic Police

22 RC - Regional Centre

23 DoBP - Department Of Border Police

24 DoCP - Directorate of Criminalistic Polic
25 GPD - General Police Directorat

26 TPD - Traffic Police Directorat

27 DoBP - Directorate of the Border Polic
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Deputy head
of depart- Deputy
Deputy | ment at the | Deputy head commander | Lieutenant |, 14 (ACPS
head of | headquarters | of Service of / Head of RC | of the Gen- | colonel / 300 ECTS)
RPD (R)PD for | DoCP GPD darme-rie Colonel
the City of squad
Belgrade
A Head of de-
= partment at _ Commander | .
Q| Headof |the headquar- gf:gfolf)gfgp / / of the Gen- Légllléi;??t 10-11 (ACPS
Z| RPD | ters (RPD V0TS darme-rie | 300 ECTS)
i olonel
> for the City of] squad
9‘: Belgrade
Assistant heaAdSS(;?E?{I)l;’D Assistant Assistant Assistant C(ﬁsﬁfﬁr&tﬂ Lieutenant 10-11 (ACPS
head of |5 "ol of|  head of head of headof | “ep “oo | colonel/ |50 ECTS)
PDi* GPD Belgradz, DoCP GPD | TDP GPD | DoBP GPD darme-rie Colonel
Deputy head ) Deputy
Deputy of(R)PD for Depu Deputy  (Deputy head commander | Colonel/ |11-12 (ACPS
head of PD the Cityof | ¥ head of | head of of DoBP of the Gen- General | 300 ECTS)
GPD Belgrage | PoCPGPD | TDP GPD |  GPD darme.tie
WITHOUT TRAINING FOR MANAGERS (minimum Colonel)
/ f}éii(}i)eof(clizt)l)c]?f Head of Head of Head of Coofr?}:g ar;lle_zr Colonel / |11-12 (ACPS
Belgradz DoCP GPD | TDP GPD DoBP darmgrie General 300 ECTS)
=| Assistant
< . lonel 11-12 (ACP
S| police / / / / / General | 300 5CTS)
8 director
H
<| Deputy Colonel / |11-12 (ACPS
ﬁ Pohce / / / / / General | 300 ECTS)
| director
Police Colonel / |11-12 (ACPS
director General | 300 ECTS)

The proposal for equivalent organizational units and equivalent jobs in the Directorate of
Police Mol RS is neither complete nor applicable if not covered by secondary legislation. Spe-
cifically, this or a similar proposal should be covered by the act on internal organization and
systematization of jobs and secondary legislation which refers to salaries in the MoI RS. More
specifically, the act on salaries should provide basic (hierarchical) or additional coefficient (com-
plexity of), as well as the coeflicient of rank / title. This allows tinting hierarchical levels among
workplaces, so that equivalent jobs are determined by the same basic coefficient (e.g. forlst cat.
PSS Commander and Company Commander of Gendarmerie), higher extra coefficient for the
workplace involving more complex tasks (for Gendarmerie Company Commander, in this case)
and the coefficient for the appropriate rank / profession (e.g. the range is 8-9, the captain-major),
with the same coefficient if they were both officers of the same rank or higher for police officers
of higher rank (Company Gendarmerie, in this case) and the coefficient for the appropriate rank
/ profession (e.g. the range is 8-9, the captain-major), with the same coefficient if they were both
officers of the same rank or higher for police officers of higher rank.28

The classification of jobs by levels of police organization is a precondition for moving into
a career of police officers. Career is an ambiguous term, most commonly referring to build-
ing a career in management, profession and sequence of activities in the working life of the
employee.” The first definition is circular (career building career ...), the second relates to the
profession, with anything regarding the question of what happens if someone does not have a

28 PDi - Police Directorate
29 Super, D.E, Hall, D.T, Career Development: Exploration and Planning. In: Rosenzweig M.R, Porter
L.W, Annual Review of Psychology, Vol. 29, Palo Alto, 1978, p. 334
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profession and a career, so that the most valid definition refers to the sequence of career jobs in
the course of working life of an employee.*

Advancement in the career of police officers is possible through promotion and transfer.
The progress of the police officers is part of career development in the course of which a po-
lice officer moves from hierarchically lower to the hierarchy higher workplace. It can happen
within the hierarchical levels, as well as the transition from lower to higher hierarchical level
of the police organization. On the other hand, the transfer of police officers represents a shift
from one to another job of the same hierarchical level from one to another type of police, for
example from the workplace of a policeman to the workplace of a crime technician in the PS
(which implies the need for specialized training for which they apply) or move from one to
another position of lower hierarchical levels within the same category of police (e.g. for family
reunification and other reasons), which does not require specialized training.

CONDITIONS FOR ADVANCEMENT IN DIRECT
HIGHER RANK WITHIN THE SAME AND
DIRECTLY SENIOR MANAGMENT LEVEL

Conditions, procedure, manner of gaining and losing ranks/grades in the Ministry shall
be regulated by secondary legislation within 90 days following the entry into force of this Law.

In accordance with the same career development, it is necessary:

1. To acquire the next rank/grade within the same level, the conditions that must be
met include the appropriate educational level, the necessary number of years in service in
the previous rank/grade, successfully completed professional training for a rank/grade, and
appropriate annual assessments,

2. To acquire the next rank/grade of the immediately higher level, the conditions that
must be met include the appropriate educational level, the necessary number of years in
service in the previous rank/grade, successfully completed professional examination for a
rank/grade, and appropriate annual assessments

The time spent in the rank/grade with a lower educational degree shall not be calculated
in the time needed for the promotion. Only the time effectively spent at the job position in
the previous rank/grade shall be calculated in the years of service needed for promotion to
the following rank/grade.*

Therefore, career progression based on rank / grades is necessary to determine the ranks /
grades of police officers. The status of authorized police officials includes police officers hav-
ing the following ranks:

1. with secondary education - junior police sergeant, police sergeant and first class police sergeant,

2. with the first stage of higher education - warrant officer of the police, 1st class police
warrant officer and 2nd police lieutenant,

3. the second degree of higher education - a lieutenant of police; police captain; police
major; police lieutenant colonel; police colonel and a police general.

Police officers in the status of persons on special duties shall have the following grade:
1. with secondary education - junior police officer; a police officer and a senior police officer;

30 Robbins, S. P, Coulter, M, Management, the eighth edition, Data status, Belgrade, 2005, p. 299
31 Compareto the Articlel65 Law on Police, http://www.parlament.gov.rs/upload/archive/files/cir/pdf/
predlozi_zakona/3712-15.pdf.
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2. with the first stage of higher education - junior police assistant; police contributor and
freelance police assistant;

3. the second degree of higher education - senior police assistant; younger police adviser;
police adviser; independent police adviser; senior police adviser and the chief police adviser.

In this connection, a new by-law determining necessary time needed in one rank / profes-
sion in order to obtain immediately higher rank / position, if all conditions are met must be
passed. On this occasion, a proposal contained in the following table, which applies only to
ranks, but not the titles, is submitted.

Table 2: Work time needed in one rank in order to obtain immediately
higher rank, if all conditions are met:

The Professional
numeri- Rank CBPT [ACPS 180, ACPS240 | ACPS300 Level qualifications
cal rank (years) ECTS ECTS ECTS (type and level of

code education)

Junior sergeant of police 5 4 3 /
Sergeant of police UnﬁS1 — 4 3 / EXE- |MIDDLE + CBPT
1** class police ssergeant | tire-ment 4 3 / CU-TANT (ACPS)
(20 years)
BASIC MANAGEMENT TRAINING (minimum Sergeant of police)
Police Warrant Officer / 5 3 2
1% class Police Warrant
Gicr [ B I I Y o
Until re- OFFICER
2nd Police Lieutena-nt / tire-ment 3 2 ACPS - 180 ECTS)
(8 years)
SENIOR MANAGEMENT TRAINING (minimum 2nd lieutenant of police)
Police Lieutena-nt / / 4 3
Police Captain / / 4 3 HIGH (BASIC
Until re- OFFICER [STUDIES ACPS -
Police Major / / tire-ment 4 240 ECTS)
(4 years)
HIGH MANAGEMENT TRAINING (minimum major of the police)
Police Lieutena-nt Colonel / / / 4 SENIOR HIGH (Basic
Police Colonel / / / 4 OFFICER [+ Bachelor or Spe-
. cialist academic
Police General / / / tUntll re-t GENERAL| o4, dies ACPS -
tre-men 300 ECTS)

In terms of Internet, the competition for attending training of appropriate managerial
levels and ranking of candidates may be:

1. Applicant on internal competition (voluntary)

2. CBPT (Central School of Interior - CSol), ACPS (College of Internal Affairs - Police
College, Police Academy - PA), and exceptionally, other higher-school educational institutions,

3. The appropriate level of education (180, 240, 300 ECTS)

4. MINIMUM RANKS (1),

5. Decision on the appointment of candidates to the workplace:

- Executorial level for attending basic management training,

- Operating levels, to attend more management training,

- Secondary level, to attend high managerial training.

6. The three-year average official score which must be at least exemplary - 3.51.

7. The decision of the selection committee on the admission of candidates to managerial
training to which he has applied.
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On the other hand, the conditions of internal competition to fill the vacant managerial job
and ranking of candidates may be:

1. Registration of candidates on the internet market (voluntary)

2. CBPT (CSol), ACPS (College of Internal Affairs - Police College, Police Academy -
PA), and exceptionally, other higher-school educational institutions,

3. The appropriate level of education (180, 240, 300 ECTY)

4. MINIMUM RANK (1),

5. The absence of security disturbances (determined by the security check)

6. Confirmation of successfully completed:

- primary managerial training, to work in managerial positions at the operating level

higher managerial training, to work in managerial positions the secondary level,

high managerial training, to work in managerial positions of high and strategic level.
7. Appropriate three-year average official mark which must be at least exemplary - 3.51.

In the case of both internal competitions, ranking of candidate can be based on: the level
of education (number of ECTS), the rank, the average official estimates, the workplace, the
entrance exam (test) and others. Thus, each of the criteria is subject to scoring. Therefore, the
rank as a condition occurs in both competitions, as protective mechanism of the integrity of
the police profession, so that a lieutenant cannot compete for a high managerial training, and
that a major cannot compete for the position predicted for the ranks ranging from colonel to
general. This introduces the principle of heightened gradualism.

Bearing in mind the existing situation (that not all police officers have finished the course
for police officers, CBPT, etc.), it is necessary to provide a transitional period, temporary solu-
tions, which will give rise to the permanent ones depending on the cumulative fulfillment of
conditions by the applicant, within 24 months as follows:

- successfully completed training in the CBPT, education CSOI, ACPS (the College of
Internal Affairs - Police College, Police Academy - PA),

- the appropriate level of education (at least four-year secondary school, 180, 240, 300
ECTS), apart from those who need time to gain mentioned conditions in relation to the time
left until their retirement,

- lack of security disturbances (determined by the security check),

- psycho-physical ability of candidates to perform police duties (determined by certificate
Department of Occupational Health Ministries of Interior letters, in accordance with the Rules),

- three-year average official mark which must be at least exemplary - 3.51
- knowledge test.

KEY SELECTION AND TRAINING AS THE CONDITIONS
FOR PROMOTION AND TRANSFER OF POLICE OFFICERS

To be a policeman in the Mol RS, in addition to performances (ability) and motivation
(voluntariness, the absence of security interference), a police officer must have the compe-
tencies that fit that position. These prerequisites are necessary to achieve an adequate perfor-
mance of police officers. These competencies enable students to acquire basic police training,
i.e. training in CBPT or education at the undergraduate level at the ACPS. In addition to the
other conditions provided for by law, the mentioned training and education are the prerequi-
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site for the deployment of police officers in the workplace of a policeman for general jurisdic-
tion, in which every police officer must spend at least two years of effective service.

In order to progress from executorial to the operating management level, among other
things, a basic training for managers is required. To progress from the operational to middle
management level, higher management training is required. Further, for the advancement
from the medium to the high level of management, high management training is necessary.
Finally, progress from the coordinating strategic level does not require training for managers.
The following is a brief analysis of the main characteristics of the above managerial training.

Orientation contents of the basic training for managers training may be: organization-
al models, their advantages and disadvantages, the combination of models, organizational
forms, methods and styles of work, the role of managers, performance management, respect
for the principles and factors of management, etc., depending on the educational needs. The
realization of this training should be entrusted to the RS Ministry of Interior (coordinator),
ACPS (cooperator), because it is a potentially large number of participants which requires
that the mentioned training is distance learning. Accordingly, the RS Ministry of Interior has
issued a strategy, positive experience,” personnel* and material base.”* After training,
information on certified participants is entered in the personnel base of the Mol RS, thus en-
abling an insight into human resources of the Mol RS, in terms of the number of candidates
who meet the requirements of internal competition in order to fill vacancies for which the
mentioned training is a fundamental requirement.

Approximate content of higher training for head of training can be: project management,
knowledge, motivation, stress, risk, human resources, organizational culture and behavior,
crises, etc., depending on the educational needs. Ideally, the realization of this training should
be entrusted to the Mol RS and the ACPS. As with previous training, the information on cer-
tified participants is entered in the personnel base of the Mol RS.

A restricted number of participants is assigned to attend higher training course for man-
agerial positions. Depending on the educational needs, provisional content of this training
can include strategic context of management functions (methods of strategic analysis, pro-
gramming work, (re)structuring, etc.), communications, public relations and the media, in-
ternational police cooperation, leadership, etc. The training should be entrusted to the ACPS
(carrier) and the MoI RS (cooperator). As with the above mentioned managerial training, the
information on certified participants is entered in the personnel base of the Mol RS.

The need for the mentioned managerial trainings stem from the concept of career devel-
opment provided for by the Law on Police, in particular by the provisions relating to the career
advancement. These needs should be harmonized with the possibilities. In fact, all this train-
ing should be included in the Human Resources Plan, which should be harmonized with the
plan (program) of Mol RS, which is a major limitation of the financial plan of the Ministry.

32 Strateski dokument: Uvodenje elektronskog ucenja kao podrse razvoju sistema obuke u Ministarstvo
unutrasnjih poslova, MUP RS, Beograd, 2011. (Strategic document: Introduction of e-learning to support
the development of the training system in the Ministry of Interior, MUP RS, Belgrade, 2011).

33 Hurn, Dz; Evaluacija pilot kursa e-ucenja za pripadnike policije u Srbiji, CEPOL, Bramshil, 2012.
(Hurn, J.; Evaluation of the pilot e-learning course for police officers in Serbia, CEPOL, Bramshill, 2012)
34 Ibid.

35 http://www.moodle.org, available 20.08.2013.



CAREER DEVELOPMENT OF POLICE OFFICERS IN THE REPUBLIC OF SERBIA 13

CONCLUSION

The Law on Police provides for career progression on the basis of the ranks. In order to
make the provisions of the Law on Police applicable, a catalogue of jobs is required including
the restructuring of the Ministry. After that, it is necessary to classify jobs into appropriate
levels, one of which is an executive job position, and four managerial ones. Therefore, there
is the need to establish equivalent organizational units and jobs and their grading not only
by the Act on internal organization and systematization of jobs, with a focus on the range of
ranks / grades, but also by the by-laws relating to wages. This is necessary in order to define
what advancing and transfer are (whether or not requiring specialist training) as part of ca-
reer development in the Mol RS. Finally, in addition to the minimum rank / grades, as well as
the requirements for: (1) attending training for the managers of the appropriate level and (2)
for application to the appropriate position, it is necessary to determine the other conditions
of internal competition for career advancement in the Mol RS.
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Abstract: The paper presents the results of the study of the permanent on-call duty,
as a specific police activity, which has been traditionally present in the majority of
organizational units at all levels of the police organization. Proceeding from the fact
that this police activity is empirically well-known, but normatively and theoretically
almost not addressed, the study was focused on finding the answer to the question:
What are the main structural features of the permanent on-call duty in police stations
or police field offices in the Republic of Serbia, especially in terms of designing
structural parameters of job grouping and coordination? The results of such oriented
study have identified the following key features of the permanent on-call police duty:
the prevailing non-institutionalization of this activity, its formalization and permanent
— constant availability to the citizens; project and shift features of its functioning; the
coordinating, informative and control and supervisory role; and the matrix (project-
functional) and network elements of interconnectivity with the other police activities.

Keywords: the police, on-call duty, project, shifts, matrix, network.

INTRODUCTION

The term police activities can be defined as a set of specific, in the police organization tradi-
tionally present methods of the concurrent (integrated) performance of multiple police jobs,
in accordance with the decision - order issued by the competent superior. As separate and
mutually clearly differentiated police activities, the police organization most often lists the fol-
lowing activities: foot patrolling, patrolling, operational, and permanent on-call police duty,
as well as management, control and auxiliary activities, for example. Within each of these ac-
tivities, the police officers perform specific police functions, that is, general and specific police
tasks, at a certain time and in a certain place. For performing these police functions in police
stations or field offices, appropriate organizational units mostly have not been established.
Instead, through daily shift schedules, the temporary organizational units are formed for this

1 This paper is a result of the research conducted within the scientific research project III 47023
“Kosovo and Metohija between national identity and european integration (Kosovo i Metohija izmedu
nacionalnog identiteta i evrointegracija)®, which is managed by the Ministry of Education, Science and
Technological Development of RS with no. 179045; This paper is a result of the research conducted
within the scientific research project “Management of police organization in preventing and mitigating
threats to security in the Republic of Serbia®, which is financed and carried out by the Academy of
Criminalistic and Police Studies, Belgrade - the cycle of scientific projects 2015-2019.

2 E-mail: obrad.stevanovic@kpa.edu.rs.

3 E-mail: golub.gacevic@mup.gov.rs.
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purpose. Thus, for example, for the performance of the patrol activity, appropriate patrols are
established (foot patrols, motorized patrols, etc.), while for the performance of the permanent
on-call police duty, respective temporary units are formed, commonly called the permanent
on-call service shifts.

Since the practice of forming and functioning of the temporary organizational formations
is similar to the project model of job grouping, the study was focused on identifying and sci-
entifically describing the prevalence of this model in the structuring of the shifts of the perma-
nent on-call service in the police stations and field offices. Furthermore, the study also aimed at
identifying and scientifically describing the key features of the relationship between the perma-
nent on-call service shifts and other (permanent and temporary) organizational structures in
the previously mentioned police stations and field offices, such as patrols, foot patrols or other
operational teams. In the realization of these goals, the scientific method of contents analysis
was mostly used, as well as the method of comparative analysis of the theoretical models of
organizational structure and practice of structuring of temporary units in police stations. In
this regard, the paper represents an attempt to theoretically shape the up to now theoretically
insufficiently shaped police practice of performing the permanent on-call duty.

Although they do deserve to be analyzed in the same or a similar way, this study did not
cover the institutionalized forms, that is, the formal organizational units established for the
purpose of the permanent on-call duty. In addition, this study was not focused on the analysis
of the jobs performed within the activity of the permanent on-call duty, but on the organiza-
tional aspects of this activity and its relationship towards other police activities in the police
stations, and police field offices.

THE TERM ON-CALL DUTY AS A POLICE ACTIVITY

The term “on-call duty” as a police activity has not been sufficiently explored in theo-
ry, nor terminologically and normatively precisely determined in the Republic of Serbia. In
the available literature, mainly textbooks, this police activity has been analyzed sporadically,
mostly in terms of its content and the problems related to its functioning.! In the Law on
Police’, for example, no provision mentions the term “on-call duty”, nor similar - synonym
terms of functional or organizational meaning. In by-laws, this term can be found in the title
of one of the police activities, or in the titles of certain organizational units of the police. For
example, in the Instructions issued by the Minister of Interior®, the term “on-call duty”, with-
out a more detailed explanation of its meaning, denotes one of several police activities, while
in the Rulebook on Internal Organization and Classification of Job Positions of the Ministry
of Interior, the term “Police Dispatch Centre” denotes several organizational units of the Gen-
eral Police Directorate.”

However, empirically well-known fact (from police practice) is that the police activity
with this or similar titles (on-call duty activity, permanent on-call duty activity, dispatch cen-
tre) has been traditionally performed in the majority of organizational units of the police at
all its organizational levels. Even in those organizational units where this activity is not per-

4 See, for example: Cy6orunh, [I. (2013). Opeanusayuja u nocnosu nonuyuje, beorpan: KIIA, pp. 227-233.
5 3axon o nonuyuju, ,Cnyx6enn rmacauk PCY Ne 6/16.

6 Ynymcmeo 3a eoherwe esudenuuja y cmanuyama u opyeum jedunuuama munuyuje, CT 01 strictly
confidential No. 2077/95, of 31 July 1995, p. 3 and form No. 1.

7 Ilpasunuux o yHympawroj opeanusayuju (yHympawirem ypehery) u cucmemamudauuju paoHux
mecma y MYII PC, of 13 September 2005; 10 May 2006; 11 April 2007; 22 June 2009; 3 April 2012;
and 23 May 2012; Unpopmamop o pady Munucmapcmea yHympawoux nocnoséa Penybnuxe Cpouje,
September 2015.
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manent, the on-call duty activity is established and performed from time to time, most often
due to specific security situations, occurrences and events. In this traditional and empirical
sense, the term “on-call duty” activity in the police organization can imply specific way of
performing police functions in shifts, which provides continuous - all-day functioning of
the organizational units of the police, meaning their permanent availability to the citizens,
organizations and institutions, 24 hours each day of the year.

The on-call duty of the police, understood in the way as stated above, can be performed
in different organizational forms, primarily as: 1) permanent and periodical, 2) active and
passive, and 3) institutionalized and non-institutionalized on-call activity. The permanent
on-call duty is performed 24 hours each day of the year, while the periodical on-call duty is es-
tablished when needed, that is, for the purpose of specific security situations, occurrences and
events, and lasts as long as there is a need for that type of activity, for which it was established
in the first place. The active on-call duty implies the presence of police officers in the premises
of the organizational unit, while the passive on-call duty implies them to be in a state of read-
iness and available at the address of residence or some other notified address in the headquar-
ters of the organizational unit. The institutionalized on-call duty implies that the jobs falling
under this activity are grouped in the corresponding formal organizational units, while the
non-institutionalized on-call duty implies that these jobs, according to the appropriate daily
work schedule (plan), are periodically performed by the employees of the organizational unit
that was not established specifically for the purpose of performing these jobs.

By crossing the above-mentioned typologies of the on-call duty, various combinations
can be established in the police organization, such as, for example: 1) the institutionalized
or non-institutionalized permanent and active on-call duty, or 2) the non-institutionalized
periodical active and/or passive on-call duty. At the same time, the analysis of the permanent
on-call duty in the police organizational units of the Republic of Serbia shows that it is more
often performed as permanent than periodical, and more often as non-institutionalized than
institutionalized police activity.

The institutionalized performing of the permanent on-call duty, which is almost always
active, can be illustrated through the shift work of the employees in a certain number of
the organizational units of the police, which were established specifically for the purpose of
performing these jobs. All of them, except the Operational Centre at the General Police Di-
rectorate headquarters, in their titles contain the term “on-call” or its derivative terms.® The
non-institutionalized and active on-call duty is characteristic for all municipal police stations
outside the headquarters of the regional police directorates, as well as for the majority of po-
lice divisions, and police field offices within the regional police directorates.’

8 These organizational units include: the Operational Centre within the General Police Directorate
Headquarters; the On-Call Operational Centre within the Border Police Directorate Headquarters;
the Department for the On-Call Duty, Anti-Sabotage Protection, Biochemical Protection and Anti-
Terrorism Protection within the Directorate for Protection of Specific Persons and Facilities; the
Division for Operational Telecommunication, Permanent On-Call Duty and Protection with the Section
for Permanent On-Call Duty and Protection within the Service for Combating Organized Crime; the
On-Call Duty Service within the Special Anti-Terrorist Unit; the On-Call Duty Service (Police Dispatch
Centre) within the City of Belgrade Police Directorate Headquarters, with the Police Office for On-
Call Duty and Protection; police offices for on-call duty and interventions in police divisions within
the headquarters of the regional police directorates in Kragujevac and Novi Sad; on-call duty services
within the headquarters of the regional centres of the Border Police Directorate, and the Section for the
On-Call Duty, Protection and Equipment of the Traffic Police Directorate of the City of Belgrade Police
Directorate (Source: Mugpopmamop o pady Munucmapcmea ynympawoux nocnosa Peny6nuxe Cpouje,
September 2015).

9 The exceptions from this are the organizational units listed in the previous footnote, namely: the
Police Office for On-Call Duty and Protection within the On-Call Duty Service (Police Dispatch Centre)
within the City of Belgrade Police Directorate Headquarters, as well as police field offices for on-call
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Even though it has not been institutionalized within a specific organizational unit, the
non-institutionalized performing of the permanent and active on-call duty has been formal-
ized in two ways. The first relates to the fact that the Rulebook on Internal Organization and
Classification of Job Positions in the Ministry of Interior of the Republic of Serbia,'® system-
atized the job position of the chief or shift leader of the on-call service in every police station
or field offices, and the second relates to the fact that the daily work schedule (plan) in every
police station or field offices provides for the performance of the on-call duty in two shifts,
each lasting 12 hours. The first — day shift, generally lasts from 7 a.m. until 7 p.m., while the
second - night shift, lasts from 7 p.m. until 7 a.m. For each of these shifts, one structural —
personnel shift of police officers is determined, which generally consists of: chief, or shift lead-
er, and sometimes even of deputy chief or deputy shift leader and the corresponding number
of uniformed police officers for tasks execution, depending on the category of a particular
police station and characteristics of the security environment."

The non-institutionalized periodical active and/or passive on-call duty is established
when needed, also in the form of shift work, in all organizational units of the police, includ-
ing also departments and other organizational units within the General Police Directorate
Headquarters, within the City of Belgrade Police Directorate Headquarters, and within the
headquarters of other regional police directorates, as well as in police stations and field offices.
This type of the on-call activity is established by a decision of the head of that organizational
unit, and is performed in accordance with the appropriate on-call schedule (plan). It can
be established even in those organizational units that continuously perform the permanent
(non)institutionalized on-call activity, which can be illustrated by the example of the on-call
duty of managerial staff in police stations or field offices.

THE PROJECT FEATURES OF THE PERMANENT
ON-CALL DUTY PERFORMED IN SHIFTS

In the organizational and management theory, the term “project” implies a complex, rel-
atively independent and non-repetitive endeavour that involves a set of mutually interrelated
and resource-limited activities, organized in such a way that their implementation leads to
achievement of a predefined goal within the scheduled time and the projected costs. Although
different authors in different ways determine the basic features of a project and project activi-
ties, these features, according to the organizational theory, usually includes:"?

uniqueness (unrepeatability);

orientation to a specific problem and clearly set objective (result);

a set of mutually interrelated activities with which the result should be achieved;
time-limited nature (the beginning, duration and the end);

Gk wh =

limitation in terms of resources (human resources, means, costs); and
6. temporary nature of the project organization and its management system.

duty and interventions in police divisions within the headquarters of the regional police directorates
in Kragujevac and Novi Sad, where the permanent on-call duty has been institutionalized. (Source:
Hnpopmamop o pady Munucmapcmea ynympawrux nocnoséa Penybnuxe Cpouje, September 2015).

10 IIpasunnux o yHympauiroj opeanusavuju (yHympauitoem ypehervy) u cucmemamusayuju paoHux
mecma y MYTI PC, of 13 September 2005; 10 May 2006; 11 April 2007; 22 June 2009; 3 April 2012; and
23 May 2012.

11 Compare: CreBanosuh, O. (2003). Pykosoherve y nonuyuju, beorpan: Tlomimjcka akagemuja, p. 190.
12 Compare: Ynpasmwarve npojekmuma, Areija 3a yHanpehemwe npxxasHe ypase Brage PC, Beorpar,
2003, p. 9.
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Although it seems indisputable that the permanent on-call police duty is more of a process
nature, than of a project nature, the comparative analysis of its and of the previously men-
tioned six project characteristics, may also indicate different conclusions. It is indisputable
that the process nature of this police activity is clearly shown by its daily (continuous) and
repetitive performance. However, the shifts of the on-call duty service as phases of this police
activity can also be observed and analyzed as its project (phase) parts. Within these shifts, the
jobs of the permanent on-call duty are performed by temporary organizational formations
(personnel shifts of the on-call duty service), which can also be viewed as project teams.

Despite the fact that the work of one of the shifts seemingly looks the same as the work
of every other shift of the on-call duty service, almost each of them has a certain level of
uniqueness (non-recurrence, unrepeatability). The uniqueness of each work shift is decisively
influenced by the following: the constantly changing environmental conditions; the diversity
of security occurrences, events and issues; the frequent changes in the number and structure
of the project teams (personnel shifts); as well as a transience of temporary organizational
formations (patrols, foot patrols, operational teams, security checkpoints), whose work is co-
ordinated by the corresponding shifts of the on-call duty service.

The objective of the permanent on-call duty activity is basically not directed towards a
specific (narrower, special) security issue (that can endanger the security) or towards the
object of protection (whose security is protected). It focuses on the general security of the
citizens and institutions, and on development, maintenance, and when needed, establish-
ment of a security environment for their normal life and work, without the fear of crime and
other forms of threats to their safety. Nevertheless, even such generally directed objective is
achieved in a constantly changing security environment, which is why it takes on specific
features for each shift of the on-call duty service. For the same reason, each shift of the on-call
duty service performs a set of specific and mutually interrelated activities that serve to achieve
such a specific objective.

Although it usually does not seem so, the activity of each shift of the on-call duty service
(permanent on-call duty activity), despite their uniqueness, their determination according to
the objective (effectiveness) and activities, as well as temporal determination (the beginning,
duration and the end), is also characterized by spatial determination of their jurisdiction, and
which is particularly important, limitations in terms of engagement of the human, financial
and material resources. In addition, each of the (personnel) shifts of the on-call duty service
usually consists of temporary personnel composed of police officers, including also the spe-
cific temporary management system, or a temporary shift manager of the shift of the on-call
duty service, traditionally called the chief or the leader of the shift of the on-call duty service.

Starting from the described features, the total activity of each of the shifts of the perma-
nent on-call duty service can be viewed as a project, but also as a sub-project within the same
activity at the level of one calendar day. At the same time, each personnel shift of the on-call
duty service (permanent on-call activity), can be viewed as a project team. Even in case that,
according to the rigorous theoretical criteria, these functional and organizational forms could
not be qualified as projects or project teams, the project approach in their structuring, func-
tioning and analysing can be of special importance for their understanding. And, which is
even more important, the project approach can be of particular influence on the quality of
structuring of shifts, effectiveness in achieving their objectives and efficiency of use of the
limited human, material and financial resources.
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THE RELATIONSHIP BETWEEN THE PERMANENT
ON-CALL DUTY AND OTHER POLICE ACTIVITIES

The starting point in understanding the substance of the relationship between the perma-
nent on-call duty and other police activities in police stations and field offices definitely is its
content. This activity, among other things, includes the following functions: 1) monitoring
and assessing the security situation and security occurrences and events in the area of territo-
rial jurisdiction of the police station; 2) directing and coordinating the work of police officers,
the organizational units of the police and other security entities (organizations, departments
and bodies); 3) receiving security notices and information, their recordkeeping and taking
appropriate measures that cannot be delayed; 4) internal and external reporting and inform-
ing on the security situation, occurrences and events and measures taken in that respect; 5)
sending police officers on tasks, monitoring their work and their admission upon returning
from the task, and 6) a number of other functions, mainly of executive nature."

These activities, in addition to many others — primarily executive police activities, clearly
indicate some management functions of the permanent on-call duty activity, including in par-
ticular the activities of monitoring and evaluation, coordination, informing and control. The ac-
tivity of monitoring and evaluation is focused primarily on the security environment, while the
activities of coordination, informing and control are aimed at those who perform other police
activities (patrol, foot patrol, protection and other police activities). Such a relationship between
the permanent on-call duty activity (which in the previous section of this paper was defined as
project and shift activity) and other listed police activities (which are predominantly of func-
tional nature), can be viewed as a project-functional relationship based on a matrix model of job
grouping (Figure 1), as well as a network relationship based on a theoretical model of dynamic
network structure (Figure 2), at the level of each shift of the permanent on-call duty.

More specifically, the matrix relationship between the permanent on-call duty and other
police activities during one shift can be explained by analyzing the matrix model of job grouping
shown in Figure 1." The matrix rows of this model consist of all police activities in the police
station (field office) performed during one shift of the permanent on-call duty (from 07 a.m.
until 07 p.m. and from 07 p.m. until 07 a.m.). Despite the fact that it does not contain all the
features of a project, the entirety of these activities can be viewed as a project. On the other hand,
the matrix columns of the same model consist of different police activities of functional nature
(on-call duty activity, security protection, foot patrol, patrol, traffic patrol, operational and other
activities), or the corresponding number of police officers designated to carry out these activ-
ities within each shift of the permanent on-call duty. At the same time, conditionally — with a
previously mentioned limit, the matrix rows can be seen as temporary project teams, while the
matrix columns provide functional professionalism in the work of the police station or field
office, during each shift of the permanent on-call duty activity.

13 Read more in: Cy6omuh, [I. (2013). Opraunsanuja u nocnosu nonuuuje, KIIA, Beorpan, pp. 227-228.
14 The term matrix, in mathematics, is defined as the product of a row vector and a column vector.
See more about this in: BHypuuns, [I., Janomresuh, C. (2005). Menadxmenm u cmpamezuja, beorpan:
Exonomckn dakynret, pp. 89-90. More about the matrix approach to the hob grouping see also in:
Mintzberg, H. (1979). Structuring of Organizations, Prentice Hall; Jones, G. (2000): Organisational
Theory - Text and Cases, Prentice Hall; and Stoner, Dz., Friman, E., Gilbert, D. (1997). Menadzment,
Beograd: Zelind (according to: Ilerkouh, M., Jannhujesnh, H., bornhesnh Munukuh, b. (2006):
Opeanuzayuja. beorpap: Exonomcku ¢axynret, pp. 84-86).
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Figure 1: The Model of Matrix Approach to the Relationship between the Permanent On-Call
Duty and Other Police Activities in a Police Station or Police Field Offices"
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In accordance with the theoretical model of matrix departmentalization, such
viewed project-functional structure of each shift of the permanent on-call duty includes the
following: 1) that all the activities of the police station or field office (planning, organization,
management, control) are still managed by head of police station, or commander of police
field office; as well as 2) that the authority of the project manager are delegated to the chief, or
the shift leader in relation to all holders of police activities whose performing is established
by the daily work schedule within the corresponding shift of the permanent on-call duty.
The possible challenging of the fact that the chief, or the shift leader, has all features of the
project manager, does not diminish the importance of the project approach in analyzing,
understanding and explaining the specific roles of the permanent on-call duty in the
functioning of the police station or police field office. The most important among these roles,
are certainly the coordinating, informative and control and supervisory roles.

According to theoretical sources, the basic features of such - project-functional or matrix
job grouping are the dual seniority, the temporary nature of the project and the changes of shift
teams.'® The dual seniority implies a two-line (functional and project) distribution of authority
and responsibilities, and functioning of the police officers under the dual management. In the
functional (permanent) line, the police officers performing patrol, foot patrol or operational
activities, for example, are subordinated to the commander of the police field office, or to the
chief of the criminal police department of the police station, while in the project (temporary)
line, they are simultaneously and temporarily subordinated to the shift chief (leader) of the
on-call duty service as a shift project manager. The temporary nature and changeability of shift
project teams as the second feature of the matrix job grouping implies that the project teams
are under the authority of the chief of the shift of the on-call duty service as the project man-
ager only while the shift in which they work lasts, and that in the following shifts, composition
of the teams usually is not, and doesn’t have to be the same.

15 Adapted from: Mc Clelland, D. (1976). Power is the great motivator. Harvard business Review, March-
April 1976, p. 272.

16 Read more in: Robbins, S.P; Coulter, M. (2005). Menadzment. Beograd: Data status, pp. 246-247;
CreBanosuh, O. (2012). besbednocnu menaymenm, beorpan: KITA, pp. 158-161; CreBanosuh, O.
(2003). Pyxosohere y nonuyuju, beorpan: ITommimjcka akagemunja, pp. 95-97.
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The main benefits of the matrix approach to job grouping are:'” 1) effectiveness and ef-
ficiency, 2) flexibility and balance, and 3) communicability and developmental nature. The
matrix approach, above all, can contribute to the quality (effectiveness and efficiency) of the
police organization’s functioning. The temporary nature of shifts and changing of the com-
position of project shift teams in the matrix job grouping, make these teams flexible, which
allows the police organization to adapt to the demands of the situation and to better utilize
their resources in a specific situation. The basic limitation of the matrix job grouping is the
risk of possible conflicts between the project and functional managers (between chief of the
on-call duty service shift and commander of the police field office, for example), and between
the project team members performing various police activities — functions. The dual seniority,
as another problem related to the matrix job grouping, may sometimes favour a situation in
which employees spend their time arguing about whose role is more important and to which
of the two managers they should show greater loyalty (to the chief of the shift or to the head
of division, for example)."®

Proceeding from the previously analysed coordinating role of each shift of the permanent
on-call duty in relation to other police activities, their mutual relationship can also be classi-
fied as a network relationship based on the theoretical model of a dynamic network structure
(Figure 2).

Figure 2: The Network Model of the Relationship between the Permanent On-Call Duty in a
Police Station or Police Field Office

CONCLUSIONS

By synthesizing the results of the study presented in this paper, it is possible to draw several
important conclusions that characterize the permanent on-call duty in the police stations and
field offices in the Republic of Serbia. As the most important of the many features of this activ-
ity in the police stations and/or police field offices, this study has identified and described: 1)
the prevailing non-institutionalization, its formal nature and constant — permanent availabil-

17 See more in: CreBanoBuh, O. (2012). besbedrocHu menaymenm, beorpan: KITA, pp. 160-161.
18 Ibidem.
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ity to the citizens, 2) project and shift features of its functioning; 3) coordinating, informative
and control and supervisory role, and 4) the elements of the matrix (project-functional) and
network connection with other police activities.

In the police stations and police field offices in the Republic of Serbia, the on-call duty is
more often performed as permanent than periodical, and more as non-institutionalized than
institutionalized police activity. Its prevailing non-institutionalized nature results from the
fact that only several organizational units of the police were established for performing of this
activity. Irrespective of whether it is non-institutionalized or not, the permanent on-call duty
was formalized through its normative establishing as one of a number of police activities, as
well as through establishing job positions with the title chief or shift leader of the on-call duty
service in every police station, and police field office. In each of them, the permanent on-call
duty (on-call duty service) is available to the citizens 24 hours each day of the year.

In relation to its uniqueness, clearly defined duration, defined goals and methods to
achieve them, limited resources and temporary nature of the organizational structure and
management system, the permanent on-call duty at the level of each of its shifts can be regard-
ed as a specific project, despite the fact that according to the strict theoretical criteria it does
not meet all the requirements to be qualified as such. With the same limitation, each of the
personnel shifts of the permanent on-call duty can be viewed as a project team and/or as the
core of the network, with mainly coordinating, informative and control and supervisory role
in relation to the other police activities in police stations and field offices.

With the help of the previously mentioned roles, the relationship between the permanent
on-call duty and other police activities in the police stations or police field offices can be seen
as a combination of project and functional, or matrix and/or network job grouping. In such
observed relationship, the chief (leader) of the shift of the on-call duty service undoubtedly
has a role of project manager of a shift team or core network, consisting of all police offi-
cers involved in performing of police activities and police functions during their shift. Even
though, according to the strict theoretical positions, such project-shift and functional and/
or network grouping of police jobs cannot in all elements be qualified as the matrix and/or
network, the matrix and/or network approach to the understanding of shift work in a police
station or police field office, can positively influence the effectiveness and efficiency of their
overall functioning.
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Abstract: As one important component of school management, campus security is
not only related to the personal benefits and property interests of students and staft,
but also related to educational progress and social stability. It is crucial to establish a
campus policing system in China due to the increasingly severe safety problems on
campus. Campus policing has transferred from the traditional case-solving model to
the new model of partnership between police and residents. The paper is composed
of three parts. The first part describes the function and feasibility of campus policing.
Campus policing is based on the theory of community policing and it is also the
extension and deepening of community policing theory. The second part gives an
account of the development and current situations of campus policing and compares it
with the campus policing model in the United States. The characteristics of American
campus policing system include the following aspects: a. campus police are the core
of campus safety management and they undertake the function of law enforcement
and safety management. b. campus security legislation has become a stable long-term
mechanism. c. by cooperation with school, family and community, campus police try
to create a more secure environment and protect the safety of students effectively. The
third part dwells on the construction of campus policing system in China. The system
should be actively involved in the following: a. legislation of campus security law; b.
the police officers and educators will be provided with an array of such programs as
physical training, law knowledge, safety education, first-aid training. c. students’ and
staff’s safety awareness should be aroused and police-campus partnership should be
promoted to reduce crimes against students and staff.

Keywords: campus security, campus policing, policing model, campus safety
management

INTRODUCTION

As one important component of school management, campus security is not only related
to the personal benefits and property interests of students and staff, but also to educational
reform and social stability. It is crucial to establish a campus policing system in China due to
the increasingly severe safety problems on campus. Campus policing has transferred from the
traditional case-solving model to the new model of partnership between police and residents.
The focus lies in the transfer from the reactive to the proactive policing.

A. The function of campus policing

Campus policing is a policing model of the police authorities which aims to have close

1 meggeng@163.com
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links with the school, develop preventive measures, enhance safety consciousness of students
and staff, and form a control of crimes that may occur in or within the surrounding campus.?
The main contents of the campus policing include the following two aspects: the first is law
enforcement of public security. Namely, in accordance with the law, campus police maintain
the campus public order, deal with criminal and security cases, combat and punish crimes,
prevent and control crimes, and protect personal and property safety on campus. This part
mainly deals with the police criminal judicial authority and the police administrative power.
The second is the public security precaution, such as fire alarm, traffic maintenance, campus
daily patrol, dormitory guard duty at night, reporting illegal and criminal activities, security
prevention education and training, and other daily work. This part involves not only the cam-
pus security work, but is also related to the public management powers.

In order to maintain the security and stability of the campus, the public security depart-
ments should take the responsibility to safeguard the campus safety. Currently campus vio-
lence in China becomes more and more serious, so it is urgent to take a new mode of preven-
tion and control to ensure the safety of the campus, mobilize every possible force, improve the
qualities of the students, obtain the maximum amount of information to prevent and stop the
occurrence of serious campus crimes.

B. The statistics of campus crimes in China

The survey of Beijing, Tianjin, Shanghai and other 10 provinces and municipalities con-
ducted by the Ministry of Education and the Ministry of Public Security shows that each year
about 16000 students died of unnatural deaths throughout the whole country. That means an
average of 40 students suffer from abnormal death daily.> According to statistics, in 2004 the
Ministry of Public Security reported 67 vicious criminal cases which seriously endangered
the safety of teachers and students (including kindergarten children), involving 25 provinces,
resulting in a total of 50 people being dead and 171 injured. From January to April, 2005, the
Ministry of Public Security reported 19 vicious criminal cases, involving 9 provinces, result-
ing in 9 people killed and 34 injured.*

In 2010, it is staggering to know that 6 campus violent crimes occurred within 50 days.
The social system tends to collapse in the rapid changes of society. Some people may lose the
basic norms, and thus feel lost, people gradually get alienated. Emile Durkheim named the
alienation “anomie” due to the disintegration of the system.” In this fast changing society peo-
ple tend to produce similar “sense of anomie”, especially in recent years, some kinds of social
contradictions have become increasingly prominent, some criminals try to aim at the weakest
students and the campus becomes a place for them to vent their anger. In this situation, insta-
bility factors on campus increase significantly and school violence occurs frequently, which
seriously interferes with the school teaching and the safety of teachers and students. The stu-
dents injured or killed in the violence cause irreparable loss to their families. The violence
has also brought a sense of insecurity to the society. Therefore, the establishment of campus
policing system is an urgent need to solve the increasingly serious campus violence.

2 Wang Liliang. The Cultivation of College Students’ Employment Ability [J]. Journal of Gannan Normal
University. 2009 (2)

3 Tao Jianqun. Campus Security: the Alarm Sounded Again [J]. Time and Tide. 2005 (23)

4 Wan Senlin, Zhang Ping. Cultivation of Innovative Talents is the Fundamental Task of the University
[J]. Communist Party Development and Ideological Education. 2005 (1)

5 Feng Juxiang. College Students’ Career Planning Based on the Competition of Employment [J]. Career
Stars. 2007 (2)
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C. The existing campus security forces are not qualified
for the prevention of campus incidents

The construction of the campus security team is directly related to the safety and stability
of the campus. To illustrate the problem in China’s colleges and universities as an example, in
the past, Chinese colleges and universities public security departments used to be under the
guidance of the public security agencies and they were the school’s functional departments.
But at present, the school security management team in China mainly consists of campus
security personnel, employed security guards, and other personnel. From a practical point of
view, the quality of these security guards is low and they are weak, so they could not constitute
a powerful deterrent to criminals and they are unable to prevent the campus safety events
effectively. First of all, the existing campus security personnel are not adequate and they are
not powerful enough. According to the provisions of the higher authorities, the proportion of
students and security personnel should be 0.5%.° Secondly, the education background level of
the campus security personnel is generally low; most of them only have received high school
education. Owing to lack of professional knowledge in the business, law and the application
of new technology; it is difficult for them to apply the modern information management and
high technology in the field. Meanwhile, due to the limitations of their own education, securi-
ty guards may deal with things in a simple way and lack of flexibility. Thirdly, most of the cam-
pus security guards have not undergone professional training. In the case of violent attacks on
campus, they are unable to resist. At the same time, due to the shortage of school funding, it
is difficult to provide sufficient defending weapons or equipment. Finally, because of the lack
of legal provisions, the school security departments have no law enforcement powers, and
also lack of corresponding law enforcement capacity. Therefore, it is easy to become a virtual
organization. At present, it is necessary to construct campus policing mechanism.

THE SITUATION OF CAMPUS POLICING
IN CHINA AND THE UNITED STATES

A. There exist gaps and vacuum of relevant laws in China

Unlike other countries, China has no special “Campus Security Act” and the relevant pro-
visions exist in a series of departmental rules and regulations. In April 1988, approved by the
State Council, the Ministry of Public Security, the State Education Commission, the Ministry
of Human Resources and the Ministry of Finance jointly issued “the Notice of Implementa-
tion of Setting up Public Security Police Stations in Higher Education Institutions”. The notice
is an important basis for colleges and universities to establish police stations. So far, many
colleges and universities in China have established police stations on campus, which have
dual functions. On one hand, the police stations are one part of the administrative organi-
zations in the university. On the other hand, the police stations are representative sections
sent by the public security agencies. The establishment of the campus police stations helps
to fight against the criminal offenses and create a good order for the teaching, researching
and working on campus. But in April 1994, according to “the Notice on the Enterprises and
Institutions of Public Security System Reform Opinions Approved by the Ministry of Pub-
lic Security” issued by the State Council, the campus police stations in universities were re-
voked. In December 2002, based on the worsening situation of campus security, “the Notice of
Strengthening Campus Security in Universities by the Ministry of Education and the Ministry

6 Peng Hui. Problems and Solutions of the Security Work in Colleges and Universities [J]. Entrepreneur
World. 2009 (2). P. 116
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of Public Security” (referred to as the Notice) was introduced. The Notice basically established
the system of campus police stations in key universities. But whether the corresponding de-
partmental rules or the issued Notice of December 2002, they cannot cover the fact that the
relevant authorities of campus law enforcement lack of strong legal basis because of legal gaps
and missing. The Notice has the low level of effectiveness, rough content, and simple lines and
many other demerits. Due to shortage of funds, institutional adjustment, and other factors of
management, the plan to station police officers in colleges and universities fell through. At the
same time, the Notice did not give provisions of campus police in elementary and secondary
schools.

B. American campus policing model - “zero tolerance”

In the 1980s and 1990s, the American university campus crime rates rose dramatically, in-
cluding such malignant cases as robbery, rape, drug trafficking and gun violence. The students
became the main prey of criminals and the security of the campus was threatened. Campus
security issues become a major focus of concern by the public. Under these situations, the
Congress of the United States enacted “Federal Student Right-To-Know and Campus Secu-
rity Act of 1990”. The act demanded the universities should publish regularly the security
situation and corresponding measures taken by the campus; and if necessary the universities
should also timely release campus safety warnings in order to make the students and parents
understand the school safety and take corresponding preventive measures. Afterwards, the
act was revised three times in 1992, 1998 and 2000. To commemorate the girl Jeanne Clery
who was brutally raped and murdered on campus, the law was eventually named the “Jeanne
Clery Act” The act first confirmed the implementation of campus police system at the federal
level officially in some universities in the United States, making the system received official
federal legal status and can be implemented and promoted in the nationwide. The act formed
the most typical campus police system in the world. The act also put the amount of violation
fine increased to nearly $30000. It also provides that the Ministry of Education will stop im-
plement fiscal subsidies to the school in case of many violations against students.

In 1994, the United States Congress passed “Goals 2000: Educate America Act”. In Item 7,
it stipulates campus security, the provisions of which prohibit the emergence of firearms, alco-
hol and so on. In addition, the national legislations about campus security in the United States
include “Campus Armless Regulations” and “the Law to Improve the Campus Environment”
etc.” On October 1st every year, Association of Safety Education in the United States discusses
the protection of the safety of the students and the campus employees and puts forward corre-
sponding reports. The report shall provide with crime data in the past three years and release
the safety measures on campus. The new students in the school have the right to be informed
of the criminal statistics.® In 1999, under the authorization of Community Policing Office of
the U.S. Department of Justice, the project “COPS in Schools: Keeping Our Kids Safe” was
spread in the form of cooperative agreement (1999-SHWK-002) in the major primary and
secondary schools in the United States.’

The United States exerts the successful experience of community policing to the campus
safety protection. The community policing office of the U. S. Department of Justice initiatively
combines policing with the campus environmental management work together, forms school
campus security alliance through the school resources officer (hereinafter referred to as the
SRO), and resists campus violence on the safety of teachers and students. In 2000 the United

7 Hou Ruijun. Review of Goals 2000: Educate America Act []J]. Journal of Mudanjiang Normal College,
2006 (4) P.88-90

8 Wu Xinzheng. the Safety Legislation and the Police System in American Colleges [J]. Journal of Wuhan
University of Hydraulic and Electric Engineering. 2000 (3)

9 National School Safety Center, COPS In Schools Keeping Our Kids Safe. 141 Duesenberg Drive, 2000
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States Department of Education confirmed the need to create a safe campus environment,
which was based on strong school leadership, love between staff and students, active participa-
tion of parents and the community in school safety (law enforcement officers and community
representatives should participate in the construction of school safety), students actively taking
the initiative with the school to build a safe environment.” The development and evolution
of American campus police affairs reflect the idea of joint safeguarding the campus security
between centralized government authority and social forces. The characteristic of American
campus policing is to implement the policy of “zero tolerance” on campus. The so-called zero
tolerance is how the police carry out rectification of community policing strategy in New York.
The main content is to forbid street youth any tiny illegal and criminal acts, especially the
small amount of drug addict and trafficking behavior. It can be said that the United States has
a strict police management model. Its management scope includes both the campus and its
surrounding areas.

C. Characteristics of American campus policing

(a). The campus police are the core of campus policing system in the US. The campus
policing is under the governance of multi subjects. U.S. lawmakers and policy makers have
always believed that to ensure the safety of school is a systematic project. To create a safe
learning and living environment for students is not only the responsibility of the school, but
also the demand for judicial department, education department, community organizations,
non-governmental organizations, social media and parents to participate and support.' First
of all, the campus police are the core of campus security management and the campus police
department is a functional department of the school, under the leadership of the president
and the board of directors directly. Campus police have law enforcement power and maintain
the campus public order by the detection of cases and cracking down on campus crimes. At
the same time, campus police also have the function of service. By providing a variety of ser-
vices for the majority of teachers and students and the implementation of humane manage-
ment, they try to narrow the distance between campus police and teachers and students. After
decades of development, the United States campus police have become a highly professional
team with a strict qualification and training system. Secondly, the Department of Education
Administration in the United States regards guaranteeing the safe schools as an important
administrative responsibility. Not only does it provide the material guarantee for school sup-
port, but also helps to guide the school security work and avoids the occurrence of accidents
concerning students. Thirdly, the schools try to establish a cooperative mechanism with the
local police and legal institutions. The schools hired local police to help develop a campus
security program that is suitable for its characteristics, to deal with campus security incidents
and to organize the safety education and training of students. Fourthly, many schools in the
United States have succeeded in carrying out cooperative project on safety prevention among
schools, families and communities. They fully mobilize the active participation of the com-
munity residents in different fields and build a closely linked community security network to
guarantee the safety of students. Finally, the non-governmental organizations get involved in
school safety management. For example, the Red Cross Society of the United States has be-
come an important crisis management organization recommended by the Federal Education
Department to the school.

(b). The United States attaches great importance to legislation and regularizes governance
mechanism through legal norms. A succession of U. S. governments emphasize on the leg-

10 [the US] Daria: the Development of American Juvenile Justice System [J]. (translated by Dai Yisheng).
the Issues of Juvenile Delinquency. 2005(4)

11 Fang Fang. Comparative Study on the Management Mode of Campus Security between China and
the United States [J]. Modern Primary and Secondary Education, 2015 (2)
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islations to protect the campus safety, especially since the 1990s, the Congress and the gov-
ernment have strengthened the governance of school safety through a series of school safety
legislations. In 1990, the United States Congress passed the “Campus Security Act’, giving a
detailed specification of the campus security aspects. The Congress also formally recognized
the campus police system by the way of legislation.

In addition to federal legislation, the United States has also issued a number of state laws
and regulations to strengthen campus security on a more targeted basis. For example, the state
of New York enacted the “Campus Armless Regulations”, and “Rescue Plan” and other cam-
pus security acts. In 2000, the U. S. Department of Education formulated “Protect Our Kids:
Guidance to Actions’, providing the concrete operation instructions for the school to reduce
violence on campus. The act emphasizes the importance of prevention, early intervention
and individual service to prevent school violence. In 2005, the Department of Justice funded
the proposal of “the Integration of Law Enforcement for School Safety: Milwaukee Initiative’,
which called on schools to strengthen the cooperation and communication between school
security organizations.? The legislation in different periods intends to resolve the campus
security issues in different stages based on legal norms, so that the school safety management
has become a stable long-term mechanism.

(c). The United States has adequate funding and modernized equipment. Campus security
work in the United States has sufficient funds. Most schools have adequate budget for campus
security personnel and technical expenditure. Public (state) schools are financed by the state
fiscal funds expenditure and private schools are funded by the school budget expenditure.
Take the salary of American campus police as an example, in 2000, the annual salary of the
average university police chief was 80 thousand to 100 thousand U.S. dollars, equivalent to
other local police chiefs, higher than average professors."

The campus security management equipment has the advantage of high technology. By
using advanced preventive measures and improving the technical facilities, they can ensure
the security personnel to perform the task effectively. In many places of the campus, a dedicat-
ed telephone alarm is provided. Any staft and students who found suspicious circumstances
or emergency situations can immediately contact the alarm telephone and the communica-
tion center may immediately sound recording or video recording and make timely response
and handling. The campus building doors and important building access doors are provided
with a card key lock with password. No matter whether it is a dormitory, a classroom, an of-
fice and a library, an automatic alarm device is installed on the indoor ceiling, and some are
equipped with automatic spraying fire extinguishing device. Each campus police department
is equipped with a considerable number of modern police cars, patrol cars, emergency vehi-
cles, etc."

(d). The cooperation model of campus security is typical in the United States. To play the
role of schools, families and communities, some cities in the United States continue to explore
the cooperation of schools and parents, society and other aspects of security on campus. In
Baltimore, Maryland, they would give full play to the combined effect of the school, the fam-
ily and the community to create a more secure environment and protect the students’ safety
effectively through the partnerships between school, family and community. For example,
due to the awareness of lack of care or supervision for many students in the late afternoon,
which may lead to security issues, community volunteers and parent volunteers try to pro-

12 Li Jigang, Li Xuelian. Study on the Legislation of Campus Security: the Experience of Foreign
Countries and the Option of China []J]. Teaching and Management, 2014 (1). P.15

13 Wu Xinzheng. the Safety Legislation and the Police System in American Colleges[]]. Journal of
Wuhan University of Hydraulic and Electric Engineering. 2000 (3). P. 77

14 Zhou Xianghong. American Campus Police System and Its Enlightenment to China [J]. The Issues of
Juvenile Delinquency. 2008 (6). P. 65 - 66
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vide students with constructive and safe activities, with supervision of adults. Some schools
regularly hold seminars on violence prevention to help families and community members to
share ideas, to create a more secure family and community environment for young people,
and to promote these concepts in the school newspapers. For those students who often play
truant or have bad behaviors, some schools ask the supervisor to make a targeted project and
invite the community volunteers to help students correct their bad behaviors. Some parents
and community volunteers form voluntary patrol team to ensure safety of students in school
and after school on the way."”

As can be seen, American colleges and universities have basically established a legal, pro-
fessional police force, and have special law enforcement powers, thus effectively ensuring the
safety of the campus. In addition to the Campus Security Act as a guarantee, the campus po-
lice also took high-tech means. In this way, they can not only ensure the legitimacy of law en-
forcement, but also ensure the rapid, timely, efficient and accurate enforcement. Because most
American colleges and universities have open campus, and in the face of more complicated
and difficult field, the electronic monitoring and prevention system has become an important
approach to protect the modern campus. The new system can ensure 24-hour monitoring on
campus and the fire, bandits, unexpected events can get timely treatment.

THE CONSTRUCTION OF CAMPUS POLICING
AND SECURITY LEGISLATION IN CHINA

In order to use the campus policing development and construction experience of the US
for reference and combine with China’s specific conditions and the national education system,
it is conducive to the implementation of campus security by understanding the fighting and
prevention of campus violence. The campus police stations should be set up in colleges and
universities by the public security agencies. The administration and business belong to the lo-
cal public security agencies, but the police stations must comply with the relevant provisions
of the school and realize the social security management of colleges and universities. Mean-
while, we should strengthen the campus and its surrounding environment, law and order
in the centralized management, adhere to the principle of “cracking down simultaneously,
giving priority to prevention, tackling the problem, focusing on the fundamental governance’,
conscientiously implement the principle of “who is in charge, who is responsible” and give full
play to the positive factors, deal and control the problem together.

A. Proposal for legislation of Campus Security Act

In China, the protection of school students’ personal safety has been stipulated in a series
of provisions in the Criminal Law, Civil Law, Law on Protection of Juniors, the Education
Law, the Compulsory Education law and the Teachers’ Law. These provisions played a vital
role to a certain extent. But there are a lot of campus safety problems that cannot be solved
because there is a vacuum in the legislation.'® These legislative gaps provide a chance for the
campus violence and reduce the punishment of violent crimes on campus. The so-called legis-
lation only provides basic framework and lacks specific implementation details. As previously
mentioned, we can first carry out the campus police work through a series of experimental

15 Yu Zhonggen. Build Effective Cooperation Mechanism of Campus Safety Precautions in School,
Family and Community -- Baltimore Experience and Its Enlightenment to China [J]. Primary and
Secondary Education in Foreign Countries. 2010 (7). P. 52 - 53

16 Liu Shiguo, Zhang Daogong, Li Chun. the Deep Thinking about the Legislation Related Problems
of Campus Safety in China—from the Perspective of a Campus Injury [J]. Journal of Chaohu College.
2008 (1)
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stations and conduct comparative study, summing up the advanced experiences and ana-
lyzing the reasons for failure, and therefore determine suitable campus police rules for our
education system and then fix the specific rules through legislation.

Firstly, it is necessary to establish the basic principle and operating philosophy of campus
policing work. It is suggested to protect students and the personal and property safety as a
priority task, to combat firmly and actively all that may have a potential impact or possible
threats on the campus security environment, to establish clear and basic concept of campus
policing work. In the campus policing work, the parties are entitled to common goals and
beliefs. The organization must be a lifeless or pathological organization without a goal.'” The
setting of common goals and beliefs is conducive to the cohesion of the police work and to
realize the social value of the police work.

Secondly, clear work guidelines and coordinative principles should be implemented.
Along with the campus safety management, related departments should ensure that all par-
ties can do their best to cooperate with the relevant work. In order to promptly and effectively
combat violence crimes on campus, to avoid blaming, scrambling credit or poor mutual com-
munication and coordination, a chief should be specifically identified as the primary supervi-
sor for the campus policing force. In accordance with the principle of “who is in charge, who
is responsible”, the leadership responsibility system of maintenance of campus safety should
be formed. Police force on campus is located in the area under the jurisdiction of the law
enforcement departments to assign special police officers to communicate with the school,
and then use modern police technology to prevent and control the campus violence. In view
of this, it is recommended for the police to be in charge of the relevant work of campus secu-
rity. This practice is different from that of the United States. The presidents or principals take
main responsibility for the campus security in the US and they are also responsible for the
corresponding campus police work group. But in China the directors of the police agencies
in charge of the campus policing work take the relevant responsible leadership, which is the
embodiment of China’s national conditions. The reasons are as follows:

On one hand, the police director in charge of the police station is more familiar with the
allocation and use of police. Over a long period of training and with professional knowledge
and rich experience, the police director can make the right response and take reasonable
measures in the event of campus violence. On the other hand, the police director has broader
power and can direct the work more effectively than that of ordinary school principal. He
can actively mobilize related functional departments and the society from all walks of life to
participate in the campus safety control. By using government departments and convenient
conditions, he can organize campus policing with much co-ordination work. At the same
time, we should strengthen the leadership responsibility for the actual situation of the school,
prioritize the students’ interests in the first place, establish safe and harmonious campus en-
vironment. Public security departments must conscientiously grasp the reality of campus en-
vironment, public security, fire prevention work to implement area management. In addition,
under the premise of the maintenance of normal school teaching order and teaching tasks, the
school should actively cooperate with the police station to work together to create a healthy
and safe campus environment.

Thirdly, the basic duties and powers of the campus police should be legislated. According
to the national conditions of our country, the expenditure of campus policing affairs is allocat-
ed by the national fiscal revenue. Because of lack of campus security legal system, the campus
police deal with campus violence prevention and control only based on a number of policy
documents. Such a lack of legal basis of the system often leads to a lot of problems in practice

17 Sun Juan. Theory and Image Strategy of Police Public Relations [M]. Chinese People’s Public Security
University Press. 2005, P. 70
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and it greatly weakens the prevention and control of campus violence and combat. Campus
police force should not be limited to the law enforcement police officers. Faculty of security
defense team, security guards hired by the school from social security personnel, even se-
curity service team formed by volunteer students can be integrated into the campus police
force and become the auxiliary forces in the campus police work. This can not only avoid the
embarrassment of the shortage of police force, but also mobilize the active cooperation of
the school. Currently we are expecting the introduction of the “Campus Security Act”, which
can further clarify the policing work jurisdiction and the ways of punishment. The act can
not only enhance the sense of campus security for teachers and students, standardize campus
police law enforcement behaviors, but also contribute to the relationship between police and
campus, and jointly safeguard the safety of the campus.

B. Carrying out campus policing differently

The campus policing work should be carried out with different plans and principles. To
fight against campus violence in primary and secondary schools and higher education institu-
tions should be in different ways. The majority of primary and secondary school students are
minors. Due to the particularity of the minors, the focus of campus policing in primary and
secondary schools should be aimed at legal publicity and safety knowledge popularization. The
campus violence in primary and secondary school is not prominent. The students are in lower
grade and the school environment is relatively simple. Most violations are involved in external
environment against the minors. Therefore campus policing work here should be carried out
with target and with difference. In contrast, higher education institutions are not the same.
The university students are between juvenile and adult. Although they are at least 18 years
of age, they are not sophisticated enough to live in society. The campus is still like the ivory
tower. Their mind and heart has not yet fully met the adult standards. They cannot be simply
treated as adults. To deal with such campus environment of young people, campus policing
should focus on campus safety management, using high technology security control measures
to monitor and control the campus violence.

In addition to that, the legal education for primary and secondary schools should also be
different. In most primary schools, the teachers should take the enlightenment education, pay
attention to cultivate the students’ law-abiding consciousness. In junior high schools, the stu-
dents can focus on studying daily behaviors of important laws and regulations, and develop-
ing their legal concepts and moral values. In high schools, the students should acquire more
education about basic legal knowledge and rights and obligations. Distinct treatment is only a
principled proposal. After all, each school has their own way in such perspectives as students
recruiting, surrounding environment, and school safety facilities. The development of campus
policing work should be fully investigated, communicated and coordinated. According to the
actual situation of the school, the board can further develop the school’s exclusive campus
policing work rules. Only when the policing work put forward targeted security solutions can
we achieve its proper effects.

C. Campus police training plan

In the face of a special campus environment, we have to consider the candidates for the
campus police very carefully. In the selection of campus police personnel, the director should
select those with university degrees or with practical police experience. The candidates must go
through strict recruitment procedures. The screened out personnel cannot get the posts imme-
diately. They need to have a period of six months to one year post training. The training pro-
grams include not only physical training and business training, but also legal education, cultural
quality education, first aid education, safety education and etiquette knowledge education.
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To judge the behavior and communicate with the minors, the adults should not impose
their thinking on minors, instead they should consider from the minor’s perspective. We
should give full consideration to the physical and psychological characteristics of minors and
should allow minors to have the dignity to feel love.'® The campus police should pay more
attention to their strategy in their words and behaviors when communicating with the schools
minors. The primary goal for constructing campus safety between the public security agencies
and the school campus is to enhance campus security confidence. The behavior of the campus
police in the school not only reflects the campus police themselves, but also represents the im-
age of the district police station, public security system, and even the government as a whole.
As Cesare Lombroso mentioned in the Criminal Theory, a book on crime prevention, body
teaching is better than speech; practical moral behaviors are better than didactic theories.
Sense of justice can be maintained by the discipline, which can produce a double effect on ed-
ucation and labor."” Therefore every act and every move of the campus police must be proper.

In addition to the regular training system for campus police, the campus police work
should also be examined and evaluated by the school teachers and students regularly. First,
the assessment result of the policing work can provide a balanced mechanism for the school.
Secondly, effective method to evaluate the campus police may constrain their behaviors.
Thirdly, the evaluation methods can urge campus police to set a good example for the major-
ity of college students on campus. The healthy and positive behavior of campus police officers
can become the model of the students in school, which helps them to form a correct outlook
on life and values. The evaluation of campus police can be conducted every six months and
the school can organize the students and staff to give anonymous evaluation to the work of
the campus police. The results will be used as one of the criteria for promotion and increased
salary. The qualification requirements, ability, work intensity of campus police are higher than
that of general police officers. Thus the wages and ranks should also be slightly higher than the
general police. In that case, excellent talents can be attracted and they can be protected from
the material and system perspectives. The effective improvement of the quality of campus po-
lice and treatment can greatly mobilize their work enthusiasm. On the other hand the system
has also attracted the best people with lofty ideal to join the campus police work.

As for the specific task for campus police, besides the general criminal law enforcement
tasks, campus police should also undertake the following duties: (1) survey of the places that
may lead to students bad behaviors; (2) investigation of students joining in bad gangs; (3) reg-
ular visit and contact with the school: (4) safety check for students living off campus; (5) safety
survey of the campus surroundings; (6) campus security environment test and evaluation; (7)
juvenile deviant behavior notice; (8) campus drugs and violent crime statistics.

As the cradle of cultivating the future backbones of China, it is perfectly logical and rea-
sonable to take campus security seriously. Through a full range of improved campus environ-
ment and the qualities of the campus police, they can show more enthusiasm to make efforts
to crack down on campus violence, set good examples and students and staff, and provide a
safer and purer campus.

D. Legal education and publicity of safety knowledge

The focus of campus policing work should not be limited to violent crimes. Instead of
taking measures to reduce the loss afterwards, more efforts should be put on how to prevent
school violence and reduce the potential threat of campus crisis events. There are a lot of

18 Yao Jianlong. Juvenile Criminal Law and Criminal Law Reform [M]. Chinese People’s Public Security
University Press. 2005. P. 1-2

19 Cesare Lombroso. The Theory of Crime [M]. (Translated by Huang Feng). China Legal Publishing
House. 2000. P. 352-353
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disadvantages on the existing campus policing operation practice, one of which is the mere
formality of legal education and safety propaganda for the students and staff. I have to empha-
size that the campus policing work on campus violence prevention and control is the focus of
education. According to the analysis of Russian experts, high juvenile crime lies in the weak
social education system and the lack of supervision mechanism of minors. Adolescents are
not subjected to the obligations, sense of responsibility and patriotism education.” Obviously,
education is not only the basis for the development of campus policing, but also the initiative
for young people to establish a healthy and good outlook and values. The publicity of safety
knowledge mainly comes from the main subjects to control violent crimes.

First of all, in terms of young people, the campus violence is implemented by the major-
ity of young students themselves and their peers. These students are in need of basic legal
knowledge and they are not sure about the consequences of their behaviors. In view of this,
the legal education is to avoid teenagers getting involved in crimes because of ignorance, ig-
norance of the law or by external adverse factors. Legal education is like a prophylactic, which
can prevent the virus invade the youth on campus. In Memphis, Tennessee, a 3-year-old girl
was killed by stray bullets, which stimulated the police to intervene in campus in reducing
adolescent violent crimes. The program was named the “Memphis to Reduce Youth Violence”,
in which the thought-provoking motto of Memphis, “We teach children the principle of self
affirmation to help them get the ability to survive and succeed. It is teaching in such a way
for a child, so is to the society”*! To instill correct life outlook and values to teenagers is more
important than the publication of legal knowledge.

Secondly, the subjects of publicity of legal knowledge are students, staft and relevant facul-
ty members. It is important to improve the teachers’ legal education. For the violent teachers,
the implementation of their violence is because of their ideological intolerance and they do
not understand the law. As the perpetrators of campus violence, the teachers do greater harm
to the students than the campus violence from the youth. Violent teachers have influence not
only on the physical and mental health of students, but also on the psychological misdirection
of the class. The students who are not mentally mature enough may question their original
education and the established correct values and outlook on life.

Finally, if the campus violence against the students and staff is from unscrupulous men
off campus, the spread of legal publicity and safety knowledge may help to enhance students’
awareness of self protection. In the face of the perpetrators, there is no doubt that the most
correct way to deal with the campus violence is to minimize the possible loss of campus vi-
olence. In addition to the regular campus legal education and safety knowledge publicity,
campus police can attempt to hold lectures or seminars by people from the juvenile court and
juvenile procurator departments. They can talk examples of vivid campus violence cases and
teach students coping methods. They can also discuss the serious consequences of campus
violence from the point of view of the offenders.

These can give a warning to the teachers and students. Such explanation of legal publicity
and safety knowledge is no longer empty dogma of “spoon feeding” education. Teachers and
students recognize the urgency and necessity of campus violence prevention through prac-
tical cases. They may help cultivate the teachers and students, especially students’ ability to
prevent and control campus violence, and reduce the occurrence of campus crisis.

20 Lu Qi. the Study on the Chinese and Foreign Juvenile Justice System [M]. Chinese Procurator Press.
2008, P. 191

21 Liu Zhongwen. Reduce Juvenile Violent Crimes through Prevention and Enforcement in the United
States []J]. Journal of Liaoning Police Academy. 2005 (2)
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CONCLUSION

According to different situations from different schools, campus policing takes measures
th a clear objective in mind and helps coordinate collaborative problem solving with stu-
nts, parents, teachers, school staff, school administrators and the police, and also to involve

the local community in school safety. Campus policing is designed to induce community
policing into the school environment by educating both law enforcement directors and school
administrators in a comprehensive community policing training curriculum to prevent stu-

de

nts and teachers from campus violence. Selecting, training and developing campus police

officers are very important. The officers and educators will be provided with an array of pro-
grammatic opportunities to complement their mutual interests in providing a safer campus
environment in the learning process.
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INTRODUCTION

The leading system of the temporary police organisation is a very complex task. The Hun-
garian National Police’s temporary police organizations work very effectively in order to solve
different extraordinary situations. These situations are big challenges for the well organised
staffs and organizations. In the management process, the role and the place the working
methods of the commander and the staff is extremely important. This study shows the lead-
ership requirements, principles and methods, the structure of the organisation’s several tasks,
the best practices and the preparation process as well as practice of these organisations and
the flow of the practice.

The main requirements of the law enforcement leadership

These are the most important requirements that we have to enforce as a leader:
1. Continuity means that leading has to be uninterrupted in all circumstances.

2. Strength means the resolve to carry out the tasks. Do not be afraid of the difficulties;
find out how to solve the problems more effectively with less energy.

3. Operativity means that the leader has an ability to recognise and solve the problem.
The analysis and evaluation can help to solve this task.

4. Flexibility is the reaction and sensitivity to the occurring changes.

5. Consistency provides predictability. The application of this principle helps the work
experience, the leadership practice, the routine acquired in the former positions in different
levels.

6. Purposive means that during the leadership process the leader has to connect the tasks
and the sources in order to solve the different problems.

1 E-mail: kovacs.gabor@uni-nke.hu.



38 Gabor Kovacs

7. Prevision is the recognition of the circumstances which influences the activity. The
leader can use the SWOT analysis (Strength, Weaknesses, Opportunities and Threats) to
analyse the possible impacts.

8. Undercover. Keeping this principle provides suddenness and surprise.

The key principles and characteristics of the management of law enforcement agen-
cies organizations

During the management process the leaders have to keep to the following principles.

- The principle of personal leadership methods. The responsibility of the leader is wide-
ranging. He is responsible for the process, the activity and the staft of the whole organization.

- The principle of the centralized management structure. The command structure of
law enforcement and military organizations is organized according to hierarchy. The main
tasks of all commanders and leaders are the full implementation of the received orders,
commands (actions, instructions).

- The subsidiarity principle means that - if it is possible - all decisions should be made at
the lowest level, where the greatest experiences, knowledge and competences can be found. The
decision-making problems will be forwarded to the higher levels of management if they do not
have adequate powers to carry out the decision at that level.

- The principle of the initiation of the subordinates. During the implementation of the
new situation, the subordinates should give all new information to the leaders. The different
changes lead to the occurrence of different events.

- The principle of constant readiness. At different levels, different leaders of the law
enforcement organization should be ready at all times to address unforeseen and unexpected
situations and tasks.

- Ensuringlogistics management. It means providing the materials, information, people,
systems, energy at the right place in the right time. The logistical tasks can be summarized
by nine criteria: the right information, the right materials, the right energy, the right people,
access to adequate amounts of the right quality at the right time, right place and right cost.

- The principle of cooperation. The military and law enforcement organizations can only
be effective when the subordinated organizations and leaders cooperate and coordinate the
activities. The basic and essential philosophy of success is the well-organized cooperation:
when organized from the upper management levels to the lowest level. It is fruitful between
the subordinate departments and individuals.

- The principle of synergy. This is cooperation in which more items or co-factors give
higher performance. The higher income is created if the elements or factors are simply added
together.

SITUATIONS POSING A POTENTIAL RISK
AND DEALING WITH THE POLICE FORCES

According to the (1) § 1 of the Hungarian Police Act, “Police of the Republic of Hungary is
responsible for public safety, public protection and guarding of the state border, control the border

traffic and maintaining order in the state border”

The successful implementation of this task within the police organization means that the

21994 XXXIV. Police Act §1. paragraph 1
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management system sometimes needs to create temporary senior managing elements. Of
course, in their work the police have to cooperate with other law enforcement and non-law en-
forcement organizations. An extraordinary situation is “unusual, different from the every-day”
situations. The types of emergency situations are uncountable: many different causes exist in
the everyday life of organizations (flood, epidemic disaster, mass illegal migration, fire, terror-
ist attack, extreme weather condition etc.). The police are responsible for the public safety. In
these cases the different police agencies need to create temporary law enforcement manage-
ment organizations.

These specific temporary law enforcement management organizations deal with the afore-
mentioned emergency situations.

Managing the unusual,
extraordinary situation

Unplanned and
unpredictable event

Planned,
Predictable event

— Clarify, take action, take report
Compilation

of mission control group

Evaluation of the
situation

Issuing a preliminary injunction

| Compilation of mission control group |

| Updating the plans ‘ Evaluation of the situation

. Planning
| Decision | (adaptation of the existing plans)
| Measures ‘ | Decision |

| Measures |

| Leading the activity ‘

| Leading the activity |

Impact analysis, feedback -
| Impact analysis, feedback |

| Evaluation ] | Evaluation |

Figure 1: Managing the unusual, extraordinary situation

All types of extraordinary situations make an important feature of the extension and the
intensity. Both of them have a significant impact on the manner of implementation of the
activities.

In most cases the police service — both in Hungary and worldwide - was created in order
to solve the different tasks in close cooperation with the partner organizations (for example:
Army, Disaster Management Agencies, Civil Security Organizations, National Ambulance
Service, National Public Health Service, etc.) together.

In general, each organization will implement the activities falling within the scope of their
competence, thereby increasing the efficiency, the efforts of the different bodies are added up.

In some cases, the police handle the situation alone (if it is necessary, with the involvement
of other collaborating organizations in the activity).
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Such extraordinary (emergency) situations could include:

- security arrangements related to important state and non-state events;

- public policy - public safety related offenses;

- extreme weather conditions;

- epidemics, mass diseases;

- accidents causing massive damage;

- mass migration movements (refugee emergency);

- recurrent mass movements, congestion (e.g.: trucker strikes, demonstrations slowing
traffic down, border crossings point blocking, etc.);

- rescue situations;

- other extraordinary events (they can be extremely diverse).

The main features of extraordinary situations

One of the most important and indispensable elements of the information management
process® is the analysis (the event, the consequences and opportunities of the own forces, the
cooperating status of the organizations, the population, the territory, the terrain and weather
conditions).

The analysis of the available information is one of the most important steps of the manage-
ment process. The evaluation of different effects means the basis of the solution at the time of
an extraordinary situation. It is recommended - definitely after the event, after having solved
the unexpected situation - to make a thorough analysis and evaluation of the experiences in
the frame of a calm atmosphere. The aim of these evaluation activities is that in similar cases
in the future we will be able to handle similar situations more effectively. It is advisable to
elaborate and create a kind of knowledge base, in which we can evaluate the experiences of
the previous events.

It is a principle in management science that different situations should be handled where
they occur, where the most available information can be gathered and where we can intervene
without delay”.

Occasionally, the police have to intervene in the daily life, they have to prohibit or limit the
rights of citizens or even compel them to do something. (e.g.: in the case of bird flu the closure
of the areas or during events to ensure the closure). Exceptional measures in the affected area
and time should be introduced, which could require temporary restriction of citizens’ rights,
and the ensuing significant economic losses may involve serious conflicts of interests among
citizens.

This situation has to be treated in a specific and unusual way. The contemporary managing
organizations have to follow the events, have to communicate, which also belongs to their
core tasks.

In these states of emergency situations force redeployment, as well as additional resourc-
es, may be required. These measures can be localized and limited in time. The coordinated,
multi-player and well-founded decision-preparing process with personal responsibility, as
well as the coordination of the implementation of duties is necessary.

The decision-making process should be based on the analysis of the broad and diverse
information performed by the staff and taken to the commander. During the entire process of
dispatching management activities an interactive flow of information analysis and communi-
cation goes on in which the staff maximally serves the commander.

3 Czuprak-Kovacs (2013): Vezetés- és szervezéselmélet 5.3. 142-143.p . NKE. Budapest, ISBN 978-615-
5344-36-7.

4 Kovacs-Schweickhardt (2014). Organization and management system of law enforcement agencies
Budapest: National University of Public Service, pp. 17-56. (ISBN:978-615-5305-79-5)
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THE COMMAND AND CONTROL MODELS
OF THE HUNGARIAN NATIONAL POLICE

We have to study different management models in order to place the mission management
model into the system of management theory. The police basically use the centralized man-
agement model.” The characteristics of this model are associated with the centralization of the
decision-making power and the leaders.

The information flow between the various organizational elements is essentially a top-
down direction, a (vertical) flow of measures, instructions and commands coming from the
upper level. The immediate and rapid flow of information through attendance and reporting
systems designed from the upper level to the lower management levels is also provided. The
ideal condition is where the relevant information reaches the lowest level in the shortest time
possible and returns to the highest level.

The organizational structure of the police covers wide possibilities. Linear, staff manage-
ment, functional and organizational models can also be present. These different models of the
organization usually occur in combination, taking advantage of the benefits of each model.

The police leader is always under the pressure of time and he has to analyse, evaluate the
incoming information, react to them constantly and direct the activities of the subordinates.

Linear management model

The so-called linear organization model means that everyone gets instructions from only
one person. This model is used in the small law enforcement bodies where homogeneous
tasks are carried out. It is applied on squad-level, in platoons and company and management
organizations. It can also be applied by the management of a variety of temporary organi-
zations (patrol groups and patrols). It is characterized by the body’s ultimate leader using
commands to direct the activities. It is the commander who leads the organization and carries
out certain tasks.

The advantage of the model: there is a direct connection between the management levels
and the flow of information is rapid and accurate. This model makes it possible for more pre-
cise definition of the tasks to be defined and a direct feedback. The organizational elements
of the model can be expanded horizontally and vertically but can be reduced as well. This
organization structure can be very flexible.

The disadvantage of this model is that it is difficult to apply. This kind of leading system as-
sumes well prepared leaders. The lack of horizontal communication can be a problem among
the lower organizational elements which can be compensated at different meetings. The prob-
lems of several subordinate units can be solved only at the top management level. The system
is relatively closed and the leader or the deputy leader keeps the contact with the environment
of the system. The body is not flexible enough, the lack of specialization increases the burden
of the upper-level managers. The model is the most powerful when applied in field teams
(squad, section, platoon and company-wide leadership organizations).

Staff management (organizational) model

The management model can be adopted in the law enforcement bodies where the leader
(commander) directs an organization higher in level than a company or a battalion, where
the decisions of the leaders (commanders) are prepared by the people specialized in different
fields (lecturers, staff officers), but all power is concentrated in the leader’s hands.

5 Kovacs (2014). The police staff’ s management practice. 225 p. Budapest: Hungarian Association of
Police Science, pp. 141-151.(ISBN:9786155305511)
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The work of the well-organized staff is directly involved in supporting the forming of
professional decisions, the implementation of the organization, management and control.®

The benefit of the organizational model is that the staft gives a high degree of support to the
number one leader because the professionals in the fields provide expertise and the qualitative
implementation of the professional management is continual and consistent. Occasionally, as a
body, it may confront several points of view for the sake of assessment, but in all cases the deci-
sion-making responsibility rests with the commander.

Functional governance model

The vast majority of task in today’s organizations require so much specialized expertise
that the professional and general management leadership are separated. In the functional gov-
ernance model the direct link remains between the leadership and the organizational levels.

The staff officers, who are usually experts in various fields, get the opportunity for obtain-
ing direct information from data services, on-site inspection and reporting systems in some
cases, which is necessary to make right professional decisions.

The advantage of the model is ensuring a high degree of professionalism, a unified profes-
sional management of the homogeneous processes and collecting and transferring the direct
professional experiences.

The mission of the staff

The well organised staff is directly subordinated to the tasks of planning, organizing and
managing the implementation.

The basic tasks and mission of the control staff:

- to collect, record, analyse and evaluate the data referring to the situation of the public
safety and crime situation as well as to the police and cooperating agencies;

- to prepare the necessary proposals in order to support the leader of the staff;

- to improve the deployment plan, written policies, orders, reports, and the development
of communications;

- to deliver tasks to subordinates and to organize preparations for performing them;
- operating the command posts;

- to collect, to study, to analyse and to generalize the experiences and transfer them to the
subordinates;

- to control and support the subordinates in the process of the implementation of the tasks;

- to design the tasks of the all-round support and to coordinate their implementation in
order to achieve the aims;

- to maintain the communication and cooperation.

6 Kovacs-Horvath (2014). Management and organization theory of law enforcement agencies. 240 p
Budapest: National University of Public Service, pp. 57-92. (ISBN:9786155305412)
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The Staff ofthe extraordenary situation
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Figure 2: The staff of the extraordinary situation

Requirements for mission control centers, the most important requirements

The most important requirements for the mission control centers are the following:
- A close relationship between the work of the staff and the subordinate organizations.

- A sense of purpose means that the staff is constantly seeking to select the most important
tasks. It identifies the most important priorities for implementation during the action.

- The operative ability of the staff to carry out the tasks within the time specified.
Approximately two thirds of the time is provided to the subordinates to get prepared. Further
forms and methods of the work are selected in accordance with the situation.

- The organization is alogically-designed work processes embodied in the implementation
of the necessary tasks and activities for which a reasonable sharing among the various
management bodies and enforcement agencies is needed.

- 'The anticipation is manifested in the fact that the staff are able to predict the processes
at the same time. They are able to determine the evolution of the situation, and the further
opportunities.

- Initiative means, that the staff recognizes the decision points and handles the situation.
They can find the most effective solutions and carry them out. (This requirement is extremely
important in rapidly changing and complex situations, as it is extremely important in case
of new or unexpected tasks that the subordinates require the immediate reaction of the
superiors.).

- The fundamental and indispensable condition for a close relationship between the
staff and the subordinate is to know the status of the subordinates. This can be created by a
continuous flow of information and exchange of information.

The general structure of the staff (management)

The general structure comprises three levels: the commanding and personal staff; the co-
ordinating and expert staff; and liaison officers.
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The mission of police staff

The leader (commander) is located at the top of the organization, he bears personal re-
sponsibility as a leader, and he is ultimately responsible for the operation of the organization
led by him. He is the main person responsible for all that he did or failed to do. His role is to
bring together the activities of the entire organization, to ensure its operation by exercising
the management functions and to enforce his expectations related to the operation of the
organization.

All of the leading functions help the leader to fulfil a successful activity.

The management process has a broad professional bibliography a version of it will be
presented here.

Occasionally some of the leading functions can be repeated or can get to the front and the
process can be very flexible. All managing functions prepare successful activities the aim of
which is to make the work of the organization very successful.

The leading functions used in the law enforcement and military organizations are the
following:

1. collecting, analysing and application of the information

planning (making the different variations of the decision, preparing the decision)
decision making (the most important leading function)

organizing, coordination (to implement the decision)

leading (leading the tasks)

QI

control and evaluation

Elements of the management systems in particular situations

Within the fragmented multi-level mission management systems, the planning period is
integrated into the management functions of command and ordinary working structural sys-
tems where the planning of tasks is sequential, parallel and a combined working method can
be realized.

- Usingthe sequential method, the planning is implemented by the different management
levels consecutively. When the higher management level completes the planning, the next
level and the subordinate leaders can begin the work. The individual management levels
prepare and implement their duties in a cascading way. This method is usually used when
there is sufficient time for planning and carrying out the task.

- Parallel working method is applied between the different management levels of the
design work. It is done almost at the same time. The upper management level completes short
preparation work to be able to give the data to the lower management level. It virtually covers
extended precautionary measures. This working method will be applied when only short time
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is available to perform preparatory tasks. The leading organizations carry out their tasks in
parallel.

- When the combined methods of work is applied sequential and parallel planning is
applied together. Two management levels work parallel and on one management level, they
work in a cascading way. This working method is the used to shorten the time for planning.

Design and analysis of the variants activity

The staff must answer in the following questions related to each type of activity in order
to help the leader of organization. These are the Who, what, when, where, why and how
questions.

- Who? Which organization will carry out the task.

- What? What kind of task is given to the law enforcement organization, what kind of duties
they have to carry out (securing an area, riot control, sealing, operation, check point).

- When? When they have to start and finish the activities. We have to know the dates,
which are need to ensure the successful activities.

- Where? Is there a designated territory where the law enforcement organizations operate?
- Why? What is the purpose of the operation and the law enforcement activity?
- How? How we should perform the tasks with our forces?

The commander has to answer the first three questions and the other questions will be
answered by the staff.

The management process in order to solve the problems during
the extraordinary situation.
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Figure 4. The management process in extraordinary situation
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The decision and the decisions taken (Methods of taking a decision)

- The purposeful decision. In this decision-making method, in order to make a more
detailed analysis, self-break sections are made in the process. The advantage of this method
is the more detailed overall analysis. The already developed plans let changes be done in
accordance with the changing of the situation.

- The dynamic decision. When the action begins or a different situation arises that differs
from the one that has been planned before, you have to take into account that, in this case, a
new decision should be created or you have to modify the original decision. Through making
of dynamic decision, the staff make the analysis of the most important moments.

- The method of quick decision is similar to the dynamic one, it is used during the activity
when the time available is considerably less.

- The immediate response is a leadership method in which the commander cannot apply
the previously described management methods. In this case he leads his subordinates based
on the information provided by his existing experience.

Table 1. The methods of decision making

The methods of decision making (comparison)
Scheduled decision | Dynamics decision | Fast decision | Real time decision
The planning time more less more less minimal time is
available
The involved staff more less more less | Minimal staff may
be involved
Eg}e{:ﬂr)rilﬁ?sgement smaller bigger the biggest the biggest
The prepared versions more less at least not existing
sequential mode arallel
Work method parallel, combined p bined operative |real time operative
method combine
SUMMARY

The leading system of the temporary police organisation is a very complex process. In
order to cope with different extraordinary situations, the law enforcement organizations must
be well prepared. The principles and methods of leadership need to be effective and the or-
ganization must be appropriate for the tasks. Improvements may be introduced during the
management process.
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POLICE EDUCATION AND TRAINING
IN A TIME OF CHANGE

Nevenka Tomovic, MSc!
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Abstract: In most countries the police are an agency under ministry of the interior
or the ministry of justice. Police are regulated by specific police laws, regulations,
instructions, and are controlled on several levels. Today all police forces go through
periods of reform and organisational changes. However, police reforms may or may
not lead to the intended changes in police practice. It is often forgotten that police
organisation can achieve its goals and objectives only by people, police officers doing
their everyday job, and that education and training can serve as a vehicle for imposing
changes within the police and for its professional work for society. Bologna process has
influenced police education and training systems but they still vary greatly. FRONTEX
has developed the Sectoral Qualifications Framework for border guard qualifications
that reflects the entire scope of learning in the border guard field. Based on it, the first
certified joint European master study in strategic border management is in progress,
delivered by 6 universities or academies around the European Union. CEPOL on the
other hand initiated the European joint master programme as a two-year course that
provides master level education for law enforcement officers on the topics relevant to
the security of the European Union and its citizens. Do national police organisations
pay enough attention to education and training and development of their staff?

Keywords: police education and training, organisation, professionalism, Bologna
process.

INTRODUCTION

An organisation is a group of people working together in a structured and coordinated
fashion to achieve a set of goals. The goals may include such things as profit, discovery of
knowledge, national security and defence, or social satisfaction.?

Peter Drucker?® writes: “The first question in discussing organization structure must be:
What is our business and what should it be? Organization structure must be designed so as
to make possible the attainment of objectives of the business for five, ten, fifteen years hence.”

To be able to meet and respond to new challenges and developments, organisations must
reorganise accordingly. Every reorganisation can be difficult, as it affects people and the func-
tioning of organisation. Police organisations are rather big and inflexible and every change
takes time. It makes sense to consider the following quotation of a German professor Knut
Bleicher* who says: “We work in yesterday’s structures with today’s methods on tomorrow’s

1 E-mail: n.tomovic@dcaf.ch.

2 Griffin, Ricky (2008): Fundamentals of Management (5" edition). Houghton Mifflin Company,
Boston, p. 3.

3 Drucker, Peter (1954): The Practice of Management. p. 194.

4 Bleicher, Knut (1999): Das Konzept Integriertes Management.
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strategies — primarily with people who built yesterday’s structure with the culture from the
day before yesterday and who will not be around to experience the day after tomorrow within
the organisation.”

In discussing organisational design, it is good to know that there is no best pattern. The
interaction between structure, system and culture should be taken into account. When some-
thing changes in the organisation or when we plan changes, we have to know where the change
will take place and why and what will be the result of the change. Nothing will improve by
changing the structure or the personnel or the manager if the problem lies elsewhere. A new
organisational structure will not improve a dysfunctional system or an ineffective purpose or
bad performance and lack of competences.

In the late 1980s and in 1990s many governmental and non-profit organisations faced
increased financial vulnerability due to reduced funding. Taxpayers asked and governments
were forced to demand more professional management practices and measurable outcomes
while keeping costs low in all governmental and non-profit organisations, especially in edu-
cation, health care and security.

Many managers in public administration see their job as one of administration. They in-
terpret what the legislation or top management expects from them to administer. They see
their job as giving orders and direction with the demand for efficiency, controlling the results
and reporting to the higher level. Their focus is on structuring the organisation so that there
is a division of labour and a hierarchy of authority®. In the past when environment was stable,
in many police cultures this was only what was expected from the leader or commander at
different ladder of hierarchy.

The main aims of the police in a democratic society governed by the rule of law are:
- to provide security and safety to the citizens,

- to protect and respect the individual’s fundamental rights and freedoms,

- to detect, prevent and combat crime,

- to provide assistance and service function to the public.

Any citizen can do whatever he/she wants unless it is prohibited by the law. Police officers
are only allowed to do what is provided by written laws.

The police are a public body which is established by law. All police activities are performed
in close contact with the public. Police operations must always be conducted in accordance
with the national law and international standards accepted by the country. Police shall be or-
ganised with a view to earn public respect as professional upholders of the law and providers
of services to the public. Police personnel at all levels is personally responsible and account-
able for their own actions or omissions or for orders to subordinates. The police organisations
have to provide a clear chain of command within the police. It should always be possible to
determine which superior is responsible for the acts or omissions of police personnel. In
addition, police personnel have to be able to demonstrate sound judgment, an open attitude,
maturity, fairness, communication skills and when appropriate leadership and managerial
skills and possess a good understanding of social, cultural and community issues.

All these basic rules, requirements and demands are written in the European Code of
Police Ethics (2001) and shall be taken as basic principles in organising and managing police
organisations. It cannot be forgotten that police organisation can achieve its goals and objec-
tives only by people, police officers doing their everyday job.

During the last years we are faced with many changes and the world and working environment
is not as stable as it used to be. In the modern policing we have entered the era of unpredictability of

5 Koehler, Pankowski (1997): Transformational Leadership in Government. St. Lucie Press, pp. 5-6.
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events, mass migration, terrorist threats, sophisticated organised and financial crimes, and police
organisations struggle to keep up with these developments. However, globalization has changed
the nature of internal and international security and with it the role and function of police organ-
isations. European Union integration has set new and comparable standards especially for cross
border police cooperation. It is no more important only what we do, but also how we do our job.

Police as large organisations is not easy to change and changes are even not wished for.
The biggest challenge for police managers lies not in the changes within the organization or
in the changes of laws and legislation, but in the demands that public raises for the police for
higher security standards, and in the people they manage - the kind of people they are, the
expectations they have, the values they hold and the incentives they respond to. Today we are
dealing with a more educated, more varied and more demanding work force than ever before.

Police organisations in all countries that emerged from former Yugoslavia went through
at least one reorganisation, but the same happened in other countries as well. Police organ-
isations have tended to have tall, multi-level hierarchies. Many western police agencies are
currently engaged in rethinking their roles, restructuring their organisations and changing
their cultures to adjust to the rapidly changing conditions. They are “flattening” their organi-
sations and reducing the number of police officer ranks. The effect of flattening the hierarchi-
cal structure is to devolve decision-making authority and responsibility to the working level
(empowerment).

The fact is that education and training can serve as a vehicle for imposing changes within
the police and for its professional work for society. The question is how police organisations
care about this function, where it is positioned within the organisation, how important it is
for their own professionalization and what attention they pay to the development of its staff.
There are some reasons to believe that police organisations in the region have neglected this
function or they are not aware enough how education and training are important for pro-
fessional functioning and development of the organisation. It is often forgotten that police
organisations can achieve its goals and objectives only by people and it cannot be indifferent
how and where they are educated and trained.

POLICING AS A PROFESSION

Years ago there was a vivid discussion whether policing is a profession or not. To be a
profession it needs its own education and experts who can control it as a profession. Today
this debate is out-dated. The fact is that policing is a profession and Frontex and Cepol as two
European agencies dealing with the education and training in the police and border guard can
contribute a lot to the further development in this field.

Policing today seeks not only to deal with security problems and crimes already commit-
ted but to prevent crimes by addressing the issues that underlie them. Following regulations
“by-the-book” has been replaced by increased reliance on innovation, initiative, and expertise
in interpersonal interactions.

Policing is more than just an occupation, it is a profession. We can summarise the profes-
sion as characterised by three main characteristics:

1. it has an unique body of knowledge and special education and training,

2. it performs work of social value, and

3. it controls and regulates itself, often with the special code of ethics.

The special trust given by the public to the police requires for the police to exercise the
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highest standards of ethical conduct in the execution of their duties. While performing their
duty, police officers must respect and protect human dignity and maintain and uphold basic
human rights as well as civil and political rights.

Members of the profession have a degree of discretion about how they do their work. It is
expected that they exercise professional judgement in the best interest of the client or com-
munity. We do not tell a doctor how to perform a surgery/operation, even if our leg is at stake.
We trust that work will be done in our best interest.

Samuel P. Huntington defines professionalism based on the three “distinguishing charac-
teristics”: corporateness, responsibility, and expertise.®

CORPORATENESS

The members of a profession share a sense of organic unity and consciousness of them-
selves as a group apart from laymen. This collective sense has its origins in the lengthy dis-
cipline and training necessary for professional competence, the common bond of work, and
the sharing of a unique social responsibility. Entrance into this unit is restricted to those with
the requisite education and training and is usually permitted only at the lowest level of pro-
fessional competence.

RESPONSIBILITY

The professional is a practicing expert, working in a social context, and performing a ser-
vice, such as the promotion of health, education, or justice, which is essential to the function-
ing of society. The client of every profession is society, individually or collectively. Financial
remuneration cannot be the primary aim of the professional. The profession is a moral unit
positing certain values and ideals which guide its members in their dealings with laymen.
This guide may be a set of unwritten norms transmitted through the professional educational
system or it may be codified into written canons of professional ethics.

EXPERTISE

The professional is an expert with specialized knowledge and skills in a significant field of
human endeavour. His/her expertise is acquired only by prolonged education and experience.
It is the basis of objective standards of professional competence.

Emphasis on education and training is clearly reflected in all three characteristics.

EDUCATION AND TRAINING

We agree that professions should have formal education systems, rigorous training, and an
admittance examination prior to entry. What about the police as a profession?

There are different concepts in police education and training, different career and promo-
tion paths and different position in the societies. In some countries there is a strict division
between policemen on basic level and police officers (military approach). Basic education

6 Huntington (1957): The Soldier and the State. pp. 8-10, 15.
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is reserved only for policemen and higher education is for police officers. Access to promo-
tion is meant for those with higher education only. On the other hand, it is possible in some
countries to become a senior police officer (trough further education) and even director of
the police even if one starts from the bottom. In some countries police academies are part of
the police, ministries of interior or governments, in some they are independent institutions,
members of universities and under the authority and supervision of ministry of education.
In this case, access to the higher police education is open to the public, without any selection
procedure and police do not guarantee employment after completing the studies.

For years, police education in many countries has been a rather stable process. In the west
European countries it was composed of 1-2 years of study recognised internally within the
police only, while in the east part it was composed of secondary education, followed by higher
education, both publicly recognised.

The fact is that societies today are more and more educated and more demanding, young
people have reached, and want to reach even higher education than years ago, we face demo-
graphic problems and they will be even more evident in the future. Professions in the public
or state administration are on the higher educational level, and many countries have realised
that police officers at all hierarchical levels need to have higher education, partly for afore-
mentioned reasons and partly to invite/attract young people to become police officers. Bolo-
gna and Copenhagen processes and EU policies tend to harmonise education, enable trans-
ferability of educational achievements, and promote mobility and recognition of all kinds
of learning - formal, non-formal and informal’. Police education needs to be conscious and
consistent with what is happening in public education.

All these reasons combined are forcing member states to review and reform their police
education systems. Not so long ago it was debated that different objectives apply to police
education and to training and the question was whether police need education or training,
whether they should be provided simultaneously as a single process or should they be ordered
sequentially.® Today it is clear that police officers can no longer manage their jobs only by
being trained in skills how to carry out procedures and activities according to manuals. They
need to address a wide range of unpredictable situations through independent, creative and
critical thinking without having to wait for orders from above. They need to command and
interact with well-educated people and professionals; they need communicative skills and un-
derstanding of social, political, economic and cultural complexities. They need to be reflective
and self-critical about their own behaviour, attitudes and approaches.’ They are guardians of
the constitution and laws. Their behaviour must be in compliance with the restrictions set to
them by the law. When communicating with public, maintaining public order, during the in-
vestigations, apprehension and collection of evidences, their behaviour must be in line with the
legal provisions and professional standards.

It is not our intention to judge the appropriateness of particular police education system,
but we would like to stress: 1) that police officers would need to have higher education (pro-
fessions in the public or state administration are on the higher educational level already); 2)
education and training should be integrated - this means no matter where the police educa-
tion institution is placed there should be close cooperation with the police, offering the room
for practical experience and for problem based learning; 3) students have to be exposed to the
systematic and comprehensive education and training in policing and have to receive knowl-

7 Recommendation of the European Parliament and of the Council of 23 April 2008 on the establishment
of the European Qualifications Framework for lifelong learning, OJ C 111, 6/5/2008.

8 Police Science Perspectives: Towards a European Approach. (2009), Extended Expert Report,

CEPOL, p. 159.
9 Ibid., p. 162.
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edge, understanding and skills which can be used in their daily work almost immediately.
We are coping today with the short life span of useful knowledge and the fact is that many
professors in police academies simply do not have such knowledge. Police academies must
become organisations that are learning all the time and in close cooperation with operational
police, where feedback is integrated into every working process, and operations are fed with
research findings.

Would it be possible to imagine medical doctors or pilots being educated at universities
and placed immediately after graduation into surgery room or plane cabin without having
passed prescribed practical training?

In many European countries they are well aware of the needed interplay between educa-
tion and training. Bologna process provides a general framework for that, as it is possible to
get credits for the practical learning as well. Of course, the question is how Bologna is imple-
mented in particular country, but there are a few good examples:

- In Germany, all 16 Lander have their own police agencies and their own institutions for
education and training of police officers. The ,,new* Police Program (Bachelor degree course —
since 2010) consists of 6-semester integrated study (interplay of theory and practical training
in police units). Police Management need to undergo the 4-semester Master’s degree course,
first two semesters in cooperation with the local police academies and last two semesters
in cooperation with the German University of Police in Miinster. Each programme needs
approval by the Senate of Interior (Ministry of Interior in Berlin).

- The Finnish Police University College is a polytechnic located in Tampere, which
operates under the Ministry of the Interior, providing education in the field of police studies.
The University College is responsible for police training recruitment, for selection of students
for diploma and advanced programmes, for organizing diploma and advanced studies, for
further training given in the training institute and for research and development in the police
field. All new police officers in Finland graduate from the Police University College. The
college offers a 3-year Bachelor’s degree in policing, a Master of Policing degree and further
specialist studies.

- In Sweden, since 2015, the police education is entirely outsourced by the Swedish Police
Authority, and is carried out at three universities: Vixjo, Umea and Sodertorn. It covers five
terms, and the last two include six months of paid workplace practice as a police trainee.
Applicants must have basic eligibility for higher education, the personal qualities deemed
necessary for the profession and meet a number of physical requirements of the job.

- The Norwegian Police University College, owned by the Norwegian Ministry of Justice
and the Police, offers education for the police force of Norway, including a three-year basic
education and a possible expansion with a Master’s degree. It received a full accreditation as
a university college in 2004 (from 1992 to 2004, it only had accreditation for its programmes,
not a full institutional accreditation). Interesting is that the 1** and the 3 year are delivered
at the College and the 2™ in police units with defined (credited) programme and under
supervision.

- The Estonian Academy of Security Studies delivers several security studies (police,
border guard, rescue, correction, taxation and custom). The basic police study consists of a
3-year professional higher education. In distance studies, the officials already working in the
Police and Border Guard can obtain higher education. The Master’s studies of Internal Security
is a practice oriented, outcome-based education, which allows professional and personal
development and supports lifelong learning for officials in the field of internal security.

- The Police Academy of the Netherlands is a School of Professional Education that
offers fully accredited bachelor’s and master’s degree programs in Policing and Criminal
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Investigation techniques. The Police Academy is the official training centre for the Dutch
Police. Most programs can be studied in part-time, full time or in blended learning formats.

Frontex'® has followed these developments by designing the Sectoral Qualifications Frame-
work (SQF) for Border Guarding. This is an overarching framework for border guard educa-
tion and training. Based on job competences it aims to develop common training standards
that meet the border guard organisational needs whilst facilitating interoperability, harmon-
isation and mobility of border guard learning across the EU. As a high-level set of common
standards, the SQF plays the role of a “translation tool” for the various national qualifications,
supporting national integration of common curricula and linking different training systems.
It facilitates mobility and development of joint programmes for border guards. Moreover, the
SQF enables accreditation and validation of all training courses and provides a possibility of
training certificates recognised by all European countries and national education systems.

Based on SQF, the joint Strategic Border Management Master’s Programme has been cre-
ated. It is the first joint master’s level curriculum in the area of border management. The
aim of the curriculum is to promote interoperability, and to harmonise training and profes-
sional standards. The curriculum consists of ten modules starting from strategic planning
and finishing with the implementation of research methods. In 18 months students acquire
knowledge and skills necessary in European border management on a strategic level. The
programme started in September 2015, is delivered by academies and faculties in Estonia,
Latvia, Lithuania, the Netherlands and in Spain. With the support of ECA" the programme
is accredited in all mentioned countries.'* The first group of 27 students will receive their
degrees in June 2017.

Another example is the European Joint Master Programme as a two-year study pro-
gramme initiated by the European Police College (CEPOL). It is the first EU academic pro-
gramme aimed at addressing common challenges of police cooperation in the frame of in-
ternal security. The first Master (2015-2017) started in October 2015 under the leadership
of the German Police University and the 7 modules will be implemented by the following 7
EU member states: Hungary, Finland, Spain, France, Bulgaria, Germany and Portugal. Ac-
creditation has been provided by the Spanish accreditation Institute ANECA and the master
Diploma will be awarded by the Spanish Open University UNED (Universidad Nacional de
Educacién a Distancia).

These praiseworthy activities could be unavailable or less attractive for police/border
guard officers in some countries and especially in the countries from the region. The condi-
tion for the entering the programme is nomination by the border guard or police authority
and finished programme with 180 credits which is not equivalent to many basic police educa-
tion programmes. After successfully finishing any of those master programmes, students will
get 90 credits which could again contradict with national conditions for master programmes
and they could face problems with formal recognition of their learning.

Through the Border Security Programme (BSP), DCAF" assists the governments of Alba-
nia, Bosnia and Herzegovina, Macedonia, Montenegro and Serbia in creation of the reliable
and eflicient border security systems. In years 2005-2011 in the frame of the programme,
DCAF conducted two courses for Station Commanders (ITCSC) and two for Regional Com-
manders (ITCRC). The courses were developed by prominent academics and border guard
practitioners from the EU. They are designed as blended learning, combination of self-study,

10 European agency for the coordination of operations at the external borders of the EU.
11 The European Consortium for Accreditation.

12 http://ecahe.eu/w/index.php/European_Joint_Master’s_in_Strategic_Border_
Management_%28EJMSBM %29.

13 Geneva Centre for the Democratic Control of Armed Forces.
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e-learning and classroom activities, to guarantee access to relevant knowledge, skills and
competences for border police officers without removing them from their professional duties
and responsibilities for longer periods of time. The main aim of both courses was to bring to-
gether border security leaders in a learning environment, to enable them to gain new knowl-
edge, skills and competences, to share their ideas and experiences and to contribute to the
institution building in their countries. DCAF tried to get accreditation for these programmes
by academies in the region, but without success. Most support was given by the Academy of
Criminalistic and Police Studies in Belgrade.

In the frame of the BSP, DCAF organises regular meetings with chiefs of border police. On
declarative level they express all importance and support to education and training of their
staff, but it is evident that they rely more on their own training activities than to academies.
They think more about what they can do in this regard than what academies should do to
fulfil their needs. It may lead to the two tire system, dispersion of scarce resources, which can
weaken both parties. We believe that all countries in the region are too small to waste their
resources in this manner.

CONCLUSION

Regardless of where the police education is placed, within the police organisation or inde-
pendent of it, police authorities in the region should pay utmost attention to police education
and should be more demanding. The importance that the organisation provides for education
should be reflected in the organisational structure. In all examples mentioned above, through
several negotiations, police and educational community (and government) have found solu-
tions that meet needs and standards from both/all sides.

Police is a specific organisation and should be seen as knowledge profession with a higher
value put on education, training and research. How can this be achieved without academia in
the noblest sense of this word? And how can academia develop knowledge on policing with-
out policing? What is the purpose in educating police officers, if they will not be employed by
police or other security agencies?

It would be much more reasonable to join efforts and find a solution acceptable for both
sides, to strengthen cooperation with other academies, and with joint programmes, especially
for senior police officers, to enable exchange of students, professors and experts. Many police
academies are working on that already and Frontex and Cepol support that. What we could
miss is closer involvement of police organisations in such endeavours and mutual cooper-
ation with academies. Why not strengthen such collaboration in the region for the sake of
more knowledge and competences, for better work in policing and for better cooperation
between police organisations? We should not forget that we can speak or at least understand
common language and it is a big advantage for this region.

It would be very much in line with all trends in contemporary policing and security de-
mands.

Joint education and training programmes could have several benefits. Besides all learning
they get, participants become aware of the changes that are underway, broaden their percep-
tions on problems and solutions and finally, close learning and working relationships create a
basis for trust, which is itself the cornerstone for successful cooperation.

Education and training are interventions for the future and it would have been just in time
if we had such solutions yesterday.
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Abstract: In 1941 at the time of occupation of Nis, there was organized German
occupying, military-police government. There were special civilian and military police
and intelligence organizations which acted under the protection of Feldkommandatur
809. Regarding the civilian police organizations the most important were: Gestapo
(the secret state police), the Hilfspolizei (abbreviated Hipo; literally: auxiliary police),
and of military police-intelligence organizations: GFP (military secret police), Abwehr
(military intelligence service), and Feldgendermerie (military gendarmerie).

In this article, the authors write about the activities organization of these military-
police organizations and their communication with the population in Nis, that is
media presentation of these activities.

Key words: military-police government, occupation, relations with population,
repression, media presentation.

INTRODUCTION

Police and army were the supporting pillars of occupying authority in the central town of the
Southeast of Serbia Nis, during the four year violently taken control over lives and work of the
people in it, from 1941 to 1944. Their structures and working organization are the examples that
have to be carefully studied in order to come to qualifying answers on the question referring to
what kind of lever German occupiers were relying on in these years so as to achieve the impres-
sion of normal life in the country which they violently occupied.

Only two days upon German declaration of war to the Kingdom of Yugoslavia, and furious
bombarding of Belgrade on April 6, 1941, similar scenario was repeated on Southeast of Serbia,
in its central town Nis. Early in the morning of April 8, at about seven oclock, German airplanes
flew over from the East and started bombarding this city thus destroying numerous important
structures, both industrial and residential. Many people perished, the whole families perished.
On the same day, a little earlier, at about 5 oclock, the tank units of the German Army clashed
with the members of Toplicka division of the Kingdom of Yugoslavia Army, which was closing
the valley of Nisava. There was severe resistance, and for short German forwarding was sopped.
However, due to the lack of ammunition of those who resisted, the German forces succeeded to

1 This article is the part of the Project No. 179074, completed by Centre for Sociological Research at the
Faculty of Philosophy University in Nis financed by the Ministry of Education of Republic of Serbia.

2 zoran.aracki@filfak.ni.ac.rs

3 matinski.l@gmail.com
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break through the front to Pirot and Nis, andat 9 oclock on April 9, occupied this city. By this
started Fascist-Nazi occupation of Nis which lasted until October 14, 1944.

Immediately upon occupation, the German units, in later period helped by Bulgarian oc-
cupiers and also the domestic collaborators, organized the local authority within which the
special place was taken by police-army authority. Within this authority there were special,
civilian police and military police and intelligence organizations that functioned under the
Feldkommandatur 809. This article explains their activities in occupied Nis and the way of
communication with the citizens of conquered but not soothed city.

Using the historical methods, and at the same time many thousands of available docu-
ments from the state archive, we will try to reconstruct the most important events of that
time. Other relevant sources in Serbia about police military directorate in Nis almost do not
exist, because the writings about that in the local scientific journals were very modest and
very careful, whereas study and research works almost do not exist. In few media of Serbian
origin circulating at that time, there are not enough documents of these authorities’ activities.
All the media at that time were used for propaganda and very rarely dealt with the activities,
and more rarely or not at all had the reports containing police military activities. It is the fact
that these services communicated with the citizen by announcements, declarations, posters
and flyers... At the final part of this article, we will deal with few Serbian media that were
published during the time we are writing about.

Our aim is to point to the working organization of these police military services that Fas-
cist Germans considered to be extremely important for keeping order in the occupied city, to
their brutality of treatment, to propaganda, one way of communication with citizens. In this
way we want to break away from oblivion many events in which many thousand innocent
people suffered and to give our modest contribution to the truth of the time which must not
be forgotten.

GERMAN POLICE-MILITARY STATE APPARATUS
IN THE OCCUPIED NIS (1941-1944)

By the attack without declaration of war and air bombarding of undefended cities, among
which was Nis in April 1941, the Germans started one of the bloodiest clashes in the Balkans.
“Hitler, immediately upon occupation started to dismember (the debellation of) the Yugoslav oc-
cupied territories. His principle was that “peoples cannot be Germanized but territory’, and in
order to achieve that, during the period of Yugoslav occupation by the help of his subordinates, he

exterminated population in different ways.*

The Germans started killing in Nis and its surrounding immediately upon city occupa-
tion. Even during the April fights German soldiers did some individual manslaughters in the
villages of Nis accusing the population of attack. “German soldiers in the village of Cokot (the
village near Nis, author’s note), on April 9, killed Vitomir Lazic and his brother Radomir dis-
pelled to Donje Medjurovo (the village near Nis, author’s note) and shot on the railway station
there.” There were more killings in the villages surrounding Nis, “first of all due to Chetniks
actions of discovering the weapon. However, the archive material is incomplete’,* so there are
no more official data.

4 More in Dedijer, Vladimir & Miletic, Anton, (1991): Against Oblivion and Taboo (Jasenovac 1941-1944),
Sarajevo: progress; Belgrade: Association for genocide and war crimes research, p. 15

5 History archive Nis, Fund of the Serbian Commission for war damage of the Nis region (1945-1947,
box 2. file “Cokot”.

6 Ozimiz, Nebojsa & Dincic, Aleksandar & Simic, Bojana & Gruden Milentijevic, Ivana & Mitic, Ivan
(2014): Victims of Nis Lager, Nis: Nis Cultural Center, National Museum of Nis, Medivest KT, p.10.
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Nis has always been important geo-strategic point, especially in the direction from the North
to the South. The city is very important as the center of Morava-Vardar valley which represents
the Balkan spine. That was known to all occupiers, as well as to the Germans in the World War
I1. The German Nazi military force occupied Nis on April 9, 1941. Before that, the city was bom-
barded from the air and very much destroyed.

When they entered Nis, the Germans immediately set the priorities — strengthening the
economy and protection of traffic communications (railways and roads). One of the first ob-
ligations of the occupier was to activate the economy in the city more quickly and completely.

In the early days of occupation, after the total break-down of the Kingdom of Yugoslavia
multi- national army, the Germans immediately organized military-police directorate man-
aging apparatus. The supreme authority was Feldkommandatur 809 which consisted of 23
persons. At the top of the Feldkommandatur was Colonel Karl Bothmer as of April 1941 until
August 19437 From August 1943 until the German withdrawal from Nis, the head of Feld-
kommandatur 809 was Colonel Fen.

The lower section was Krajskommandature which consisted of 7 persons. The head of
Krajskomandature in Nis was Major Miler from April 1941 until June 1943, when he was
moved to Zajecar. Captain Bartelasen, who replaced him, was the head of Krajskommanda-
ture from June 1943 until the end of the war.

Apart from Feldkommandature and Krajskomandature there was Standortskomandature
in Nis with four persons. Major Friecke was the head who was of Prussian origin. He was the
head of this organization for several months, from April 1941 until the end of the same year.
He was followed by Colonel Munder who originated from Vienna and who was in Nis until
the end of the war.

One of the most important bodies was Gestapo - Geheim staat polizei, Secret state police,
which consisted of 23 persons. The head of the Gestapo was Hammer, a Captain from Berlin,
a pedagogue professor. He was on this duty from May 1941 until January 1942, when he was
moved to Kosovska Mitrovica. Captain Brand replaced him and he stayed until July 1942. All
the time during the war, the deputy of the Gestapo chief was Ervin Vinek, a Lieutenant from
Hamburg.

Gestapo organized the concentration camp on Red Cross in Nis. The Concentration Camp
commander from its founding until June 1942 was Zulch who originated from Hanover. On
the position of Concentration Camp he was replaced by Saurlein Robert, who stayed in Nis
until May 1943. The last Concentration Camp commander was Hoffman, until the end of
1944, i.e. until the liberation of Nis.

Gestapo, apart from foundation of the Camp, set other main tasks — the fight against polit-
ical opponents, especially against intelligence services of the USSR, Great Britain and America.
At the same time, Secret State Police was responsible for safety of the factories in Nis which
were in service to the Germans. All the bigger industry companies in the city (Railway work-
shop, Stokoehold Red Cross, Tobacco Factory, Machine Factory and Foundry Pejic, Stefanovic
and Companies, Mita Ristic and Sons Textile Factory, Brewery Apelovac) had German com-
missioners. Their task was to organize and monitor the production process. Very quickly they
achieved the high production rate. Shutdowns and strikes were forbidden. The occupier was
especially interested in traffic normalization, especially the railroad due to undisturbed troops
transport and military material to the battlefields of Asia and Africa. The normalization of
economic life was important to the Germans also due to military force supplying.®

7 Bothmer was captured by the English in 1946 and was delivered to Yugoslavia where he was shot.
8 Andrejevic, Sevdelin (1970): Economic Development of Nis from 1930 until 1946, Nis: Narodne
novine, Prosveta, pg 201.
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The economy of Nis was an important part of German plans. There was even a German
company for buying out of wine in Nis for the needs of the Third Reich (Karloviz). The company
consisted of seven persons and dealt exclusively with wine from the Nis region. The company
was part of a wider organization responsible for economy (Tot). The head of the company was
SS Captain Braun all during the war, from April 1941 until the end. Under the authority of this
company was even the Bor mine, the mine in Jelasnica near Nis, Quarry St Petka in Sicevo and
sand extraction in South Morava.’

Also, one of the Gestapo priorities upon arrival in Nis was organization of its bodies in the
police structure of former Yugoslavia in order to make this apparatus function in the service
of Germany. Germany took over prisons, especially those in which political convicts were
imprisoned. Gestapo took the complete files from the Police directorate of Nis. In reference
to all this, Secret State Police represented the main executive authority in Nis responsible for
arresting, shooting and forced labour.

In the intelligence security sense, the role of Gestapo was dual - to collect the data on
activities of the aforementioned companies, interesting for the Third Reich and to organize
the agents’ network on terrain. These agents were divided into two groups - loyal and of proof
were into the first group whereas only those of proof belonged to the second group. In order
to achieve the stronger effect in the work, Gestapo sent people from Nis to Pancevo, where
there was counterintelligence course in duration of four months. Those agents were given
special credentials.

There were two priorities in the Gestapo work - Partisan and Ravna gora movement in the
region of Nis. The movement of Dragoljub Mihajlovic was of special interest to Gestapo. It is
well known the Gestapo took action of sending field agents in order to check the Ravna gora
movement forces. Upon well performed action, it was determined that Deligrad corps under
the command of the Major Vlastimir Vasic had 400 soldiers and that Cegar corps of the cap-
tain Mirko Cirkovic had 4800 soldiers. The Ravna gora organization in Nis was very strong
and had significant actions. One of these actions was the Leader factory in Nis liquidation of
the director, Srdic due to his work in favour of Gestapo. The most important organized cell of
Ravna gora movement was in the then Railway workshop (contemporary Machine industry)."

Apart from Gestapo, there was SS police organized in Nis which was composed of 13 peo-
ple (Zentralbalajtung der vafen SS polizei Nisch). The head of it from April 1941 until 1943
was Rec, a Belgian from Berlin. After him, from the beginning until the end 1943, the head of
SS was Hodum Ad, an Austrian, the retired from former Austro-Hungarian Army. From the
end of 1943 until the end of the war, the head of this institution was Suls, an architect from
Cologne.

Of the police structures, the important was auxiliary Police (PGKI) - Hipo hilfspolizei with
37 people. This police was formed by Lieutenant Colonel Maks Semler, who immediately after
May 12, 1942, was moved to Belgrade. He was inherited by Lieutenant Colonel Oto Vehover,
an Austrian from Vienna who stayed in Nis until July 1943. After the war he was extradited by
Austria to Yugoslavia and was shot in Nis. From July until the end of the war, the head of this
institution was Lieutenant Colonel Fric Saupe from Dresden. This police was in close coopera-
tion with the Mayor Gabel, the police commander in Bor mine. Gabel was awarded the golden
badge NSDAP that was given only to specially credited members of National-Socialistic Party.

9 Ditto
10 This information is taken from the original documents which are in the Archive of state bodies and
service of the Kingdom of Yugoslavia, occupation authority in Serbia, DFY, FNRY, SFRY
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GERMAN MILITARY SECURITY STRUCTURES
IN OCCUPIED NIS

Besides police, military security institutions were organized with the main task to protect
German military and political authority in the city. One of the most important institutions
was Military Secret Police - Geheime foldpolicei (GFP). The management of this police con-
sisted of eight people. The head of Military Secret Police was Hans Morker and his deputy was
Jokov Pecar, a Sub-Lieutenant originating from Beljka. They stayed in Nis until June 1942.
They were replaced by Karl Obenland, Sub-Lieutenant from Vinterberg who stayed in Nis as
long as the end of the War. The aims were to create intelligence posts in Nis and the reports
were directly sent to Belgrade. This Military Secret Police took over the archive of the En-
glish-Serbian Club, French-Serbian, Masonry and Philatelic. In its work, the Military Secret
Police used Feldgendarmerie.

German Reich had one more very important military institution that existed in Nis and
acted secretly. It was German Military Intelligence Service. Abwer (Abwer ster trup). It is
known that only two officers acted within this institution in Nis. Abwer was founded within
the period from December 1941 until January 1942. Two officers that Abwer consisted of
worked as civilians in the deepest conspiracy. They constantly were on trips, very rarely in the
town. They managed to make excellent organization, especially in the villages surrounding
Nis. All the people that were important to them, particularly those who cooperated, were in-
vited by them via Feldgandarmerie. Although they worked in the strict discretion, one Abwer
action was recorded by the Intelligence Service of Great Britain. Abwer managed to enlist
a certain Vasilije Jovanovic, who was discretely inserted into the Great Britain Intelligence
Service. Jovanovic was supposed to form a group in Nis to work for the British. The cover for
his work should have been the Branch of Cereal Company, with the main office in Belgrade.
Jovanovic sent information upon Abwer tasks. The main task was to find the location and
people for the radio station and secret agents to work for him. He found the premises near
Great market in Nis. His further task was to send data where the British would throw food,
weapons and equipment and to whom - the Partisans or the Chetniks. Abwer, as long as the
replacement of Jovanovic managed the whole of this action around the middle of the War."*

As additional military institution, within occupying forces, Military Gendarmerie was
formed- Feldgendarmerie. The head of this formation was Jenning from April 1941 until June
1943. He was replaced by Kineberger, Sub-Lieutenant who stayed in Nis from July 1943 until
June 1944, when he was moved to Leskovac. As of June 1944 until the end of the war, the head
of the Military Gendarmerie in Nis was Lieutenant Vajland. Military Gendarmerie served
separately to Military Secret Police and Military Intelligence Service (Abwer).

After the occupation of Nis, Standortskomandatura was founded. It was a specialized military
institution well known as a housing command. This institution kept records about the German
troops both transit and outgoing, their lodging, nutrition and flats distribution. The head of this
institution was a Major Friecke, originating from Vienna.

By the reorganization of the Germans commanding in Serbia, the complete authority in
all the cities were taken by SS and German Police thus gaining the full authority over police
and military prisons and concentration camps in the organization of which they took part in
summer of 1941. Regular military units in concentration camps and prisons were replaced by
the SS units. “According to Hitler model, in order to prevent outburst of the new rebellion, at
the beginning of 1942 Serbia was turned into the police state where the nominal authority was
given to the Military Commander of Serbia, but real was given to the Commander of the Police

11 Ditto
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and Security General August Majner, uniting these institutions. He was only formally subor-
dinated to German Military legal commander”"? In this way there started SS, police-military
terror of unseen proportion, the beginning of Jewish question solving by the aid of truck-killers
(‘dusegupka’) and mass liquidations of the prisoners of both resistance movements.

PROPAGANDA, CULTURE AND MEDIA DURING
THE OCCUPATION

Propaganda, culture and media had an important place in the occupation apparatus. For
the aim of coping with the population, the German Propaganda unit was founded with six
people. Until November 1942 the head of this unit was Korn. The Abwer officer Kill, a mem-
ber of National-Socialist Party replaced him. He was in Nis from November 1942 until the
end of the war.

Propaganda activity in glorification of the Third Reich values was under the authority of
Kulturbunda, which was also founded in Nis with eleven people. The head was Uhlauf Geri-
gevski August, as the president.

Almost the same activity had German Proofreading, also founded within occupational
authority in July 1942. The head of Proofreading as of August 1943 was Rudolf Bratanic,
ethnic German from Nis, the professor of the First Male Gymnasium. He was inherited by
Fridrih Troj from August 1943 until the end of the war. On the position of the Secretary in
German Proofreading in Nis was Vitko Radenkovic, allegedly the follower of the Commu-
nists. Radenkovic was killed in 1944 by Cegar Ravan gora corps in Zaplanje (Gadzin Han) due
to his affiliation to German occupational authority. The German Proofreading was composed
of all the German language teachers in the city. Their basic aim was to organize German lan-
guage and literature courses.

German occupation forces were seriously supported by the Quislings, a domestic orga-
nized governing apparatus with General Milan Nedic as a head. He wholeheartedly supported
German occupation of Serbia with the Serbian State Guard (SDS). In Nis there was Regional
command of Serbian State Guard. On its head were several highly ranked officers of former
Kingdom of Yugoslavia Army. So from July 1942 until the end of the year on the head of SSG
was Colonel Borivoje Markovic, who was transferred from the Command of Chetnik and vol-
unteer platoons with the seat in Nis. He was replaced by the artillery Colonel Filip Dimitrijevic,
who was on the head of SSG until July 1943. From August 1943 until January 1944 this duty
was performed by Lieutenant Colonel Branko Obradovic, and as of February 16 until the end
of the war, Lieutenant Colonel Mirko Stankovic. Serbian State Guard was the part of German
occupational apparatus and completely fulfilled all the orders of the German authority.”®

Beside Serbian State Guard, one more Serbian military-political organization was under
the full authority of the German government, Nazi occupational structures. It was ZBOR
(Yugoslav National Movement) of Dimitrije Ljotic, which apart from political also had mili-
tary part more known as Serbian Volunteer Corps (SVC-SDK). Ljotic’s organization was very
powerful in Nis. Its activity existed before the war but by the arrival of the Germans it inten-
sified its activity. Apart from civilian organization, the Fourth Serbian Volunteer Unit was
also stationed in Nis for a certain period. The captaincy of the Yugoslav National Movement
(ZBOR) in Nis was closely connected with the Chetniks of Kosta Pecanac in the field. Petar

12 BA, HA, box 27 document 11/7-1, The subject of accuses August Majner and others.
13 Date taken from the original documents kept in the archive of the state bodies and service of the
Kingdom of Yugoslavia, occupational authority in Serbia, DFY, FNRY, SFRY.
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Vukovic, the head of the Yugoslav National Movement intensively used Pecanac’s Dukes who
were on his terrain. It was one of the tactics of the German authority so as to more serious-
ly use the organization of Kosta Pecanac in practical combats on terrain against the Parti-
zan-Communist Movement. Nis regional headship of ZBOR included the counties of Nis,
Morava, Sokobanja, Bela Palanka, Svrljig, Luznica and Zaplanje. It was extremely wide area
where it was required to organize the German occupational authority.

The second prominent Ljotic follower, Mirko Nesic from Nis constantly had conversations
with Korna, the chief of propaganda department of the German command in Nis. Nesic re-
quired the Bulgarian withdrawal from the city and instead of them to bring in the volunteers of
ZBOR who had only to be recognized as legitimate opponents to Communism. Kory did not
approve of this as the Germans wanted good relations with the Bulgarians as allies of the Nazis.

The third, probably the most prominent Ljotic follower was Mirko Zivanovic, the chief of
the Special Police in Nis, which was remembered as the most brutal, especially to the mem-
bers of Partisan movement and the Jews, although there is some evidence on their participa-
tion in arresting of the Chetnik members of Draza Mihailovic”'* Zivanovic’s greater respon-
sibility refers to participation in the crime against the Jews from Nis done by the Nazis in
this city when almost 400 Jews were killed including women and children. Zivanovic actively
participated in this.

Such occupation military-police apparatus existed in Nis until the defeat of the German
Nazis in 1944.

The Germans communicated with the population in Serbia and also in Nis mainly by
writs,”” announcements, posters's and flyers. Some of them were placed on the central squares
in the town, some were distributed in the streets and some may have been found in the il-
lustrated magazines which mainly were circulated in Belgrade with the aim of propaganda
glorification of the Third Reich success.

“In its war propaganda in 1941 and partly in 1942 the Germans accused the members of
the National resistance movement for the riots in Serbia, actually the communists and very
often Jews, and in this context they announced that certain number of communists were shot
although with them they liquidated the others - military Chetniks. The shootings of the Jews
and Roma were not issued in the form of posters. It was in accordance with the Nazi ideology.
They thought that Serbs would rather hear the accusations against foreigners than their own
citizens. This is how it appears to be the difference between the German public and internal
documents: in latter more often is mentioned the name of General Draza Mihailovic and his
“bandits” who were shot as a special category of convicts. Poster announcements on shoot-
ings whether the communists (komunissten) or the followers of Draza Mihailovic (S.M. An-
héanger) was not for each executed reprisal. Occupation authority announced them only when
they thought the effect would be produced in citizens or if the main Commanding General of
Serbia requested, that is the chief of the police and security service. There are very few when it
is the reprisal in question which during the occupation were performed in Nis”"”

14 Aracki, Zoran.&Vuckovié, Vladimir (2015): Strukture, Activity and Media Presentation of Police in
Nis From 1935-1945, u:Thematic Conference Proceedings of International Significance “Archibald Reiss
Days”, ur.: Kolari¢, D., Vol. I, Belgrade: Academy of Criminalistic and Police Studies, pp. 459-469.

15 By approval of Feldkomandature 809 it was announced to population by a writ that shot people upon
verdicts of German military courts may be excavated and moved for the burial to the cemeteries of the
place of origin due to which it is impossible to determine the exact number of shootings before it was
moved to hill Bubanj (Ozimic atall., 2014:11)

16 German felkomandature in Nis by posters announced that on June 18, 1941, Gradimir Todorovic
and Dragoljub Cekic from Turekovac near Leskovac were shot for unauthorized possession of weapon
(the Report and the order of Commissariat Directorate and Nedic government for the region of Zajecar

1944-1942, book 1-rewritten: Bozidar Blagojevic, Negotin-Zajecar, 2006, p. 42)
17 Ozimic at all, 2014, p. 19-20
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“During the occupation in Nis there was not any magazine published apart from occasion-
al numbers of some religious journals”'® In the town at that time the “New Times” were read,
Belgrade Quisling body of Nedic authority, then the “Mondays”, the journal that replaced
on Monday the “New Times”"* and Ljotic’s journal the “Renewal” and also many illustrated
German military magazines. Editing of journals and magazines during the German occupa-
tion was regulated by special Regulation on press announced by the Military Commander in
Serbia on May 20, 1941.The essence of this Regulation was that nothing in Serbia might be
published unless they had approved it. Everything published was censored by the Propaganda
Department “S” of the Military Commander of Serbia”*

Among the German illustrated journals circulating in Serbia the special was military
magazine “Signal” the aim of which was besides the glorification of German war success
to discourage Serbian people from any kind of resistance. It is interesting that in journals
which were under the strict censorship of the German occupiers many journalists from Nis
region cooperated. In the Quisling journal “Our Time” the following people cooperated: Jo-
van Momcilovic, regular correspondent from Sokobanja, then Slavko Grujic from Aleksinac
region and Marko V. Simic from Nis; for well-known Ljotic’s journal “Serbian people” from
Nis Mil. Milosevic cooperated; and in Ljotic’s journal “Our Combat” with its stories from Nis
appears Mil. Stankovic”*!

In accordance with the time and strict censorship of the German authority none of them
seriously wrote about the ways of police-military occupier’s structural organization. It is in-
teresting that in the whole review of what was written in Nis the most demanding journal the
“New Times” once published in more details the information on the announcement issued by
the Field Commander Colonel Freiherr von Bothmer referring to three assassinations on the
railway Belgrade-Salonika from the June 16 until July 21, 1942. Concluding that these assassi-
nations damaged the traffic structure, the Field Commander announced the reward of 100.000
dinars to those who help catch the assassins”*

CONCLUDING DISCUSSIONS

During the German occupation, Serbia was real police state where nominal authority was
held by the Military Commander of Serbia but true authority belonged to the Commander of
Police and Security who united these institutions. Under his jurisdiction were done numer-
ous, up to then unseen crimes over civilian population, resistance representatives and espe-
cially over the Jews and Roma who actually were not treated as humans. Their problem was
solved by deportation to concentration camps, with mass shootings, truck-killers...

Based on the documents which we have presented, it may be concluded that police forces
were organized very well, with publically oriented aim to preserve peace and order, and nor-
mal economic activity in the city. As the time passed, openly erupted activities that looked like
everything else but not participation in normal life of citizens.

On the side of the occupier were domestic Quisling forces, among which the special part
played the members of Special police with the longest leadership of Mirko Zivanovic, an ex-

18 Aracki, Vuckovic, 2015, p. 466

19 The first number of the “New Times” was published on May 16, 1941. Its publisher was Serbian
Publishing Company which was founded by the fusion of the biggest Belgrade newspapers companies:
Politika, Times and Justice.

20 Bjelica, Mihajlo& Jevtovic, Zoran (2006): The History of Journalism, Belgrade: Megatrend University
of the Applied Sciences.

21 Mircetic, Dragoljub (1972) : Nis press 1871-1971, Nis: Gradina, p. 103

22 Zikic, Milen& Jamkovic, Boban (2014): Nis in the journal New Times 1941-1944, Nis: History
Archive, Faculty of Philosophy, pg.218
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ponent of the Movement “ZBOR” of Dimitrije Ljotic. This police have been remembered by
brutality, especially to the Partisan movement members and to the Jews and Roma although
there is the fact that its members participated in arresting of the Chetniks of Draza Mihailovic.

Media picture and presentation of the German police and military apparatus work in Nis
of that time is very poor. It has to be taken into consideration that at that time local media in
this town did not circulate, and that the paper with the most circulation was Ljotic’s the “New
Times” printed in Belgrade. That paper edited by the collaborators of the occupier was severely
censored. Since the freedom of speech did not exist, it is obvious that the news on German
police and military forces brutality had to be omitted. Admittedly, there is the fact that the
Fascists, that is the Nazi regime contributed to the freedom of entrepreneurship, that is, did
not stop initiations for starting new journals. This is one more proof that the existence of many
journals and radio and TV stations is not the guarantee of democratic life and work in the me-
dia sphere. The real truth is that the freedom and democracy do not exist without free media.
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Abstract. The application of the authorization, the authorized officers of the police,
in the form of the use of force, coercion or even in the form of the use of firearms,
belongs to specific competencies for policing. The aim of training future police
personnel is for them to acquire specific competencies. The basic hypothesis stemmed
from the assumption contribution of certain morphological characteristics and motor
abilities of precision shooting from the pistol CZ 99. Current policy change allows
officers to insert a bullet inside the barrel of a pistol before the conditions for the use
of firearms have been fulfilled, indicating the possibility of using double action as
the technical characteristics of the official gun and thus the importance of specific
morphological characteristics expressed through the dimensionality of the hand
and index finger, as well as the specific motor abilities expressed by isolated forces,
among others, the articulation index finger. The aim of this study was to determine
the relation between certain morphological characteristics and motor abilities and the
quality of the firing from the pistol CZ 99 for the total sample in the study, but also
separately for the subsamples of male and female students. The sample of the study
consisted of 62 students of the Police Academy (18 female and 44 male students).
There were 3 characteristics of morphology scope, 4 characteristics for motoric scope
and 1 characteristic scope for precision shooting from a pistol CZ 99. The application
of statistical package SPSS - version 19 determined basic descriptive indicators for
the total sample and for subsamples defined by the criteria of gender. To determine
the contribution of monitored anthropometric characteristics and motor abilities,
precision shooting, we used regression analysis - linear model in the total sample and
in the defined subsamples. The results indicate a statistically significant contribution of
predictor variables defining criterion (p .000) in the total sample and the subsample of
respondents were males. It is particularly significant contribution of the variable that
was defined as the maximum force communicated articulation index finger moving
simulated pulling the trigger.
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INTRODUCTION

Within the available authorization for the realization of their role, authorized officials of
the police (AOP) are also given the opportunity of the usage of firearms. To meet the quality
profile of the perpetrator affairs of potential future AOP, students at the Police Academy (PA)
are obliged, among other things, to adopt the conditions and manner of the use of firearms.
Experiences from these areas indicate small number of the use of firearms, which certainly
does not have to be the right picture options (rights), and needs (AOP obligations). Members
of the Ministry of internal affairs of Serbia in the period 2003-2013 had 211 uses of a firearm,
which is only 0.59% of the total use of means of coercion in this period®. Of the total number
of use of a firearm, two, or 0.95%, after the process of determining the justification and cor-
rectness, estimated as contrary to law. During this period, a firearm was used in 9 cases for the
protection of life, 24 times to prevent an escape after the crime, 20 times to prevent the escape
of prisoners?, 93 times to repel an attack by itself, and 20 times to repel an attack on the other
persons or objects. During this period there have been 45 cases of use of firearms for other
reasons (prosecution of the vessel, shooting animals ...). By the use of firearms in that period,
the police officers of this ministry killed 22 persons. Earlier studies of foreign researchers,
suggested that the lack of strength, especially hand grip strength, is a limiting factor in the
high art of using firearms, especially with the low height females (Newberry, 1991; Atkins,
1993). In his work, Gregory S. Anderson [1], on a sample of 54 male and 11 female recruits for
the police call, tried to discover the effects of certain motor parameters (muscular strength,
endurance ...) to predict the results of shooting police recruits. The study results were pointing
out the unjustified (with a limit of inference because of the subsamples size) use of handgrip
strength in the selection of police recruits. Moore and colleagues [10] in a sample of 44 police
officers in training (22 male and 22 female) found significant correlation between the test
results shooting with qualified gun, with shoulder strength, handgrip strength, and especially
with the power to withdraw the trigger finger.

Research in this area (Arlov 2005) on a sample of 38 active police officers, females, has
shown a significant association of force articulation index and the time of firing the first shots
as well as two-handed combined grip and precision shooting from a pistol CZ 99 engaging
double action as essential technical characteristics of quality service pistol. Results of study
point to the inadequacy of service weapon female AOP and the need of adjusting the weapon
to the specification of this police population. On the same sample in the new study previous
results are checked and confirmed as well for firing a revolver (Arlov, 2007) of different di-
mensionality, and the use of single or double action®. The same author on a sample of 236 stu-
dents of the final year of secondary school of Internal Affairs (Arlov, 2007) found a significant

3 Information on the extent and quality of the application authorization in the form of the use of force,
have been taken from the doctoral dissertation of a colleague mr Zoran Kesic, prepared for public
defence at the Faculty of Law, University of Belgrade.

4 The adoption of the new Law on Police, amended the provisions that have defined the right to use
firearms in circumstances of the prevention of the escape after the crime as well as the preventin;
arrested persons from escaping. The first co-author of this paper has pointed to unjustified (Arlov, 2014)
giving the right to the use of firearms to prevent escape of a person after the commission of the crime
(since the same is not life-threatening) or to prevent the escape of a prisoner (with respect to ANAC
that the person was under the low-quality contacts AOP, and thus created the possibility for him to run,
5 Common names for ways when just before pulling the trigger, hammer or striker must be stuck or
pulled to the last position is the single-system operations, a single action and is often used as the English
term “singleksn” (Single Action). On the other hand, when during the withdrawal of the trigger, at
halfway, the striker first go to the back position , and by continuing the pull of the trigger, the striker
suddenly moves to the initial position, then it is a double action or actions (the same procedure, dragging
the trigger, performing two actions). English term for this system is “dablek$n” (Double Action) or
common abbreviation — SA and DA.
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overall contribution of certain motor skills, to differentiation between groups that are defined
according to the criteria of performance shooting from the pistol CZ 99. The largest contribu-
tion to the discrimination of groups, showed the characteristics both handgrip strength in the
position of a simulated two-handed gun grip and forces of the dorsal lumbar muscles.

In the interpretation of the right to exercise authority in the form of the use of firearms,
currently applicable bylaw® was defined for preparing to use weapons only after the circum-
stances indicate the existence of conditions for its lawful use, that means AOP did not have the
right to carry a gun with a bullet in his cradle in the pipe. One’s assessment, but certainly not
on the basis of competent research, modifications of this legal act, was introduced by Art. 17a,
and the same AOP defined right to bear arms, and ready for use before the creation of condi-
tions for its use, if there is an increased risk for the safety of police officers and men. This law
imposes a logical use of double action with the possible use of firearms and thus the need for
the existence of adequate morphological characteristics and motor abilities AOP with regard
to the technical characteristics of the official firearms including pistols CZ 99. Since the force
required to operate on the trigger, with this gun [9], when the system one-action (1,5-2,5kg
and session “walk” 1-5mm) and double action significantly different (3,5-6,5kg” and session
“walk” harvesting 10-16mm) and in the previous survey noted a significant influence of cer-
tain characteristics and abilities on the efficiency of shooting from pistols and revolvers at
AOP females as well as the students of High school in Sremska Kamenica, the need arose for
checking student state of PA. The quality use of firearms by students PA represents the specific
competencies and gives them the possibility of competitiveness of students in the area of se-
curity. At the same time, the existence of specific competencies, guaranteeing the application
of authorization in the form of the use of force in the form of firearms in the way of achieving
professional results without creating unnecessary harm.

PROBLEM, SUBJECT AND OBJECTIVE OF THE RESEARCH

This paper attempts to examine the contribution of certain morphological characteris-
tics and motor abilities of certain students of the Police Academy in Belgrade to precision
shooting from a pistol CZ 99. To secure the preconditions of effective functioning of the gun
is inevitable, good posture (position of the lower extremities in comparison to other parts of
the body), the position of the upper body, correct two-handed grip the pistol and vigorously
and continuously pulling the trigger. These elements along with, of course, and others who
make up the basics of combat school shooting from the gun, depend on the morphological
characteristics as manifested force of the current muscle groups. So for the good position in
shooting the role of large muscle groups of both thighs is very important and the authors of
this paper identified that for determining the contribution of this precision shooting skills.
Dorsal-lumbar and abdominal muscles creates a connection between the lower and upper ex-
tremities. The ability to manifest significant force in the grip of the dominant and non-dom-
inant hand and the actual articulation index finger of dominant hand create good precondi-
tions for maintaining the favorable position of the gun to the object before, during and after
the firing. For the ability to use technical features CZ 99 pistol (weight, length, perimeter,
force ...) is assuming the importance of certain morphological characteristics of users (body

6 Rules on the technical features and the use of force. The name of the act itself is inadequate because it
is such an important part omitted and that are the conditions for the use of force.

7 Default display of force by the kilogram. A measure of force is Newton - N (force that the body weight
of 1kg provides a constant acceleration of 1 meter per second squared -). Acceleration of gravity, that is
acceleration of free fall for our space is g = 9,8066ms2 but, for ease of use, already calculating in a way
that g = 10ms2 time and 1kg as 10N
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height, weight, length of the index finger, dimensionality two-handed grip ...), therefore they
were included in a set of predictor variables with the aim of determining the actual contribu-
tion of PA students precision when shooting from a pistol CZ 99.

RESEARCH METHODOLOGY

The sample of the study consisted of 62 students of the Police Academy in Belgrade. The
sample was divided into two subgroups according to a criterion of gender (18 females and 44
males), followed by the characteristics variables, the morphology scope:

- height weight index (BMI)
length of the index finger of dominant hand,

- scope of hands and space for motor skills:

- the maximum force in flexion of the index finger of the current hand in motion simulated
pulling the trigger (F-index finger)

- the maximum grip force of the both hands in the position of the simulated gun grip
(F-both hands)

- the maximum force in engagement dorsal-lumbar muscles in an attempt of stretching
(F-backs) and

- the maximum force of the both knee extensors (F-feet) as a set of predictor variables.

Maximum muscle force of the actual muscle groups were measured by using a specially
developed software and hardware at the Police Academy in Belgrade and mechanical design
adapted for the isolation of the desired movement (stretching of the spinal post in dorsal-lum-
bar part, stretching both lower limbs at the joints of the knee, both hands grip in simulated
position two-handed grip the handle guns, and folding his hands index finger of the domi-
nant hand in motion simulated pulling the trigger)

Figure 1 and 2: The mechanical construction and electronic dynamometer
for determining the maximum muscle force in flexion of the index finger
of the dominant hand in the simulated withdrawal of the trigger

The criterion variable in the study was the achieved precision shooting from a pistol CZ 99
in a circular target, dimensions of 50x50 cm, with a distance of 10 meters, two-handed grip,
single action, without limitation of time shooting with the available ten rounds. Therefore, the
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maximum number of laps in the task could be the 100. For a description of the characteristics
of the sample and the subsamples of respondents in the survey, determined basic descriptive
data for each variable (mean, standard deviation, skewness, kurtosis, minimum and maxi-
mum values) for determining the contributions of predictor variables predicting criterion
variables (overall system of predictor variables but also a single) was applied regression anal-
ysis, the use of statistical software package SPSS version 19.

RESEARCH RESULTS

The research results are presented in three parts (for the total sample of the survey,
sub-sample of respondents were females and for the subsample of respondents were males)
although the findings can be drawn from the results display only the total sample, the reason
the display of descriptive characteristics of all the variables separately for subsamples consist-
ing of the student as well as the sample of students who were from PA.

Table 1: Descriptive characteristics of the distribution
of the variables of the total sample (62)

S?t Arithmetic Standard . | Minimal | Maximal
predictor o Skewness | Kurtosis
variables mean Deviation values values
BMI 24,62 3,58 0,59 0,13 18,5 34,8
Length of index 9,02 0,62 0,18 0,91 7,6 11,0
Scope of a hand 19,73 0,98 0,50 0,91 17,5 23,0
F - index 11,56 4,06 0,07 -0,70 4,5 20,4
F - both hands 51,99 13,88 -0,03 -1,07 26,4 80,8
F - back 146,16 36,13 -0,29 -1,00 76,4 212,8
F - legs 138,18 34,41 028 | -097 63,9 198,1
Precision 61,71 17,37 -0,25 -1,09 30 91

Table 1 shows the basic descriptive characteristic for each of predictor and the criterion
variable (especially pronounced in bold display of values in the cells of the last row of the
table) for the total sample of respondents.

Table 2 shows the results that count multiple correlation and its significance as an indica-
tor of the predictive value of the system applied predictor variables as a whole or individually.

Table 2: Results of regression analysis - the total sample (62)

R Lo Beta T p
BMI 0,106 -0,132 -0,122 -0,976 0,333
Length of index 0,336 0,095 0,120 0,702 0,486
Scope of a hand 0,287 -0,041 -0,052 -0,303 0,763
F - index 0,605 0,592 0,833 5,394 0,000
F - both hands 0,338 -0,034 -0,053 -0,250 0,803
F — back 0,246 -0,180 -0,550 -1,341 0,186
F - legs 0,253 0,108 0,314 0,796 0,430

R=0,67 R*=0,44 F=6,113 P=0,00
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Obtained from the values shown in the row below the table, it can be concluded that
the high value of the coefficient of multiple correlation (R = 0.67) indicates that the applied
system of predictors is statistically significantly associated with the criterion variable. The
significance of the previous correlation (F) relations, given the level of significance (p = 0.00)
lower than the level for which the author identified in this study (p = 0.05). The applied system
of predictor variables - the results of the individual tests, explains 44% of variability criteria
- the precision shooting of students, while the rest of the variability of criterion variable were
responsible for other features of the capabilities that were not included in the set of predictor
variables in this study. From the displayed values for individual variables from the applied
system for their individual predictive value, it can be seen that the greatest impact on the
result in precision shooting at students with a pistol CZ 99 (the shooting conditions foreseen
by the survey) as the criterion, has the maximum force in bending the index finger of the
current hand in motion simulated pulling the trigger (F-index finger), (0.833) and the level of
significance of p = 0.000.

Table 3: Descriptive characteristics of the distribution of variables - student (18)

Is)iz dictor Arithmetic Star'lde.u'd Skewness | Kurtosis Minimal | Maximal
ariables mean | deviation values values
BMI 21,78 2,14 0,36 -0,65 18,5 26,1
Length of index 8,59 0,53 -0,22 -0,81 7,6 9,3
Scope of a hand 19,0 0,77 0,22 0,49 17,5 20,5
F — index 6,98 2,26 1,09 0,92 4,5 12,5
F - both hands 35,43 4,85 0,37 0,11 26,4 44,8
F - back 99,7 11,79 0,27 0,32 76,4 122,0
F - legs 95,03 12,89 -0,59 0,78 63,9 117,3
Precision 55,04 15,86 0,54 -0,97 32 83
Table 4: Results of regression analysis - student (18)
R T Beta t P
BMI 0,098 0,262 0,229 0,017 0,410
Length of index 0,458 0,110 0,159 0,860 0,733
Scope of a hand -0,034 -0,143 -0,168 0,351 0,657
F - index 0,608 0,535 0,816 -0,458 0,073
F - both hands 0,095 0,161 0,134 2,003 0,617
F - back 0,038 -0,374 -0,928 0,516 0,231
F - legs 0,004 0,381 0,945 -1,276 0,221

R=0,76 R?=0,58 F=1,961 P=0,161
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Table 5: Descriptive characteristics of the distribution of variables (44)

IS;:[? dictor Arithmetic cSltarlldzftrd Skewness | Curtosis Minimal | Maximal
variables mean eviation Values values
BMI 25,78 3,41 0,54 0,19 19,9 34,8
Length of index 9,19 0,58 0,37 1,61 7,9 11,0
Scope of a hand 20,03 0,91 0,75 1,25 18,1 23,0
F — index 13,44 3,01 0,47 -0,77 8,9 20,4
F — both hands 58,77 10,11 -0,15 -0,29 39,3 80,8
F — back 165,17 22,87 -0,58 2,19 87,2 212,8
F - legs 155,83 22,72 -0,56 1,23 83,1 198,1
Precision 64,07 17,58 -0,46 -0,95 30 91
Table 6: Results of regression analysis - students (44)
R Tt Beta T P

BMI -0,028 -0,171 -0,131 -1,042 0,304

Length of index 0,216 -0,080 -0,088 -0,481 0,633

Scope of a hand 0,291 0,091 0,101 0,549 0,586

F - index 0,688 0,658 0,692 5,243 0,000

F - both hands 0,317 0,023 0,023 0,137 0,892

F - back 0,146 -0,105 -0,168 -0,634 0,530

F - legs 0,168 0,118 0,190 0,711 0,482

R=0,71 R?=0,50 F=5,250 P=0,00

From the results for the entire sample, and especially for subsamples defined by the cri-
teria of gender, we can see the values of multiple correlation (R=0.67; 0.76; 0.71) and its sig-
nificance (p=0.00; 0.161; 0.00) indicating, for the total sample and the subsample of students,
male sample, a statistically significant correlation between the predictor variables applied to
the criterion. As for subsamples consisting of the PA female students, eighteen of them, this
connection is evident but not statistically significant (p=0.161) compared to the chosen level
of significance in this study (p=0.05). For the partial relationship (rand r ) and contribu-
tions (Beta) of each of the predictor variables from the block and precision shooting from a
pistol CZ 99, we can see the contribution of the maximum force in flexion of the index finger
of the current hand in motion simulated pulled to precision shooting of the students (0.833;
0.816; 0.692). The significance level of contribution is the total sample and the subsample of
students below the level of significance chosen for this study (p=0.000; 0.000) for subsample
of female students above that level (p=0.073), which means that there is, but not statistically
significant contribution to precision shooting student.
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CONCLUSION

The authority of the police, in the form of the use of force is very sensitive on the basis of
the possibilities compromising fundamental human rights, thereby compromising citizens’
trust in state institutions. Competences, as a positive outcome of quality education autho-
rized officials of the police, should be a guarantor for the formation of harmful consequences
only necessary, when applying the powers in the form of the use of force. The aim of training
future police personnel, among other things, is the acquisition of specific competences in the
form of quality of using official firearms. CZ 99 pistol is a usual service weapon of AOP for
both sexes. Given the dimensionality of this weapon, but also the necessity of the operation of
certain forces in reaching a bullet into its seat in the tube, as well as the withdrawal of trigger
in terms of the functioning of a single or double action pistol CZ 99 is not an adequate weap-
on for police officers to their morphological features (dimensionality includes two-handed
grip, index finger length ...) and motor abilities (the force in flexion of the index finger of the
current hand in motion simulated pulling the trigger ...) cannot use its technical quality. On
a very small sample of respondents in this study, specific minimum value for the length of
the index finger of 7.6cm and minimal force with the current articulation index finger hands
in motion simulated by pulling the trigger of 4,5kg (both in subjects females - student) were
determined, which directly indicates possible problems in the use of a pistol CZ 99, especially
in terms of the functioning of double action. The current changes in the rules in sense of
the right of putting a bullet into the barrel of a gun even before the conditions for the use of
firearms were defined, indicating the possibility of using double acting when shooting from a
pistol CZ 99. Results of studies have pointed out the significant contribution of the predictor
variables (height weight index, the length of the index finger of dominant hand, the scope
of hands, the maximum force in flexion of the index finger of the current hand in motion
simulating the pull of the trigger and the maximum force of both hands in the position of the
simulated gun grip, maximum force in dorsal-lumbar muscles in an attempt of stretching and
maximum force of both knee extensors) to the precision shooting of PA students from CZ 99
pistol at a distance of 10m from the target dimensions of 50x50cm with ten bullets without
limitation of time shooting. Despite the fact that the students used a single action during the
shooting, it was shown that variable, the maximum force in flexion of the index finger of the
current hand in motion simulating the pull of the trigger and most contributes to precision
shooting of students. The need for verification of the results of this research, as well as the re-
alization of the next, can be found in the quality of the sample in the survey (number, ...) but
also in the mode on the trigger of the pistol CZ 99, while shooting of the students (or double
action and operation of the sleeve when making rounds into its seat in the tube).
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Abstract: This paper deals with police response to domestic violence in theoretical and
empirical research. This research was conducted by means of the analysis of literature
relevant to the topic of the paper - largely that published in scientific journals (articles)
in the field of social sciences, which are in the Serbian Citation index base (SCIndex
base) and the Serbian Library Consortium for Coordinated Acquisition (Kobson), as
well as articles published on the Internet. It has been found that many domestic violence
incidents are not reported to the police because victims of domestic violence wish to
protect their partners. They have no confidence in police, as well. Most authors conclude
that procedures have less impact on the victims” opinion of the police while the relation
of police officers to victims of domestic violence and vice versa has the dominant
influence. Police demeanor in establishing the trust of victims of domestic violence is
very important. The selected results of theoretical and empirical studies in this paper are
presented for the purpose of inspiring domestic scientists and experts to examine the
determinants that encourage the efficiency of police response to domestic violence, as
well as of the role of police in domestic violence prevention.

There is growing evidence that supports a significant relationship between police
concept and police response to domestic violence. Therefore, the structure of the paper
is as follows: Introduction; Police concepts; police response to domestic violence in
theoretical and empirical research into three periods: 1960-1980, 1980-2000, 2000-today;
Conclusion; Literature.

Key words: police, domestic violence, trust of victims.

INTRODUCTION

Having in mind previous practice in police activities in cases of domestic violence in the
Republic of Serbia, as well as obligation of respecting human rights, emphasis is placed on
a need for relatively new, so far pretty neglected role of the police, which implies providing
assistance and support to crime victims, especially victims of domestic violence. Prevention
of this part represents a great challenge for the police, but also an opportunity to increase
the trust of victims (injured persons) in the police and legal system, as well as the state and

1 The work presented here was supported by the Serbian Ministry of Education, Science and
Technological Development (project III 45003 and project III 44006).
2 vmilanovic@nezbit.edu.rs
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society on the whole. Besides that, activities of the police in cases of domestic violence were,
and still are, the subject of special attention in international, and since ten years ago, also in
the national scope.

As regards the extent of domestic violence and high secondary victimization, the role of
the police in each society, ours as well, in the prevention of domestic violence and secondary
victimization is not enough emphasized, which is witnessed by theoretical and empirical re-
searches results on police response to domestic violence. It is completely clear that without an
efficient response of the police, which is oriented towards victims’ needs, and not only towards
offender’ pursuit, there is no successful systematic and social response to domestic violence. As
well, without cooperation with other institutions that can directly or indirectly contribute to the
reduction of domestic violence cases, the role of the police cannot be efficient nor can it be the
legal protection system itself in this area. Stated is confirmed, in this paper, by presented chosen
results of theoretical and empirical researches of police response to domestic violence since
1960 to present moment published in SCI basis, Kobson basis and on the Internet.

POLICE CONCEPTS

The role of the police has changed in time in all countries and societies. It is determined
by a concept on which police work and organization is based.

Focus of traditional concept of the police is placed on maintaining and sustaining public
peace and order. According to the traditional concept, the police are less proactive, and their
activity is less preventive and more repressive. Such police do not have effective and efficient
two-way communication with citizens, society and complete public opinion, which leads to
police drifting away from the need of society and citizens. Police members are executors of
their tasks, whose creativity and progress in work are exchanged with routine, static behav-
ior, severity, rigidity and lack of flexibility, as well as lack of tolerance and authoritativeness.
Citizens do not know and do not recognize a real role of the police in a society, but abhor and
fear it. The police are not in a situation to feel the needs of citizens and society, to recognize
them and react in order to protect their needs and interests, and with the aim of preserving
and improving public peace and order.

Traditionally oriented police mainly has a repressive role in domestic violence cases. It
aims at the offender, without taking care of the victim (except for the need of obtaining nec-
essary information). The police apply legal regulations and are not engaged in detecting and
solving problems that can escalate to violence. It is clear that good police is more than police
observed through traditional measures of its work performances, thus it is necessary to as-
sess their work also from the standpoint of the response to expressed needs of citizens in the
course of interaction’, as well as from the standpoint of the quality of its relation to citizens. It
implies that police work in cases of domestic violence should be assessed by victims primarily
and then by other actors of this offence.

Community policing, as a new concept of police organization, was used first of all in the
USA in early eighties in the last century, and since nineties it has been applied in Western Eu-
ropean countries, as well (Great Britain, Norway, Denmark, Sweden, the Netherlands, France,
Germany), some Asian countries (Hong Kong, Japan), Canada and Australia. Since 2000,
concept community policing has been present in post communist countries of Eastern Europe,
which are undergoing a transition®, among which there is the Republic of Serbia, as well.

3 More in: Fyfe, J., Good policing, pp. 269-290, in: Fors, B. (Ed.). 1993. The socio-economics of crime and
justice. New York: M.E. Sharpe, Armonk.
4 Simi¢, B. 2009. Contemporary concept of community policing. Secuirty, LI(3), 157-172, page 159.
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With the evolution of community policing concept, a significance of the police in providing
services to citizens is growing, which goes beyond the law or function of maintaining peace
and order.’ It means that in this way the idea of a bigger involvement of the community and
citizens in police decision making and acting is promoted and that citizens’ involvement is a
prerequisite for efficient and responsible police.

The application of community policing concept showed that police officers much less deal
with traditional police activities, because they aim their activities at preventive work.® Sup-
porters of this concept expect that its use can contribute to conflict reduction, enabling better
availability of justice and response to security needs of citizens in cooperation with citizens,
which implies prevention area of domestic violence. One of the objectives of preventive police
work is the reduction of objective victimization risk. Victimization can destroy basic trust of
people in the world, cause suspicion in their security and safety and disorder their everyday
functioning. Partnership of citizens and the police, stressed by this concept’, becomes crucial
in the prevention of repeating the victimization.

According to socially obliging concept, police is observed as a kind of social service, and
police training and organization are adjusted to socially obliging side of work. Police is rec-
ognized as a participant in formulating social policy, whereas in its work methods close co-
operation with a network of social services and institutions prevails, which can contribute to
neutralizing social causes of criminality. However, researches show that citizens’ suspicion
in legitimacy of the police negatively affects voluntary cooperation between citizens and the
police.® In that sense, the police slowly realize partner relationship with citizens and other or-
ganizations in a society, which would be a stimulating lever for accomplishing tasks envisaged
by the concept of police as citizens’ service. It is specially emphasized in cases of domestic
violence, because it is very sensitive and complex social problem that has its cause in the basic
cell of society - family. It is necessary a lot of time to pass for the police to prove themselves
to be a citizens’ service in traditionally oriented societies.

When the police are defined as an organization that meets citizens’ needs, then follows
that they are responsible for their protection, thus the quality of their services is the most
important measure of their work success’, and citizens’ satisfaction is an acknowledgement of
a degree of police integration in a society.

Citizens’ satisfaction with the police becomes a subject of investigating citizens’ position on
the police, and results of these activities can be a signpost of maintaining or improving their rep-
utation. In the largest number of scientific articles in Kobson basis, factors influencing citizens’
satisfaction are analyzed'’, but no model of measuring citizens’ satisfaction with police service

5 More in: Mastrofski, S.D.1999. Policing for people. Ideas in American Policing. USA: Police Foundation.
6 Smith, B.W,, Kenneth, J.N., Frank, J. 2001. Community Policing and the Work Routines of Street-Level
Officers, Criminal Justice Review, 26(1), 17-37, p. 17.

7 Millen, E, Stephens, M. 2012. Police Authorities, Accountability, and Citizenship. Policing, 6(3), 261-
271, p. 261.

8 More in: Jackson, J., Bradford, B., Hough, M., Myhill, A., Quinton, P,, Tyler, T.R. 2012. Why do people
comply with the law? Legitimacy and the influence of legal institutions. British Journal of Criminology,
52(6), pp. 1051-1071.

9 Watson, 1994, y: Dietz, A.C. 1997. Evaluating community policing: quality police service and fear of
crime. Policing: An International Journal of Police Strategies ¢ Management, 20(1), 83-100, p. 87.

10 Overview of selected articles in the area of factors affecting satisfaction of citizens published in
foreign magazines (Kobson base and academic articles on the Internet): (1) Alpert, PG., Dunham, G.R.,
MacDonald, M.J. 2004. Interactive Police-Citizen Encounters that Result in Force. Police Quarterly,
7(4), pp. 475-488; (2) Hinds, L. 2009. Public satisfaction with police: the influence of general attitudes
and police-citizen encounters. International Journal of Police Science ¢ Management, 11(1), pp. 54-
66; (3) Murphy, K. 2009. Public Satisfaction With Police: The Importance of Procedural Justice and
Police Performance in Police-Citizen Encounters. Australian & New Zealand Journal of Criminology,
42(2), pp. 159-178; (4) Reisig, M.D., Chandek, M.S. 2001. The effects of expectancy disconfirmation on
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is suggested. As topics in these scientific articles, measuring of influence of factors from the sur-
rounding to relationship police-citizens are prevailing, as well as factors determining behavior
of sides in this relationship."

In Serbian Citation Index base, there are no articles containing the following groups of
terms'*: police and citizens interaction, citizens’ satisfaction with the work/relation of the police,
citizens’ satisfaction, police image, police as citizens’ service, citizens and police needs, behavior
of the police in their relationship with citizens.

Theoretical and empirical analysis of quality performance of police-citizens relationship,
and citizens’ satisfaction with the police work is not present in domestic scientific articles.
The above stated indicates the direction of future researches that can contribute with their
results to the efficiency of police work which is measured by citizens’ satisfaction. In relation
to that, researches conducted by civil society organizations in Serbia, which relate to domestic
violence victims’ satisfaction with the relationship of the police with them', represent an ac-
knowledgement of the right path that should be taken by all institutions, police as well, having
in mind victim’s interest as one of their target groups.

THE POLICE RESPONSE TO DOMESTIC VIOLENCE IN THEO-
RETICAL AND EMPIRICAL RESEARCH IN 1960-1980

In sixties of the twentieth century, it was believed that police work involved discretionary
decision making and that it did not depend only on the law."* Discretionary decision mak-
ing does not imply a possibility of arbitrary action of police officers, but legal authority to
choose between several legal possibilities and thus partial or incomplete legal connection.
Whenever such cases are treated, there is a connection with given legal alternatives, other
legal restraints, legal principles, principles of lawfulness and restraints of ethical nature.”® It
implies that acting by discretionary authority requires high professionalism of police officers.
Likewise, it implies that discretionary decision making depends on cultural and situational
perception of police officers — operational officers.'® At the same time, police officers in a large
number of cases of patrolling carry out work in which law is not directly implemented. That
is, for instance, work in relation to the control of criminality and law implementation, and
other activities, such as certain administrative activities, regulating traffic, providing assis-
tance in urgent cases, crime prevention, solving conflicts, etc.

Researches of the police response to domestic violence, in the period between 1960 and
1980, indicate that police officers were rather “constables of peace” than “constables of law*.
When the police intervened in domestic violence cases, it mostly tended to maintain peace,
taking over the role of a peacemaker."”

outcome satisfaction in police-citizen encounters. Policing: An International Journal of Police Strategies &
Management, 24(1), pp. 88-99; (5) Skogan, W. 2005. Citizen Satisfaction with Police Encounters. Police
Quarterly, 8(3), pp. 298-321; (6) Tyler, R.T., Folger, R. 1980. Distributional and Procedural Aspects of
Satisfaction With Citizen-Police Encounters. Basic and Applied Social Psychology, 1(4), pp. 281-292.

11 Milanovi¢, B. 2014. The Relevance of Marketing Logic and Marketing Philosophy in The Police as a
Citizens. Security, 56(2), 50-64, p. 54.

12 Search by means of stated terms in the heading, resume and key words in articles in this base.

13 For example: Nikoli¢-Ristanovi¢, V., (yp.). 2010. Domestic violence in Vojvodina. Belgrade:
Victimology society of Serbia.

14 This position is supported by culture ttheoretician. See: Banton, M. 1964. The Policeman in the
Community. London: Tavistock Publications, p. 2.

15 Milosavljevi¢, B. 1997. Science on police. Belgrade: Criminal and Police Academy, p. 189.

16 Hoyle, C. 2000. Negotiating Domestic Violence, Police, Criminal Justice and Victims. UK: Oxford
University Press, p. 18.

17 Reiss, A.].Jr. 1971. The Police and the Public. New Haven: Yale University Press, p. 16.
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Among legal rules and police practice, there was a significant gap, which was a result of the
existence of such laws that provided for flexible and indulgent structure within which police
worked." Police officers encountered, and still do, a diversity of cases and situations, which
are not a standard, and which are unpredictable, variable and mutating in time, so that it is
not possible to specify them in regulations in advance. For this reason, police is left a certain
space for taking actions, in which it acts based on a discretionary assessment.

In the largest number of developed countries, in seventies of the twentieth century, of-
fences against marriage and family, especially domestic violence, were finally accepted as a
problem of the state, and not only of family or society. Since then, Government officials, ac-
tivists and psychologists have argued on the best way of providing fast and efficient response
to domestic violence.

THE POLICE RESPONSE TO DOMESTIC VIOLENCE
IN THEORETICAL AND EMPIRICAL
RESEARCH IN 1980-2000

According to researches conducted by mid eighties of the twentieth century, three forms
of police response to domestic violence were identified: 1) mediation; 2) optional apprehen-
sion; and 3) obliged apprehension."

Mediation was realized in situation when the police, in a “peacekeeper” or adviser role at
the very scene of the incident where they speak with an offender, remain at the scene until he/
she calms down or a situation becomes quiet in some other way, or until they refer him/her
to an institution for social help. Most frequent response of police officers to domestic violence
complaints was brought down to “reconciliation” of a bully and a victim.

Optional apprehension arose from a decision on apprehension made by police officers.
However, a decision on apprehension cannot depend only on arbitrary decision of police
officers. Besides discretionary and authoritative decision making, there are also other reasons
for which police did not apply legal provisions in practice, such as: the so-called gaps in law;
non-regulated certain specific situations that take place in reality; irregular interpretation of
law. Another reason is that women — domestic violence victims were often unsatisfied and ad-
ditionally victimized by inadequate police treatment. With the aim of removing stated flaws,
introduction of trainings for police officers was suggested in order to overcome stereotypes
and prejudices and create conditions for promoting good practice in activities of the police.’

Obligatory apprehension was carried out in cases envisaged by law.

In nineties of the twentieth century, empirical researches of criminal offence domestic
violence were intensified. It was determined that police still treated domestic violence as less
important, less dangerous, primarily a private problem. Researches show that police officers
in this period were very rigorous when implementing the law, except for cases of domestic vi-
olence, when they rarely intervened. However, when they did so, they usually tended to calm
the situation down and insure peace.”

18 McBarnet, D. 1983. Conviction. London: Macmillan, p. 12.

19 Konstantinovi¢-Vili¢, S., Petrusi¢, H. 2005. Response to domestic violence - theoretical framework
and foreign experiences. Temida, 8(1), 3-11, p. 6.

20 Konstantinovi¢-Vili¢, S., Petrusi¢, H. 2005. Response to domestic violence - theoretical framework
and foreign experiences. Temida, 8(1), 3-11, p. 7-8.

21 More in: Edwards, S.S.M. 1989. Policing DomesticViolence: Women, the Law and the State, London: Sage.
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Without any doubt decision making by the police depends on circumstances of each specific
situation, from information they have and receive at the spot to behavior of bullies, from a de-
gree of victim’s vulnerability and other factors, but it is impermissible to a priori observe a case
as unworthy of special attention. A police officer should see through a complex family situation
that is very dynamic and changeable, to gather necessary notifications from all involved actors,
find out what has happened, ask for necessary explanations from both victim and bully.** It is
clear that police officers and society were missing special sensibility necessary for the under-
standing of domestic violence as a complex phenomenon, and not as a “family quarrel®, which
applies in modern era, as well.

Police officers “welcomed® when victims of violence most often gave up prosecution, es-
pecially because the rational and emotional conflict between woman and mother in them
and fight of conscience and sub conscience resulted most often in them not requesting the
apprehension of the offender. This is also confirmed by results of many researches: domestic
violence victims had dominant influence on the decision of police officers to apprehend the
offender - they did not request prosecution and criminal sanctions.” They prevented the
apprehension of a bully referring to personal reasons, such as lack of incomes, joint care of
children, etc. women - victims of violence often blamed themselves for violence, reduced
its significance and danger hoping that police officer would give up apprehending the of-
fender. Such policy was called “patriarchic policy of apprehension®, which would provide for
exchanging the power of state and law with power of the offender realized by means of their
victims. ** This was an incentive to move focus from bully to victim’s interest and his/her em-
powerment.

THE POLICE RESPONSE TO DOMESTIC VIOLENCE
IN THEORETICAL AND EMPIRICAL
RESEARCH IN 2000-TODAY

Researches on the police response to domestic violence in this period were focused on the
influence of police subculture on domestic violence committed by police members in their
family, but also on determining causes of failing to report violence taking part of the victim,
and those factors that reduce the efficiency of police response to domestic violence taking part
of police officers.

On a sample of police officers from four departments in the south part of the USA, the
influence of traditional police subculture on domestic violence was examined. Results of this
research confirmed that two aspects of traditional police subculture - burning down as a re-
sult of frustration and stress in a working place and authoritativeness significantly connected
with psychological violence of police officers in their families.”®

22 Konstantinovi¢-Vili¢, S., Petrusi¢, H. 2005. Response to domestic violence — theoretical framework
and foreign experiences. Temida, 8(1), 3-11, p. 7.

23 Hoyle, C., Sandres, A. 2000. Police Response to Domestic Violence. B.J. Criminology, 40(1), 14-36, p. 14.
24 Mills, L.G. 1998. Mandatory arrest and prosecution policies for domestic violence: a critical literature
review and the case for more research to test victim empowerment approaches. Criminal Justice and
Behavior, 25(3), 1998, 306-318, p. 306.

25 Blumenstein, L., Fridell, L., Jones, Sh. 2012. The link between traditional police sub-culture and
police intimate partner violence. Policing: An International Journal of Police Strategies & Management,
35(1), 147-164, p. 147.



80 Zoran S. Golubovi¢, Vesna M. Milanovié¢

In one of recent studies®, there was confirmed a direct link between physical police officers
abuse when they were children and subsequent domestic violence committed by those police
officers against their wives and children. This study stresses the significance of recognizing
physical maltreatment and its consequences for children, which would contribute to raising
knowledge on the cycle of violence in police families.

Violence committed by police members in their families is increasingly recognized as an
important social and legal issue. It is characteristic of all police services, ours as well.

One research in the USA determined that 41% of surveyed men - police officers confessed
that at least one incident of physical aggression happened in their marital relationship in the
last year, whereas 8% of them committed physical attack, including suffocation, strangling,
and/or use or threatening using knife or a gun.”

According to latest research®, 324 cases were identified in which police officers were ac-
cused of criminal offence of domestic violence. In 281 cases, police officers were arrested
(they were employed in 226 police agencies). Most of them were males (96%). One third of
victims are currently wives of arrested police officers. Almost one fourth of victims are chil-
dren. There were also 16 victims, who were also police officers. Attack was the most serious
offence and approximately 40% officers were accused of it; severe bodily injury 20.1%, rape
9.9%, intimidation 7.1%, murder/involuntary manslaughter 4.6% and forced caressing 3.7%.

Most researches on police members as domestic violence executors were conducted in the
USA. However, great problem still is a lack of empirical data on domestic violence committed
by police members in other countries, which refers to Republic of Serbia, as well. There is an
assumption that police keeps information on reports of incidents of police officers’ violence
within their families, so all pieces of information usually belong to internal units hard or even
impossible to access.”

Police work implies that police officers are exposed on a daily basis to a wide range of vio-
lent episodes. Researchers suspect that high degree of domestic violence among police officers
is a consequence of the so-called “effects overflowing® syndrome.* This is justified by stress
that police officers who are involved in domestic violence cases are exposed to.>! Problem with
alcohol that, because of stress, police officers resort to is another aspect of “effects overflow-
ing“ syndrome, which contributes to the frequency of violence in their families committed
by police officers.”* Besides these moments, it is believed that authority, which is by nature of
work a privilege of police officers, contributes to their resorting to violence in their families.”

26 Zavala, E. 2013. Testing the Link Between Child Maltreatment and Family Violence Among Police
Officers. Crime & Delinquency, 59(3), 468-483, p. 468. This study is based on a previous study on domestic
violence by the police, that is, research done in police directorate of Baltimor between 1997 and 1999.

27 Neidig, PH., Russell, H.E., Seng, A.E 1992. Interspousal aggression in law enforcement families: A
preliminary investigation. Police Studies: The International Review of Police Development, 15(1), 30-38, p. 32.
28 Analysis of newspaper texts — data were gathered by using Google News TM search engine and Google
Alerts TM email update service. More in: Stinson, PM., Liederbach, J. 2012. Officer-Involved Domestic
Violence, Research in brief. Police Chief Magazine, 79(9), 139-163.

29 More in: Gershon, R. 2000. Project shields: Final Report (NCJ 185892). Washington, DC: U.S.
Department of Justice, Office of Justice Programs, National Institute of Justice.

30 More in: Johnson, L.B., Todd, M., Subramanian, G. 2005. Violence in police families: Work-family
spillover. Journal of Family Violence, 20, 3-12.

31 More in: Gershon, R. 2000. Project shields: Final Report (NCJ 185892). Washington, DC: U.S.
Department of Justice, Office of Justice Programs, National Institute of Justice.

32 More in: Dishlacoft, L. 1976. The drinking cop. Police Chief, 43(1), 32-39. Cmuno u: Nordlicht, S.
1979. Effects of stress on the police officer and family. New York State Journal of Medicine, 79(3), 400-
401; Stinson, PM., Liederbach, J., Freiburger, T.L. 2012. Off-duty and under arrest: A study of crimes
perpetuated by off-duty police. Criminal Justice Policy Review, 23(2), 139-163.

33 Johnson, L.B., Todd, M., Subramanian, G. 2005. Violence in police families: Work-family spillover.
Journal of Family Violence, 20, 3-12, p. 4.
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It cannot be expected that police officers, who committed violence against their family
members, to adequately react in cases of domestic violence. An example of good practice
for the prevention of the above-stated would be special departments in police directorates
specialized only in domestic violence the perpetrators of which are police officers. Those de-
partments cooperate with prosecutor’s office in charge of prosecuting offenders of domestic
violence when the accused are in “high positions”*, where police members belong, too.

In modern circumstances, trend of domestic violence victims’ “resisting” to report violence
and prosecute offenders is continued. Practice has shown that domestic violence victims much
rarely address police than victims of other forms of violence, which is linked to their desire to
protect privacy, with concern, fear of revenge, but also their wish to protect offenders.*> How-
ever, lack of victims’ trust in the system should not be neglected, as well, especially in the police
which are usually first called for help or who come first to the crime scene. Also, complaints
are often not based on evidence or a described offence is not qualified as a criminal offence.

Overcoming of a problem in qualifying cases of domestic violence can be realized by a stron-
ger, continuous, systematic cooperation between police and prosecutor’s office. In our country, an
example of good practice is the cooperation between police and prosecutor’s office in Zrenjanin.*
Zrenjanin model should be accepted as a unique national model of inter-sector cooperation that
is of extreme use in protecting victims of violence, but also for more efficient action of all institu-
tions, and police with that, as well.

No less important is the example of good practice of Social Work Center of Lazarevac, where
a “mobile team” was founded and system of permanent contacts and joint meetings of repre-
sentatives of social work center, police, health center, public prosecutor’s office, misdemean-
or authority, social service and non-governmental organizations were established.” Since it is
insisted on preventive measures, the example of good practice from Lazarevac indicates also
the benefits of repressive measures, especially because the police are an institution that a bully
“abhors” most, that is, fears most.

Team work of institutions involved in domestic violence cases regarding each case of vio-
lence is a good direction of changes of police response to domestic violence and other crimi-

34 Fukuroda, M., p. 134. in: Pan, A. 2013. Partner violence with official badge: police members as partner
violence offenders in Serbia. Belgrade: Belgrade center for security policy, p. 2.

35 Felson, B.R., Messner, ES., Hoskin, W.A., Deane, G. 2002. Reasons for reporting and not reporting
domestic violence to the police. Criminology, 40(3), 617-648, p. 617; Cmuuno n: Wolf, EM.,, Ly, U,
Hobart, A.M., Kernic, A.M. 2003. Barriers to Seeking Police Help for Intimate Partner Violence. Journal
of Familiy Violence, 18(2), 121-129, p. 121.

36 Cooperation between prosecutor’s office and the police in Zrenjanin is a result of perceived omission — in
domestic violence cases with all marks of a criminal offence misdemeanor proceedings are mostly launched
instead of criminal proceedings. Weekly coordination meetings of the representatives of prosecutor’s offices,
police, center for social work, health center, and misdemeanor court serves for information exchange on each
individual case of domestic violence reported in the previous week and decision making on the measures
that shall be undertaken by each of stated institutions. The activity of the prosecutor’s office beyond criminal
proceedings also became regular part of the model of adequate institutional reaction to domestic violence in
Zrenjanin, which is of great significance. According to: Mrsevi¢, Z. 2014. Violence and ourselves — towards
society without violence. Belgrade: Social Sciences Institute, p. 69-71.

37 Experience from Lazarevac indicates that, regardless of the institution victim addresses, information are
exchanged followed by instructions: police patrol and mobile team of the center immediately intervene.
No matter whether criminal proceedings are launched by a prosecutor and verdict reached by the court,
practice showed that the whole proceedings impact the bully to change his behaviour in many cases. In case
bullies do not change their behavior conferences of cases are convened. In such conference the following
participate: case leader from the center for social work, psychologist and pedagogue as well, police
officer in charge of monitoring violence and other experts necessary for closing the circle of protection
(psychiatrist, magistrate, social workers of companies where the actors are employed). In that meeting it
is jointly assessed what measures will be taken by each institution. According to: Radosavljevi¢, M. 2010.
How to counter domestic violence, We have a mobile team. Politics, 30" March, p. 10.
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nal offences against marriage and family. This is a motive for the police as an institution to get
more active in a sense of self-initiative regarding undertaking activities of cooperation and
coordination with other institutions in each and every domestic violence case.

In researching influence of reported domestic violence and arrest of the offender, it has
been determined that best ways of deterring from further violence linked to stimulate victims
and third persons to report violence.*®

Other researches indicate that home visit by police officers has a positive effect on reducing
domestic violence or encouraging potential victims to address police before violence occurs.”
Efficient police reaction affects reducing the repeating of violence in cases of high risk vio-
lence.*” Even though police intervention represents primary response to domestic violence, it
has been determined that it does not guarantee future safety of victim that should be a priori-
ty.* What remains is to conclude that support of others and remoteness from the partner can
contribute to victims feeling safer.

Victims of domestic violence, most often for fear of the offender, perceive the arrest of the
offender as a solution of the problem at the moment when the act of violence is finished, where-
as later on they regret the decision. They often tend to protect the offender from the arrest,
representing the problem as insignificant and blaming themselves. Reasons for such relation of
victims to violence and the offender are different: desire for revenge and satisfying justice fades
in time because of the duration of proceedings, existence endangering, fear of revenge, as well as
secondary victimization and lack of trust in the system.*

Victims most often call the police: (1) when the offenders are known to the police by pre-
viously committed act of domestic violence; (2) when they were injured by a bully; (3) when
a bully uses weapons and when he is drunk at the time of committing domestic violence.”’ In
women-victims’ opinion — barriers for victims are present in the area of situation factors and
personal factors, fears and negative experiences with police reaction, as well as fear of possible
consequences.*

Problems in efficient and effective police intervention in domestic violence, according to
positions of victims of violence, lie in police officers treatment of victims. They usually do
not have a good experience with the police intervening in the family. They believe that police
officers most often diminish seriousness of a situation and thus contributing to victims feeling
humiliated, shamed, and even guilty. Most women-victims believed that police officers ver-
bally changed their statements in the course of transmitting information to a third person. In
a large number of cases, victims felt as accomplices in the violence they suffered. That feeling
is a consequence of threats of police officers that they themselves will be arrested. In that case,

38 Felson, B.R., Ackerman, M.]., Gallagher, A.C. 2005. Police intervention and the repeat of domestic
assault. Criminology, 43(3), 563-588, p. 563.

39 Casey, L.R,, Berkman, M., Stover, S.C., Gill, K., Durso, S., Marans, S. 2007. Preliminary Results
of a Police-Advocate Home-Visit Intervention Project for Victims of Domestic Violence. Journal of
Psychological Trauma 6(1), 2007, 39-49, p. 39; Cmuuno u: Stover S.C., Berkman, M., Desai, R., Marans,
S. 2010. The Efficacy of a Police-Advocacy Intervention for Victims of Domestic Violence: 12 Month
Follow-Up Data. Violence Against Women, 16 (4), 410-425, p. 410.

40 Belfrage, H., Strand, S., Storey J.E., Gibas, A.L., Kropp, P.R., Hart, S.D. 2012. Assessment and
management of risk for intimate partner violence by police officers using the Spousal Assault Risk
Assessment Guide. Law and Human Behavior, 36(1), 60-67, p. 60.

41 Dichter E.M., Gelles, ].R. 2012. Women’s Perceptions of Safety and Risk Following Police Intervention
for Intimate Partner Violence. Violence Against Women, 18(1), 44-63, p. 44.

42 Felson, B.R., Messner, ES., Hoskin, W.A., Deane, G. 2002. Reasons for reporting and not reporting
domestic violence to the police. Criminology, 40(3), 617-648, p. 617.

43 More in: Hirschel, D., Hutchison, L.W. 2001. The relative effects of offense, offender, and victim variables on
the decision to prosecute domestic violence cases. Violence Against Women, 7(1), 46-59.

44 Wolf, E.M,, Ly, U, Hobart, A.M., Kernic, A.M. 2003. Barriers to Seeking Police Help for Intimate
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victims resist addressing the police, because they expect disrespect and arrogance of police of-
ficers. In accordance with the above stated, four categories of police officers’ attitude towards
women-victims were identified: (1) attitude according to which the gravity of family situation
(violence) is diminished; (2) attitude according to which they do not trust victims of violence;
(3) attitude by system “we do not care®; (4) attitude of a “macho police officer®. Depending on
the attitude that is taken, victim perceives treatment by a police officer.*®

Behavior of police officers in the Republic of Serbia, according to the assessment of do-
mestic violence victims is also inadequate.

Research conducted in our country in 2001 indicates that reasons for failing to report
domestic violence to the police by victims are numerous: (1) victims of violence believe that
last violent incident was not serious to that extent that it would require a police intervention;
(2) victims of violence feel shame to report violence to the police; (3) they were scared of vi-
olence escalation; (4) they did not have trust in police help; (4) they had previous experience
when police did not want to interfere in family relations.

Research conducted in our country in 2009 confirms results of previous research on the
position of domestic violence victims on the police”: (1) police is inert and insufficiently
interested to respond; (2) police intervention is non-efficient; (3) police officers are insuffi-
ciently trained for working with victims of violence.

The existing knowledge of police officers on the need of protecting victims and the un-
derstanding of domestic violence problem is on a unsatisfactory level. The police usually take
care of how to close the case and in what way the victim will contribute to the prosecution
of the offender, instead of focusing on the victim’s protection in order to be more ready and
interested in assisting the prosecution and more willing to take part in the proceedings. There
has been observed lately the change in the relationship and reaction of the police towards
domestic violence and in general towards criminal offences against marriage and family. They
get adjusted and improved in accordance with changes in society, at both local and national
level. Changes are aimed at taking over the control in providing evidence and victim’s protec-
tion in order to act in interest of victims and society, and based on recommendations of inter-
national community and legal regulations of the Republic of Serbia (referring to prevention
and fight against domestic violence and protection of children and minors).

In police officers’ opinion, insufficiently efficient police intervention in domestic violence
cases is a consequence of: (1) unsolved conflict between partners; (2) weaknesses of legal pro-
visions that cannot prevent criminal offence of domestic violence; (3) lack of resources and
motivation; (4) inadequate position of lawyers and judges who perceive domestic violence as
a single event and not as a series of entangled fibers interwoven in the community tissue or
who cannot punish perpetrators without evidence.* Police officers feel helpless when they re-
alize that certain perpetrators are not punished because of the lack of cooperation by victims
or their inability to appear in court. Rage of certain perpetrators is intensified per pronounced
prison sentence, which makes police officers catalyst for further violence.” In this case, both

45 Stephens, B., Sinden, P. 2000. Victims’ voices domestic assault victims’ perceptions of police demeanor.
Journal of Interpersonal Violence, 15(5), 534-537, p. 534.

46 National strategy for the prevention and suppression of violence against women in a family and partner
relationships. 2011. ,,Official Gazette of RS, no 27/2011, p 12.

47 Nikoli¢-Ristanovi¢, V., (yp.). 2010. Domestic violence in Vojvodina, Belgrade: Victimology Society of
Serbia. p. 92-94.

48 More in: Horwitz, H.S., Mitchell, D., LaRussa-Trott, M., Santiago, L., Pearson, J., Skiff, M.D., Cerulli,
C. 2011. An Inside View of Police Officers’ Experience with Domestic Violence. Journal of Family
Violence, 26(8), 617-625.

49 Hirschel, D., Hutchison, IL.W. 2001. The relative effects of offense, offender, and victim variables on
the decision to prosecute domestic violence cases. Violence Against Women, 7(1), 46-59, p. 46-59.
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police officers and victims feel powerless. Women-victims do not call police, because they
know that they would be exposed to violence for this reason. And if they do not call the police,
how can the police protect them? Justice often gives up a case when victim’s testimony is left
out, believing that the victim has given up further prosecution. For this reason, police officers
do not take measures for victim’s protection. These allegations cannot be completely accepted
in a system that applies an approach based on evidence, because victim’s statement is not the
only one and most important evidence. That is why we should insist on the policy of “prose-
cution based on evidence” that does not overstress the significance of victim’s statement™, but
is based on thorough solving of a case and gathering of evidence that would enable prosecu-
tor’s office to continue proceedings without victim’s testimony. In compliance with it, police
members have to possess inter-personal and communication social skills** and knowledge on
characteristics of a phenomenon they encounter.

In one of the recent foreign relevant researches™ it was determined that police officers
more emotionally experience domestic violence cases in relation to other criminal offences,
but they also believe that their contribution to the prevention of domestic violence would be
higher: (1) when accusations would be based on evidence; (2) if they are more qualified for
recognition of domestic violence; (3) when they would have more possibilities to take advice
and after a domestic violence case speak between each other and share opinions in relation to
cases; (4) when they would have higher degree of cooperation with other professional groups
(from other institutions). It can be concluded that police officers’ opinion is a good signpost
for improving role of the police in the protection from domestic violence.

Better cooperation with other institutions, especially those from the sphere of social pro-
tection, would be welcomed by the police in prosecuting this criminal offence, and especially
in its prevention. Researches of the relationship between police and services for the protection
of children and reaction to incidents of domestic violence conducted in Great Britain indicated
that communication between these two institutions is unsatisfactory and that social workers do
not have necessary findings on violence against children. Approximately 40% of families said
that they had previous contact with services for the protection of children in this area, but those
cases was already opened. Reports of new cases comprised only 5% of the total number of cases.
This research identified a series of innovative approaches for the improvement of coordination
of police and services for the protection of children regarding the exposure of children to do-
mestic violence.® Since domestic violence and exposure of children to violence are most often
concealed, necessary cooperation between police and social services was suggested.

CONCLUSION

With the development of modern concepts of the police, such as community policing and
socially obliging concept of the police, preventive role of the police is emphasized, which im-
plies their role in domestic violence cases, as well.

50 More in: Davis, R., O’Sullivan, C., Farole, D., Rempel, M. 2008. A comparison of two prosecution
policies in cases of intimate partner violence: mandatory case filing versus following the victim’s lead.
Criminology and Public Policy, 7(4), 633-662.

511li¢, Z. 2003. Government authorities and prevention of minor delinquency at the local level, p. 21, in:
Radovanovi¢, D. (ur.), 2003. Strategy of state response to criminality. Belgrade: Institute for criminology
and social researches, 3-6 June.

52 Horwitz, H.S., Mitchell, D., LaRussa-Trott, M., Santiago, L., Pearson, J., Skiff, M.D., Cerulli, C., 2011,
An Inside View of Police Officers’ Experience with Domestic Violence, Journal of Family Violence, 26(8),
617-625, p. 617.

53 Stanley, N., Miller, P, Foster R.H., Thomson, G. 2011. Children’s Experiences of Domestic Violence:
Developing an Integrated Response From Police and Child Protection Services. Journal of Interpersonal
Violence, 26(12), 2372-2391, pp. 2372-2373.
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Most often response of police officers to a domestic violence complaint, until early 21+
century, was brought down to “reconciliation” of bully and victim. Its causes can be found in
the area of legislature (that allowing by discretionary law in taking actions) and in patriarchic
pattern of social relations.

In modern circumstances, as well, domestic violence cases are often treated as family is-
sues and thus are concealed, and in case they become transparent, victims of violence — most
often women and children tend to justify it in order to avoid prosecution of the offender. On
the other hand, police officers cannot avoid subjectivity in assessing a case they most often
qualify as “everyday family quarrel® Police officers lack special sensibility that is required for
understanding domestic violence as a complex phenomenon, and not as a “family quarrel®.
Their focus on the protection and strengthening of domestic violence victims is missing.

Lack of trust of domestic violence victims in the police is still significantly present. There
are mechanisms that assist that a victim perseveres in the proceedings. One of them is fair
police treatment of a victim of violence, and the other is a fair relation of other institutions
assisting and protecting victims. Victims very much appreciate human and not only profes-
sional relation of police officers to them. Most authors conclude that procedures have less
influence on the victims opinions on the police, whereas the relationship between police
officers and victims of domestic violence has a prevailing influence. The behavior of the police
in establishing domestic violence victims’ trust is very important.

Police officers believe that they can do their part of the job efficiently by applying regula-
tions protecting public security, but they cannot influence the coordination of activities in a
community the aim of which is the prevention of violence and protection of domestic violence
victims. It is completely clear that relation of the police towards domestic violence and victims
cannot be applied without a radical change in society.
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Abstract: Organizational changes in police organizations usually have an impact on
police officers who work in them and this interdependence is very important for the
final result which will the police organization achieve, as well as the achieved level of
security of the citizens and other protected values. Back in the past, during changes in
the police force, little attention was paid to employees to whom they directly related.
Police organizations are complex systems and the implementation of organizational
changes in such systems requires exceptional expertise of those who implement them.
Politicians often consider themselves to be competent for this process, but final result
is not consistent with the expected outcome.Using different indicators it should be
possible to follow the impact of organizational changes on performance, as well as on
job satisfaction and motivation of police officers. Additionally, it is important to take
into account the resistance of police officers on organizational changes, as a way of
their response and behavior to the new conditions of work and functioning.

Key Words: organizational change, performance, indicators, police officers, resistance

INTRODUCTION

The organizational change implies any change in the organizational system that
leads to higher levels of efficiency and effectiveness of the functioning. Specifically, everything
leading to a higher level of utilization of human, material and financial resources and com-
pliance with the environment may be called an organizational change.® A recurring theme
of many writers is that the effects and consequences of organizational change can be wide-
spread, even from the most seemingly insignificant alteration to a task or procedure to major
organizational re-structuring and re-sizing. Today, organizational changes may take several
different types. The relevant literature most often mentions classifications on planned and
unplanned, structural, technological and behavioral changes, then incremental and strategic
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changes.* Moreover, in accordance with the characteristics, organizational changes can be
classed as those related to organizational development, organizational transformation and
reengineering. At the present time, when the effects of the global crisis have consequences on
all segments of society, an often mentioned term is downsizing which refers to the reduction
of the number of employees on the operating payroll. When we talk about changes in police
organizations, it is suggested that in order to understand and describe the process of change
in police organizations it is necessary to consider both the human reactions to change, as well
as the mechanistic organizational functions and processes that bring about those effects in
humans. Organizational changes in the police force basically do not have many similarities to
those carried out in the private sector, more precisely in the business entities. “Police reform
is risky and hard, and efforts to innovate in policing do not always provide the expected and
desired results”® Due to many reasons, such as a large number of involved subjects in police
reforms or pressure made by leading political parties, it is necessary to be clear-eyed about
the difficulties regarding innovations in police organizations. Experience shows that holders
of organizational changes in the police force often forget what impact they will realize on
performance of police officers. Incongruity between the expected outcomes after the changes
and the performance of employees may cause resistance of employees which is manifested in
various ways. Through recommendations the authors will give few options which could be
very useful for the proper implementation of reforms in organizational terms whereby there
will be no negative impact on the performance of employees.

DO ORGANIZATIONAL CHANGES AFFECT
THE PERFORMANCE OF POLICE OFFICERS?

When speaking about the classification of organizational changes, as stated in the previous
part of the paper, the most common ones are structural, technological and behavioral. Within
the structural approach, the emphasis is on the changes of certain dimensions of the structure
that contribute to the efficiency of the organization. The technological approach to organiza-
tional changes takes into account the connection between technology and organization, and
the current trend of their uniting in modern flexible production systems, computer integrated
production and similar. The behavioral or human approach to organizational changes is based
on the hypothesis that the functioning of an organization can be improved through changes
in people, their behavior and knowledge.® In the case of police organization, most changes
refer to structural changes while the least attention is paid to changes in people who are part
of it. Examples from practice show that these changes reflect on the new division of labor or
a greater degree of centralization or decentralization and can have either positive or negative
effects on the performance of police officers. The positive effect is reflected in the fact that,
for example, through better division of labor, police officers can better perform their tasks. It
happens that within one organizational unit a certain group of police officers is overloaded
with work. As a consequence, that organizational unit constantly achieves poor results which
may adversely affect the safety of citizens. A better division of labor is suggested, e.g. some
jobs may be transferred to the jurisdiction of another group of workers in same organizational
unit who do not have so many duties. Thus, the organizational change should have positive
effect on the performance of police officers. But, on the other hand, there is a tendency within
police organizations to achieve as high as possible degree of centralization. That practice,
which can be achieved by shifting the place of the decision to a higher level, may adversely af-
41bid.,p.231
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fect the results of police officers. The implementation of organizational changes that will lead
to a greater degree of centralization can greatly slow down the performance of some types of
police operations, which cannot be allowed, especially in part of prevention and suppression
of criminal acts. If, for example, organizational change specifies that about the realization of
the arrest which does not require special measures, the decision reached by the top manage-
ment of the police organization, can greatly slow down the realization, and also reduce the
performance of police officers. One of the frequent organizational changes in modern police
organizations is downsizing. In the literature, this term is used to describe the process of re-
ducing the number of employees in order to increase business efficiency. The basic goals of
downsizing generally lead to the cost reduction, the implementation of technology that does
not require an existing profile and number of workers and raising the competitiveness of the
company.’ In case of police organizations in modern conditions the main reason for down-
sizing will be reducing the costs. The Government of a country, within the national budget,
has to find enough funds for all costs for normal functioning of the police organization taking
care that the safety of citizens is on high level. However, economic crises affect many countries
trying to manage national financing as better as possible. Consequently, they need to reduce
costs and one way is to have fewer people who will have their salaries paid from the national
budget. Police officers belong to one group of those people. In some countries, ministries who
are in charge of the police organization were obliged to reduce the number of police officers.
An example is the Republic of Serbia where at the beginning of 2016 the Ministry of Inte-
rior was obliged to reduce the number of employee among whom were police officers. Can
downsizing have negative effects on the performance of police officers? The answer is yes. One
study showed that only 22 percent of implemented restructuring in this way adequately raise
productivity. According to another study that relates directly to the police organization, that
number is 34 percent. Commenting these results Perry notes that downsizing affects employ-
ees with specific skills which they implemented and develop only in the certain organization
thus leading to decreasing in performance of tasks of the dismissed worker.?

PERFORMANCE INDICATORS FOR TRACKING
THE IMPACT OF ORGANIZATIONAL CHANGES
ON THE POLICE OFFICERS

It is very important to track the impact of the organizational changes on the effects of
police officers and to determine the indicators by which this process will be realized. As the
police provide a variety of services, several nations have moved towards recommending a
selection of performance measures corresponding to the various services or activities. Per-
formance is multidimensional; therefore its measurement must be such as well.’ Despite the
richness of the frameworks presented in these and other materials, a significant proportion
of today’s police organizations seem to remain narrowly focused on the same categories of
indicators that have dominated in this field for decades, such as:

- Reductions in the number of serious crimes reported,
- Clearance rates,
- Response times,

7 Ibid.,p.393.

8 Perry,L.T,, (1985). Cutbacs, Layoffs and other obscenities - Making human resources decisions.
Business horizons 28 (4). p.68-75

9 Roche,S., (2008). Performance management in France: A Police or an Electoral Issue?. Policing-
Oxford University Press, p.336
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- Measures of enforcement productivity (e.g. numbers of arrests, citations or stop-and-
frisk searches)'

All of indicators mentioned above could be traced before and after organizational changes
and the difference between those values should show whether the effects from the imple-
mented change affect the performance of police officers in a positive or negative way. Cur-
rently, great attention is paid to community policing. Therefore, the satisfaction of citizens
with police engagement could monitor the performance of police officers. Indicators relating
to the quality of service or to equality of access to the police are often absent from different
researches. A few police organizations in the world use citizen satisfaction surveys as an in-
dicator for measuring the performance of police officers on a regular basis, but most do not.
Furthermore, in order to estimate the efficiency of police organizations, as well as the work
of their officers, appropriate indicators should be based on costs. The key efliciency indicator
demonstrates the efficiency with which the police organization allocates its resources to the
appropriate services (outputs) to create safer and more secure community.

As additional indicators during the monitoring of the impact of organizational changes
on the performance of police officers, those relating to the job satisfaction and motivation
to perform assigned duties should be considered as well. Through the indicators relating to
the mentioned manifestation of organizational behavior, differences between performances
before and after the changes cannot be directly traced, but we can indirectly make conclusion
about the amount of effort the employees are willing to make, and what the consequences af-
ter performing the work which represents job satisfaction will be. Indicators such as work ab-
senteeism and turnover may show the effect that is achieved through organizational change,
considering that as a result of poor or better performance which may increase or decrease
job satisfaction and motivation. In terms of absenteeism, to monitor the situation before and
after the organizational changes is recommended global absenteeism index, as the ratio of the
number of absences in a given period and the number of employees in the same period shown
as a percentage.'! In order to monitor fluctuation before and after organizational change, the
ratio of the number of officers leaving the police organization to the number of employees in
percentages may be taken into account.'

We should be very cautious with the performance indicators of police officers in order to
monitor the effect that a certain organizational change has made. For example, crime rates are
in general very corruptible indicators. For many crimes, changes in rates should be a reflec-
tion of changes in the activity of the police rather than changes in the number of criminal acts.
This is the situation when crime rates are used as appropriate indicators. On the other hand,
criminologists and other evaluators of police performance, who tend to use changes in the
aggregated reported crime rate as the outcome variable in their analysis, may not recognize
best practice, as the crime reductions visible at the aggregated level may not be statistically
significant or may not be present at all.”?

10 Sparrow,M., (2015). Measuring performance in a modern police organization. New perspectives in
Policing Bulletin. Washington p.2

11 Mihailovi¢, D. and Risti¢. S., (2009). Organizational behavior. Faculty of organizational sciences.
Belgrade, p.513

12 Tbid.,p.518

13 Sparrow,M., (2015). Measuring performance in a modern police organization. New perspectives in
Policing Bulletin. Washington p.17
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RESISTANCE OF POLICE OFFICERS
TO ORGANIZATIONAL CHANGES

Usually the resistance to changes is assumed as negative phenomena, and most employees
perceive it frequently in that way. Organizational changes in police organizations are reality
and necessity in the present tense, but most police officers cannot find justified reasons for
the changes. Private companies as dominant organizational culture support innovation, ideas
of every member of the organization and are focused on adapting to the influences from out-
side. However, employees in police organizations, regardless of the real needs, perceive only
the phenomena corresponding to them and develop relationship to changes which reflect the
characteristics of their previous organizational model. In this way they develop resistance
to changes in a situation where it is necessary to implement new methods and procedures,
especially before starting to work in new way. There are a lot of factors which contribute to
resistance and they can be presented as:

- psychological factors,

- psycho-social factors,

- sunk costs,

- personal strategies,

- confusion '

According to one group of authors, the main obstacles to organizational changes are re-
ward system which enforce the old way of work, then threats to current balance of power
and intergroup conflicts which interrupt cooperation, and finally incompatibility between the
process of changes and organizational culture and huge investments in previous decisions and
directions of action.'® In the case of police officers who are faced with organizational changes,
they will not be easily adapted to the same. The most dominant reasons for the changes in
their behavior and resistance belong to a group of psychological factors. Lack of confidence,
anxiety, fear and stress are real examples of the previously mentioned. In the modern times
most of organizational changes in the police organizations are manifested through worse la-
bor conditions than before. The loss of job position and smaller salaries are usually charac-
teristics which follow organizational changes in police. Moreover, the loss of status in police
service and transfer to a different department where the employee have less authority than
before will cause resistance. Police officers in this situation will be under stress, frightened and
without confidence. In the period before implementing organizational changes with negative
consequences to police officers, they will think more about their individual position than
about job duties. During the working hours they talk about their expectations, rumors spread
and their concentration on primary engagement is on a very poor level which could cause se-
rious problems for the safety of citizens. As mentioned before, due to the pronounced effects
of psychological factors, resistance to changes will appear among staff. For the police organi-
zation it is typically that the methods of work are used for many years without any changes.
New developments in the field of information technology represent the support to new mod-
els of police organizations with the use of appropriate information systems. For someone who
has been working for decades in a certain way and who do not know for other job techniques
a big problem is the transition to a new way of working, especially when it comes to the use
of modern technologies. Examples are particularly striking in this regard where technolo-
gy has dramatically altered the nature of certain tasks and change implementation has been

14 Hart,].,(1996).The management of change in police organizations. College of Police and Security
Studies. Slovenia

15 Jagko, O., Cudanov, M., Jevti¢, M. and Krivokapi¢, J., (2014). Designing of organization. Faculty of
organizational sciences. Belgrade, p.370
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resisted at a high cost to the all concerned. Resistance to this kind of organizational change
among police officers can occur as adopting a ‘closed mind” which selectively rejects any input
associated with the subject of change, in this case implementing a new information system
for example, and it is possible for the individual to ignore any issues that are likely thought to
be conflict or troublesome for future working.*It is very hard to force them to work in new
conditions and implementers of reengineering should be very careful especially with police
officers who have worked for a long time. Younger colleagues will accept new methods of
work more easily and there is small probability that they will resist new technologies. Police
officers, especially those who are in management positions, possess a certain power and in-
fluence within police and also in society in general. During the time they develop complex
relations which are exactly based on their power and influence. Organizational changes in the
police organization usually require replacement of employees, change of power and different
layout of resources in organization, while current relations among people often change during
the process of organizational changes. It happens that a police officer who was a chief of some
department loses his or her position because of the organizational transformation and is to
become an ordinary official. Normally, this person will oppose to the organizational change
because of the loss of authority. In addition, police officers who are in this position and will
lose their managerial positions make strong groups which try to stop the implementation of
organizational changes. Because of their relations, sometimes with political authorities, they
can be the main obstacle for changes. Secret meetings and lobbying to give up organizational
changes are the advents characterizing the behavior of police managers - opponents to chang-
es. As mentioned above, rumors are common advents which follow organizational changes in
the police organizations. Media statements by politicians, representatives of the police unions
and various analysts may contribute to confusion among police officers that are directly relat-
ed to the change. Crucial is the importance of confusion or uncertainty about what lies ahead.
In the absence of any knowledge about the changes that have taken place, or which are about
to take place, rumors and speculations regarding negative consequences are almost certain
to develop."” In the case of changes in the police organizations, the most common initiators
are political leaders who are in power. On the other hand, police officers often think that
their attitudes cannot change anything in relation to the attitudes of politicians regarding the
changes in the police. Therefore, their behavior can be subsumed under tokenism or a more
sophisticated version of simply doing nothing. Typically the individual will agree to changes,
debate implementation programs etc., but practically, only the most superficial change will
occur. This avoidance method is often associated with an apparently highly active approach
to the changes, designed to persuade others that change is progressing.’ One of the causes
of resistance to change among police officers may be representatives of police union who are
supposed to represent the views of police employees. Organizational changes in the police
organization may bring the innovations that will improve the work and status of police offi-
cers. The impact of the police unions on the employees in some countries is especially strong,
which is particularly noticeable in the former Yugoslavia. As a result, regardless of whether
the organization change is beneficial, when the position of representatives of police union is
threatened they will deliberately work against implementation of a better solution. This can
create resistance to organizational changes among some groups of employees in police who
believe in attitudes of the police union. However, if the representatives responsible for the im-
plementation of changes in the right way demonstrate the benefits, employees’ attitudes will
quickly turn from resistance to a positive attitude towards changes.

16 Hart,].,(1996).The management of change in police organizations. College of Police and Security
Studies. Slovenia

17 Ibid.

18 Ibid.
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CONCLUSION

It is clear that innovation within the police organization is not a simple and easy process.
It is necessary to be clear-eyed about the difficulties with implementing the changes in police
organizations. With an effort to do the best for the police organization, management who
is responsible for introducing changes very often try to change organizations although they
hardly understand how they work and they dream of improving things by changing the or-
ganizational architecture which leads to permanently negative effects that influence the per-
formance of police officers and their behavior. Moreover, the minister of internal affairs and
his associates immediately after taking over the ministry in charge of police work, often touch
upon cultural identities without being aware of it, try to innovate without deeper analysis
and consultation with the scientific research institutions in this field and because of that they
trigger resistance against changes and do not know where it comes from. One of the problems
that occurs and which is typical for developing countries or some accessing to relevant world
institutions such as the European Union is that police representatives falsely assume that po-
lice cultures and practices are basically the same all over Europe and they try to improve
things by looking for best practice without taking into account the cultural and organizational
context.”” In order to prevent negative phenomena relating to the impact of organizational
changes on the performance and behavior of police officers, certain actions are recommend-
ed. Through adequate communication and education of police officers they will be consistent
with the goals of changes and in most cases help finding as simple as possible way for imple-
mentation. During the period before the implementation of changes it is common that police
officers have lack of information or receive incorrect data. Through adequate communication,
they should be explained the reasons for the change, the manner of their implementation
and the benefits that they will get. Police organizations have a large number of employees.
However, changes in these organizations do not affect all police officers. According to this, it
is possible to use participation and involvement of those who will be directly exposed to a new
approach to organization or work. In this way, these police officers who will actively partici-
pate in implementing changes will apply those more easily later. As outlined in the previous
part of the paper, the resistance of the police officers towards change can appear in some cases.
Sometimes an easy way to avoid this phenomenon is negotiation and agreement, especially
if the source of resistance is the police union. One solution could be the replacement of the
person or group with strong power and impact on the attitude of police officers. Management
support is also very important, but not only as a situation where change in view of the senior
management cannot be assumed to be consistent with the views of individuals at operational
or intermediate levels. On the other hand, the active support of senior and intermediate man-
agers is essential to adequate and progressive changes at all levels in the police organization.
In extreme cases, if another tactics does not work, or is too expensive, manipulation or the
explicit and implicit coercion can be used. This way, as the auxiliary resource to overcome the
resistance, it can be a quick and cost effective solution, but it can lead to future problems if
the police officers feel that they have been manipulated. Certain organizational changes can
have both positive and negative impact on the performance of police officers. In addition to
the detailed analysis conducted to prove the justification of changes, one of the recommenda-
tions to reduce the possibility of errors is to test the changes in one organizational unit. Thus,
deficiencies resulting from the implementation of organizational changes can be corrected
since the safety of citizens, material and cultural assets do not suffer the consequences of bad
estimation from those who support the changes in the police organization.

19 Zeyse-Christe,].,(2014).Effective change management in the police-Insights from a European
research project. Fachhochschule der Polizei Brandenburg
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Abstract: The paper is dedicated to the system of operational-investigative education
of police officers. Considering the specifics of serving in different police units, studying
the course of “The operational-investigative activities (further — the OIA) basics” at the
police high educational establishments is proposed.

The conclusion is held about the necessity of dividing the OIA police unit’s employees
into inspectors and detectives, which would give a possibility for selecting the most
experienced ones for producing the OIA and, consequently, improve the efficiency of
detection of crimes.

The detectives’ significant activities involve taking part in secret searching events to get
the investigation information, and the processing the OIA cases.

The inspectors’ significant activities are to help the detectives (e.g. checking and
formalizing incoming information from the detectives, taking part in public search
events).

Necessary terms for an inspector’s promotion to the rank of a detective should be such
as demonstrated ability for the OIA work, OIA unit work experience not less than
three years, received specialized training in the internal affairs system educational
establishment in accordance with the specialization of the police unit, successfully
passed exam in the operational-investigative activities course.

Keywords: police, studying, operational-investigative activity, two-staged training
course, criteria for the detectives selection.

INTRODUCTION

By the mid-1990s, after the transition to a market economy, in the conditions of reducing
the financing of public higher education institutions these establishments were allowed to
provide paid services on a contract basis, which caused a significant increase in the number
of students wishing to enter the most popular specialty. The desire of state universities to earn
money has provoked a sharp increase of the number of students on contract. At the same time
higher education institutions were not ready to significantly increase the number of students:
lack of qualified teaching staff, classrooms, training and methodological support, etc. all led
to a decrease in the quality of the specialists’ training, reducing, in turn, their demand by
prospective employers.

At the same time, there was a reduction of requirements of the state to the educational sys-
tem as a whole. In particular, requirements for the opening of new universities and faculties

1 E-mail: shelukhin2004@inbox.ru.
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decreased, and the level of monitoring compliance with the license conditions for providing
the educational services was reduced?.

RESEARCH AND METHODS

The research is based on the materials of the international practice of operational and
investigative training for police. It also focuses on the historically formed, pro-Soviet system
of training of police officers.

DATA FOR DISCUSSION

In connection with the system crisis in the economy at the end of the last century there was
mass closure and bankruptcy of enterprises of industrial and agricultural complex, leading to
job cuts, lower the prestige of technical professions, the collapse of the network of vocational
schools. The attitude of citizens to work has changed - the prestige of working professions has
fallen, reduced the attractiveness of technical education. A significant part of the population
held the illusion that after graduating the high education (mainly economic and legal profile)
a person can immediately qualify for high-paying, “white-collar” jobs.

The boom education business has started. By this time in Ukraine (like almost in all coun-
tries of the former USSR) there was the mass of opening the legal and economic faculties at
the universities of non-core: agricultural, industrial, educational, etc. As a business projects,
in all regions were opened private universities in the form of institutes and universities, often
have neither their own training facilities nor the qualified teaching staff.

The owner of departmental educational institutions of Ukraine - Ministry of the Internal
Affairs (further - the MIA) hasn’t stayed away from these negative processes. The harmonious
system of training cadets for the MIA units, which basis were the average police schools, was
destroyed. The system of MIA had the impression that every law-enforcement officer should
be a lawyer with a higher education.

Proceeding from these considerations on the basis of secondary schools and colleges of
the initial training of the police units employees through several reorganizations were estab-
lished institutes and universities of the MIA. And none of the departmental universities had
a clear specialization in a police profession, and classification some universities along the
lines of the basic training of specific police services: the economy, search, protection of public
order, traffic police, etc. — had a declarative character. This approach did not contribute to
the professionalization of teaching, as well as the emergence and development of scientific
schools in the field of law enforcement. Department of Education and Science of the MIA has
lost its coordinating role in the educational process in the subordinated universities. This is
evidenced by the fact that during the operation no unified curriculum for core subjects was
developed such as the OIA, administrative law and procedure, criminal law and process, spe-
cial equipment, etc. There was a constant confusion with the training program: at first there
were immediately introduced and canceled state exams in Ukrainian and foreign language,
then hastily began to study the course “Rhetoric”, “Bologna process”, “Protection of human
rights”

2 Shelukhin N. About an up-to-date approaches in training programs of the operative employees of
the Ministry of internal affairs in the higher education establishment of the internal affairs’ system / N.
Shelukhin // The role of science in the raising of quality of the law-enforcements’ activities: sourcebook
of the international scientific conference. - The publishing house of the Almati academy of the Ministry
of internal affairs of Kazakhstan Republic, 2011. - P. 113-118.
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Universities have become regional centers for training of personnel for the regional police
units at their place of dislocation, but the needs of the number and profile in the training of
future police officers considered very concerning.

The authorization to take to the universities cadets immediately after high school gradu-
ation had quite negatively effect on the quality of the recruitment for teaching in higher edu-
cation and further work in the MIA. The police schools received a significant portion of the
students without enough solid professional orientation. Incentives to enter the MIA system’s
Institutes were not only positive reasons connected with the desire to stand on the protection
of public order in a very modest fee, but also negative, such as: obtaining a higher legal ed-
ucation with minimum material costs, avoidance of service in the army, software during the
future work of the high standard of living due to corruption, the early retirement age, and for
women the opportunity to build personal life, associated with the birth and upbringing of
children, while serving in the police unit while on leave for child care and claiming a pension
for achieving a total of 20 years of service.

Since 2010, MIA officials several times have told statements about the need to reform the
system of departmental education. Moreover, because of the lack of the concept of reforming
its ways and methods are not defined yet. Constantly there is talk of the future, the number of
universities, the number of entering students, about carrying out all sorts of experiments - but
no official explanation from the MIA, that baffles the administration and teaching staff of the
MIA universities - what happens next? While it is known only one - in MIA universities there
is a cut, as in all MIA units.

However, it is clear that the system of training of future police officers will be thoroughly
restructured in the direction of enhancing their law enforcement specialization, mastering
complex of skills needed for everyday performance of their professional duties at educational
levels “bachelor” and the specialty “law enforcement”.

In our opinion the rejection from the system of all-over training of jurists in process of re-
forming the internal affairs system along with the course of the three-year training specialists
in law-enforcement would increase the young men’s motivation for entering the specialized
internal affairs system educational establishments.

Considering the specification of the serving in the different police units in ideal it would
be positive if the first two years the future policemen study the unified program and the spe-
cific subjects (including the OIA) considering the service line would be studied on the third
course.

Speaking about the study of the subject of specialization, I would like to make some com-
ments on the study of a special training course one of the basic “police” subject - “Operation-
al-investigative activity”.

In recent years, crime situation in Ukraine is worsening due to declining living standards
linked to socio-economic instability, which distorts human values, undermines the economy,
constantly threatening the lives and well-being of everyone. And the danger in its historical
aspect of development of society is increasing and requires constant revision in the use and
improvement of technical tools, techniques and methods that contribute to a more complete
and rapid detection of crimes, as well as prevention and crime prevention.

Modern reality in sphere of the impact on crime is strongly dictates admit for decades the
current tacit scope of protection of man and society from criminal attacks not only as a united
and independent type of socially useful legal activity, but also subject to legal regulation on
common rules.

This activity, which is fragmentally submitted in a complex of some sort of the state and
all-other juridical activities (counterintelligence, criminal procedure, criminal execution, ad-
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ministrative and de-facto private security activities), in which specific operational-investiga-
tive legal relationships are emerging, needs to be studied with the unified law positions. The
OIA course should be conditionally divided in two sections:

- public (the OIA basics);
- secret (the OIA as a police activity).

The MIA Institutes prepare future police officers to work in practical units in different
services as: investigators, detectives, employees of traffic police, etc. For work as a detective,
i.e. employees who will be engaged in full agent-operational work, would be prepared for a
quarter of graduates. Also, please note that during the first 2-3 years, half of young officers
MIA quit. Besides, not everyone future police officers would need the fundamental knowl-
edge about the secret section of OIA. So when we teach the secret section of OIA dedicat-
ed working with secret informers, withdrawal information from communication channels,
working with the OIA cases etc. the cadets of allover lines of training, we groundlessly raise
the round of citizens who is admitted to the secret information; and secondly, considering
the large percentage logoft young officers, we train a professional contingent that can actively
counteract the activity of OIA units of the police and other security services.

Considering the above, obviously, in the MIA education establishments cadets must be
teached only the first section of the OIA course — “ The OIA basics” The same part of the
course law students should be taught.

It should be noted that a lot of experience teaching public course “Fundamentals of OIA” is
gained for students of higher educational institutions of the MIA of contract and for students
of higher civil educational institutions of the Russian Federation and Ukraine. This is due,
primarily, the fact that numerous aspects of operational and investigative activities have been
the object of research and have received coverage in the open teaching methods and research,
including monographs, literature as well as in articles of periodic legal publications. Works
devoted to operational and investigative issues, included in the collection of scientific papers
and abstracts of papers presented at scientific conferences.

Teaching the course “Fundamentals of OIA” should be of theoretical-applied character
and suggests familiarizing students with the basics of the OIA. The study included in the pro-
gram provides the basic knowledge about: the notion of OIA and its legal regulation; history
and contemporary content of OIA; legislation in the field of OIA as a new regulatory and legal
formation; legal status of OIA subjects of their duties, rights and responsibilities; legislative
regulation of decisions and actions taken in the process of OIA; OIA maintenance of criminal
proceedings.

The assimilation of this material is the basis of training the modern lawyer. Deep and
strong knowledge of the theory of OIA and skills of law enforcement standards of OIA laws
are needed primarily in activities of every police officer, regardless of their position. This
knowledge is useful for the organization of the lawyer, investigator, prosecutor, judge. With-
out an understanding of the main provisions of OIA other representatives of the legal profes-
sion can’t get along.

The purpose of this course is: formation of students holistic understanding of the OIA as
a special, quite specific form of the state of law enforcement, but at the same time closely in-
terconnected with other types of public law enforcement; clarification of the role and place of
the theory of OIA in the fields of law and jurisprudence; formation of students’ understanding
of the nature and value of legal rules governing the OIA; students’ awareness of social condi-
tioning and social significance of OIA. A look at the OIA as a legal theory of an independent
branch of law has finally emerged and became widespread.
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It is significant that at the international conference, which was held in May 2011 in the
Donetsk Law Institute, one of the speakers of visitors - the governing officer training school of
police of the MIA of Bavaria was confused by the questions given from the audience on how
to prepare police officers involved in the OIA. He had a long evasive and tried to explain that
this is absolutely not accepted in a police environment even speak about it; that OIA training
is not included in the training of police officers; that practical knowledge of the OIA receive
only selected employees who have been working in the police and have shown the ability to
this kind of law enforcement. Knowledge of the secret police activity these specially selected
and experienced employees are taking on special courses at police schools.

Stating the inadmissibility of teaching the secret section of the OIA course in the police
education establishments during the training the Ministry of internal affairs officers (edu-
cational level of bachelor) we draw a conclusion about the necessity of deep reforming the
training program of the detectives.

The OIA part of work of the operative units is not the result of their activities but the most
significant instrument to goal the legally definite purpose of the searching and fixation the
facts about the illegal actions of the specific persons and groups, which cause the criminal
responsibility.

Thus, the everyday work of the detective composed of the public and secret activities.
Analyzing the worktime costs of detectives we draw the conclusion about the only one third
of the detective’s worktime is engaged on the search of information which has the significant
meaning and the working with the OIA cases. The rest of the working hours are dedicated to
checking the incoming information, formalization the confirmed information for transfer to
the investigation units, and taking part in different operative-duty events.

In addition, the young police officers (generally at the age of 21 years) is quite difficult
from the first day to engage in practical subdivisions of OIA in full due to: difficulty of es-
tablishing psychological contact with people because of their relatively small age, lack of life
experience and social maturity; fear of abuse of disciplinary action by the unit’s chief of the
lowest rates in the operational work. These two main reasons force young employees to falsify
the results of the operational activity, which leads to its imitation, lack of skills conspiracy and
work with OIA cases’.

RESEARCH RESULTS

So we can identify two employee groups from the rest of the OIA police units:

- detectives — more experienced (and high-paid) employees, whose significant activities
are the taking part in the secret searching events to get the significant investigation
information, also the processing the OIA cases;

- inspectors - young employees, whose have the experience less than three years and their
purpose is to help the detectives (e.g. checking and formalizing incoming information from
detective, taking part in public searching events).

Necessary terms for inspector’s moving to the detective’s chair should be:
- demonstrated ability for the OIA work;
- OIA unit work experience not less than three years;

- receive specialized training in the internal affairs’ system educational establishment in
accordance with the specialization of the police unit;

3 Minchenko S. The juridical culture as the term of the human rights security during the operational-
investigative activities / S. Minchenko// Law of Ukraine. - 2012. - Ne 2.
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- successful pass exam of the OIA course.

In the future, the transition of employees from one operational service to another should
take place no more than twice a year, in accordance with the schedule approved by the MIA,
linked on a mandatory weekly training this category of operative employees. The proposed
procedure will provide an opportunity to stabilize the composition of the operational services
of practical police units*.

Thinking about the correlation of detectives and inspectors in the operative police unit
as it seen any operative unit would have the groups including one detective and two or three
inspectors. Such groups may independently solve the significant part of the tactical opera-
tional-investigative purposes.

CONCLUSIONS

Taking into account the above, the operational system of training of law enforcement of-
ficers should look like this:

- training of inspectors for the OIA units. Studying at university basic course
“Fundamentals of OIA”;

- training of detectives. A study in the universities special course “OIA of the MIA units”;

- retraining of detectives during the transition from one service to another. A study in the
universities special courses “Features of OIA” by line departments;

- improving the qualification of detectives. A study in the universities the special course
“Innovative technologies in the OIA”, holding seminars for exchange of experience in practice;

- improving the qualification of detectives and inspectors in schools improving operational
skills (SIOS) at the place of service.

Summing up the results of research of improving the quality of training employees for
the police department and the efficiency of the employees of OIA divisions we might make a
number of conclusions.

1. Each future officer of MIA must undergo military training in the armed forces of
Ukraine and internal troops.

2. Preparation of the future law enforcement officers in the universities of the MIA should
take the same for all universities programs.

3. Within cadets, law enforcement officers the training course “Fundamentals of OIA”
should be taught to lawyers and civic students in higher education institutions of the MIA.

4. The dividing OIA unit’s employees on the detectives and inspectors would give a
possibility for selecting the most experienced for the producing the OIA, consequently,
improve the detection of crimes efficiency.

5. The two-staged training course of employees in sphere of the OIA would be held only in
the internal affairs system’s educational establishments. This would prevent the declassification
the forms and methods of providing the OIA.

The proposed two-staged system of university training of OIA divisions’ employees
would strengthen the connection with the practice of higher education institutions and will

4 Shelukhin N. About an up-to-date approaches in training programs of the operative employees of
the Ministry of internal affairs in the higher education establishment of the internal affairs’ system / N.
Shelukhin // The role of science in the raising of quality of the law-enforcements’ activities: sourcebook
of the international scientific conference. - The publishing house of the Almati academy of the Ministry
of internal affairs of Kazakhstan Republic, 2011. - P. 113-118.
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strengthen their responsibility for the quality of practitioners, will provide an opportunity for
research on specific topics and practical together with practices that will significantly raise the
scientific status of the high school of MIA.
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Abstract: Bearing in mind that the European Union accession is a strategic goal of
Serbia, one of the fundamental requirements is to strengthen administrative capacities
and accelerate approaching the European Union. The main objective of the paper
is to review new police legislative framework (Police Law) introducing a modern
human resource management and career development. Essentially, career system is to
encourage recruitment and promotion due to employees’” educational background and
professional experience/performance appraisal. The system of career tends to be highly
competitive, self-motivated and resistant to political pressure. Considering excessively
complex police functions, organization and management, it will create the legal basis
to provide professional, efficient, effective and high quality police operation. Inevitably,
new legislation requires new organizational climate and employees’ awareness and
support. Consequently, the paper restricts itself to the following elements: new job
classification system, personnel planning, job description, principle of transparency/
non-discrimination and equal access to working posts, system of mandatory internal/
open competition, competitive and objective selection of candidates based on merit
and on transparent criteria, evaluation of performance based on determined criteria,
promotion based on merit (performance appraisal), professional training, legal
protection of police officers, pay system. In order to effectively implement the reform,
it is also necessary to introduce management instruments which will fill in the gaps
between formal rules and informal practice and build administrative capacities in the
Ministry of Internal Affairs, with special focus on the newly created Human Resource
Management Unit, which should be the leader in human resource management
processes. Significant efforts still need to be invested in order to implement and sustain
this ambitious reform program.
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INTRODUCTORY REMARKS

The concept of modern police is primarily focused on the adherence to the rule of law,
primacy of the public interest over private, citizens safety, fight against organized crime and
terrorism and corruption, as well as strengthening economic and social responsibility. Police
officers need to perform their duties with integrity, impartially, professionally, in accordance
with ethical standards. Due to the character of police functions and excessively complex or-
ganization and management, legal status of police officers is regulated in an exclusive manner,
intensifying the divergence within national civil service system. However, it is indispensable
to adopt and efficiently implement modern civil service principles such as legal certainty, pro-
fessionalism, transparency, responsibility, and efficiency. Police civil service system as a typi-
cal career system, requires implementation of human resource management institutes which
will support full realization of the mentioned principles.

Programs of the European Union are strongly focused on harmonizing with EU Acqui on
Chapter 24 and on specific support for the police to carry out complex tasks. According to
the National priorities for the international assistance (2014-2017), the priority areas for the
future development are professional police, organization and management, safety of citizens
and of the state, cooperation at national, regional and international level, developing citizens’
trust, external and internal control and transparent work. Improvement of working methods
and principles of police operation with focus on the strategic planning and human resource
management are highlighted priorities. Integrity systems have been incorporated into the
civil service and officials should be aware of their obligations and of the ethical behaviour
expected of them. Trained and motivated police officers should be capable of applying sound
administrative procedures in line with European principles thereby offering legal certainty to
citizens. Furthermore, the most important European civil service standards referring to pro-
fessionalism and merit-based civil service system and its elements - equal access to working
posts, obligatory public competition, open and competitive selection based on transparent
criteria, legal protection of candidates, promotion based on performance appraisal, fair salary
system, career opportunities, effective disciplinary and penal remedies, are expected to be
incorporated in new legislation and effectively implemented in practice.’ Nevertheless, a need
for a comprehensive police legislation reform has been recognized in order to provide a basis
for further reforms and effective implementation of national and European policies.

In the context of the overall public sector reform in the Republic of Serbia, the reform of
police civil service system started by the adoption of the new Police Law,* containing con-
temporary rules on mandatory open/internal competition, job analysis and competences,
transparent and fair selection procedure, promotion based on merit, training, performance
appraisal and professional exams, new remuneration system. However, significant efforts still
need to be invested in order to implement and sustain this ambitious reform program. In
order to effectively implement the reform, it is necessary to introduce human resource man-
agement instruments which will fill in the gaps between formal rules and informal practice
and build administrative capacities of the Ministry of Internal Affairs.

3 See: OECD, Sigma Baselines, Control and Management System Baselines for European Union Membership,
1999; J. Hinrik Meyer-Sahling, Sustainability of Civil Service Reforms in Central and Eastern Europe Five
Years after EU Accession, Sigma/OECD, Sigma Paper No. 44, GOV/SIGMA (2009/1), Paris, 2009.

4 “Official Gazette of the RS” No. 6/16.
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INTRODUCING NEW HUMAN RESOURCE MANAGEMENT
PRACTICE - AMBITIOUS REFORM?

The main objective of the new regulation is to introduce human resource management
institutes corresponding to contemporary standards. Furthermore, it is viewed as a request
in the overall process of capacity building of the Ministry for the efficient implementation of
the European policies. Additionally, it will also accelerate approaching the European Union.’
However, the merit system in police is still hampered by the long lasting cultural and tradi-
tional habits. Not applying the rules on the job classification system, equal access to work-
ing posts, obligatory public competition selection, legal protection of candidates, promotion
based on performance appraisal, fair salary system, ignores the need for recognizing funda-
mental civil service principles. The inherited practice is in harmony neither with constitution-
al provisions, nor with mainstream European principles.

In accordance to the requests of the international organizations and comprehensive public
administration reform in Serbia, Police Law clearly points to the new functions and strategic
priorities, resulting with a new organizational structure of the Ministry. The crucial novelty
of the Law is related to the introduction of human resource function which is to provide the
essential elements of professionalization and de-politicization. It considers many elements
such as: obligatory open competition, competitive and objective selection of candidates based
on merit and on transparent criteria, job classification system based on functions, promo-
tion based on merit, carrer development, new performance appraisal system, stimulating pay
system, individual responsibility of civil servants, prevention of corruption, impartial per-
formance and responsibility. Ensuring implementation of new institutes is viewed as an inte-
gral component of the strategic planning in the Ministry, aiming to develop human resource
planning, recruitment, development and retaining of employees, in accordance with police
functions and objectives. New functions will significantly support efficient police operation
and also improve the legal status of police officers.

Moreover, for the purpose of efficient execution and coordination of human resource
management functions, a new Human Resource Management Unit has been established.® The
main tasks of the Unit are strongly focused on formulation of the human resource manage-
ment strategy, personnel planning, job analysis, open and internal competitions, selection
procedure, performance appraisal, permanent professional training, mobility, and legal tasks
concerning labor relationship with the Ministry. It is also in charge of efficient coordination
of these functions within the Ministry and cooperation with other ministries and state bodies,
regarding harmonization of human resource management practice within central Govern-
ment and equalizing legal status of civil servants. Consequently, building capacities of the
Human Resource Management Unit will certainly contribute to successful discharge of new
functions. The education of all managerial staff is of crucial importance since their knowledge
and competences shall influence the efficient implementation of the policies.

One major novelty of the Police Law refers to the issue of job classification system. It has
to be taken into account that the job classification system (for officers) ensures the precondi-
tions for the recruitment and vertical promotion in accordance with one’s professional ability
(merit-based principle), transfer (mobility), objective and fair appraisal, systematic monitor-

5 See: J. Hinrik Meyer-Sahling; T. Veen, Governing the post-communist state: government alternation
and senior civil service politicization in Central and Eastern Europe, Routledge, London, East European
Politics, 2012.

6 See: Strategy of the Ministry of Internal Affairs of the Republic of Serbia Development 2011-2016, 2010;
Human Resource Management Strategy of the Ministry of Internal Affairs of the Republic of Serbia, 2014,
available on: http://www.mup.gov.rs/.
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ing, professional development and the employee remuneration system.” The Law is to ensure
that the job descriptions are based on the complexity of duties, the necessary degree of in-
dependence in the performance of duties, the required skills, the scope of supervision over
the operations, the required educational background and relevant professional experience
and required competences. The system should actually express the expertise of the employees
and their ability to perform the duties of a certain degree of complexity, or whether it links
the rank of the employee and his/her duties in the job, as the ultimate effect of this system
could be that the salary does not reflect the complexity and responsibilities, which would be
a disincentive to employees.

The new Law has established the division of police job positions into: managerial and
executive. Managerial job positions are classified into four categories depending on the com-
plexity of work, education, rank/title, level of responsibility and decision-making power, as
well as independence in work, notably into managerial positions of: strategic, high, middle
and operational level. These positions, under Article 148 of the Law, include managing and
commanding activities, which comprise: planning, organisation, coordination, control, as-
sessment, analysis, performance evaluation and information, and other activities relevant to
the required level of competences. Unlike managerial, the executive job positions are all po-
sitions that involve direct performance of the police and other internal affairs duties and the
advancement within the range of appropriate ranks/titles. Besides the titles of civil servants,
which represent a novelty in the Ministry of Internal Affairs, new titles and ranks are also
introduced for police officers. These titles and ranks are divided into three levels: strategic,
middle, and operational. The classification of titles and ranks is one of the elements of the
career development system. The issue of classification of managerial job positions has to be
more precisely regulated by by-laws. It is also of particular importance to establish the classifi-
cation of job positions and determine their salary groups and salary classes. Proceeding from
the description of duties and status of a job position, salary groups will be specified in greater
detail based on the catalogue of job positions in the Ministry.

To reinforce a professional and depoliticised work of the Ministry, the new Law bases the
staff selection and recruitment procedure on the principle of merit, which is supported by the
principles of equal access to job positions and non-discrimination. This makes it possible for
candidates to access job positions under equal conditions and ensures transparency in the
selection process, given that the candidates are familiar with the requirements for admission
to employment. Since public competitions constitute an essential element of a transparent
employment process, the Police Law introduces a novelty by prescribing as mandatory the
holding of competitions for entry into employment and filling of vacant positions. This nov-
elty is indicated by Article 135 of the Law, under which ‘labour relationship with the Ministry
shall be established through a public competition. Labour relationship of a civil servant can
exceptionally be established by way of transfer, or taking over of an employee from another
state authority based on the takeover agreement. The purpose of this rule is to reinforce the
internal mobility of civil servants and more efficiently fill vacant positions in accordance with
the needs of the authorities. Article 135 provides for exemption from the mandatory compe-
tition requirement with respect to candidates from higher education institutions, set up under
special study programmes to meet the needs of the Ministry, whose studying was financed
from the budget of the Republic of Serbia and who had concluded contracts thereof with
the Ministry for each respective year of study. In the transitional and concluding provisions,
the legislator indicates that these candidates will have priority during the competition pro-
cedure as long as they meet general and special requirements of entry into employment with
the Ministry. In keeping with international and European Union standards, it is evident that

7 See: 3. Byxaumuosuh Pagojuunh, IIpasna numarea cnysbenuuxux oonoca, Monorpaduje, Kmura 25,
KpummHanmucTnyxo-monnuumjcka akagemuja, beorpan, 2015.
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the new Law promotes the significance of high police education. To avoid the infringement
of general principles and favouring of one candidate over another from the same university
and with the same qualifications, it is expected that the competition and selection rules will
be more precisely specified, in accordance with the human resources needs of the Ministry.
Additionally, it is in line with the spirit of the career system that these individuals take upon
entry level positions in the Ministry, in accordance with their educational level and other
criteria required for a particular job position.

The filling of all positions must be consistent with the adopted human resource plan,
which points to the development of the practice of planning human resource needs and the
prevention from recruiting greater number of employees than that corresponding to the
means planned for this purpose under the Budget Law. Bearing in mind the dynamism of the
modern society — changing working goals and functions of the administration, an ongoing
revision of job position functions must not be omitted. Since the basic instrument of human
resource planning is the systematisation (a systematisation act) defining job positions and
appropriate titles/ranks, appointed positions, it represents a comprehensive analysis of tasks
and activities of particular authorities, according to the character and type of work, as well as
the scope and frequency of certain types of duties. Compliance of filling vacant positions with
the rulebook governing internal organisation and systematisation of job positions in state
authorities and the human resource plan is supervised by the administrative inspectorate.

The previous non-transparent practice of establishing employment relationship was in
contradiction with the generally adopted domestic regulations and international standards,
given that citizens must be guaranteed the freedom and right to employment in the civil
service and equal treatment in the selection procedure. The tendency towards recruiting can-
didates according to the ‘political’ criteria rather than knowledge and professional skills se-
riously hinders the application of the merit principle. The previous Law failed to regulate the
procedure for admission to service without competition (‘upon the so-called citizen request’),
thus placing the citizens in an unequal position, since, by way of general acts that are pub-
lished in the official gazette, they could not have been informed of the terms and procedure of
employment. Specifically, it is the right of a candidate to be ‘duly’ informed of the course of the
competition procedure and made aware of the reasons for being deemed ‘unfit’ for employ-
ment. The Serbian Constitution and laws, the recommendations of the Council of Europe,
the recommendations of independent institutions, all prohibit discrimination in the domain
of labour, that is, the violation of equal opportunities for gaining employment or enjoyment
of all rights under equal conditions. Transparency in the procedure, at the same time, affirms
the possibility and the right of a dissatisfied candidate having participated in the selection
procedure to lodge a complaint thereof and initiate administrative dispute. With the system of
public (internal) competitions in place, and transparent and objective selection of candidates,
conditions are created for the recruitment, allocation, and career development on the basis of
professional competences, while political, personal and other influences are weakened. Pro-
fessional and proper discharge of duties and tasks within the service and at the service of the
citizens is the only criterion that affects the improved capacity to make legal and legitimate
decisions. At the same time, it promotes the effective implementation of Government policy.

In regard to filling vacant managerial positions, the Law provides for holding of internal
competitions, which is in line with the spirit of the career system. Another novelty is the rule
providing that managers at all levels must be appointed following the internal competition, on
the proposal of the head of the organisational unit concerned, and on the basis of the reports
and ranking of a candidate. By imposing the obligation for conducting internal competitions
for all managerial positions and for transparent and impartial selection procedure, assump-
tions are created for the recruitment, allocation and promotion on the basis of professional
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skills, experience and performance. This process can be realised only in the settings of min-
imised political and personal influences on the work of officers. Therefore, it is particularly
important to establish clear rules on the selection procedure, testing the knowledge and skills
of candidates and ranking them. This issue is particularly relevant with respect to appointing
individuals to certain positions (Director General of the Police, State Secretary of the Ministry
and Assistant Ministers) and where, under the Civil Servants Law, the conduct of internal or
public competition is mandatory. The Competition Committee is formed for each individual
case, and its members include professionals from specific fields, members of the High Civil
Service Council, and one member from the Ministry. In this context, under Article 149 of the
Police Law, the Director General of the Police is appointed by the Government, with a term
of office of five years, following a public competition and in the manner prescribed by regula-
tions governing labour relations applicable to the Ministry.

Special novelty is the introduction of career advancement of employees of the Ministry,
which is aimed at establishing a career system that will, primarily, be based on the achieved
results, appraisal and professional development, and not just ‘time spent serving at the previ-
ous rank’ This would ensure the preconditions for de-politicisation, the managerial positions
would have to be filled through an internal competition, based on professional skills, which
would strengthen professionalism and provide stability and continuity.

Since the career systems give priority to professional qualifications when selecting and
promoting candidates during their career, recognising professional potentials and facilitating
the conditions for acquiring higher ranks will positively affect the motivation of officers and
better performance. In addition, the career system recognises the particularities of the police
work, its tasks and goals - it provides stability and guaranteed quality of service due to ex-
tensive working experience of employees, along with the possibility of continuous training.
Despite the current trend towards staft retention, the principle of internal mobility is fully ap-
plied. Movements during the career — change of job positions or promotion within the same
job position and acquisition of higher ranks, professional development, taking of professional
exams to advance to a higher rank/title, transfer due to operational needs or on personal
request - positively affect the organisational climate, the emergence and promotion of the
working spirit of officers and the improved quality and productivity of work.

The system of career development of police officers was not properly regulated; thus, the
employees, who had performed non-police duties for years, notably with lower educational
attainment, were given the opportunity, by way of further education (most commonly at fac-
ulties other than those concerned with police, criminalistic, security or legal sciences) and
with no police training, to be assigned to the highest managerial positions within the police.
That was, unfortunately, a common practice, because the years of service used to be taken into
account for the rank/title (in some cases even the period of the leave taken for purposes of
schooling — when a person was employed, but referred to further education), and thus such
employees used to receive as their first police rank/title the rank of a major, lieutenant colonel
or colonel, or chief police inspector, police adviser or chief police advisor. The new Police Law
excludes such a possibility and introduces clear and precise criteria for career advancement
of police officers.

Moreover, the new Law creates the conditions for filling the positions in the hierarchical
structure according to the principle of merit — by prescribing clear promotion conditions that
favour professional development and training. Additionally, it provides that the acquisition
of the subsequent title (rank) within the same level is conditional upon the appropriate ed-
ucational attainment - level of education, years of service at the previous title/rank, success-
fully completed professional training for the relevant title/rank and the appropriate annual
appraisal whose three-year average mark must not be lower than ‘outstanding - four’. The in-
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troduction of these rules strengthens the relation between the professional development and
training and the career advancement, while the institution of appraisal becomes significant
in many respects. The new Law clearly points to the connection between the officers’ perfor-
mance and contribution and their advancement, although the advancement is just one of the
appraisal objectives. Advancement can be achieved on the basis of a three-year average mark
that cannot be lower than ‘outstanding - 4.

Another novelty is the introduction of the obligation to perform appraisal in two cycles,
but with one final mark (from ‘unsatisfactory - 1’ to ‘particularly outstanding - 5°). Promo-
tion to a higher rank should be based on monitoring of an employee’s operational results by
immediate managers, measuring employee performance and the received marks. This is at
the same time the main idea of the new Law, which aims at creating conditions for the police
officers’ career development — promotion within the service, mobility, professional develop-
ment and fair remuneration. Since the appraisal is clearly stated as a reason to terminate the
employment contract, by providing that employment of an officer ceases if given a negative
mark (‘unsatisfactory - 1) for two consecutive times, it points to the need for training man-
agers in charge of the appraisal, specifying clear criteria and objective monitoring of employee
performance throughout the year.

Given that the managers at all levels within the Police Directorate can be dismissed from
duty if they fail to perform within the competences of their respective job positions, pre-
scribing clear appraisal criteria becomes significant in many respects. This solution is directly
related to the preparation of thorough job descriptions and amendments to the act on internal
organisation and systematisation of job positions.

To receive the subsequent title/rank of immediately higher management level, besides
the above conditions, a candidate is envisaged to pass a professional exam. This mechanism
strengthens the relation between the development and training and the advancement with-
in the Ministry. Another mechanism is the holding of competitions for filling job positions
which will give the employees the opportunity to apply for posts for which they consider they
have appropriate competences. These solutions are in line with the spirit of professionaliza-
tion and de-politicization, and thus minimise the discretionary powers of managers while
promoting candidates. This rule, being in line with strategic acts of the Ministry as well, im-
plies that the advancement must be based on transparent procedures, with the application of
internal competitions for filling higher- and middle-level managerial positions, and on the
results and professional development, with necessary knowledge testing.

Under the new Law, control powers concern the work of police officers and other employ-
ees of the Ministry. The Internal Control Division obtains considerably broader powers and
remains the institutional controller of the legality of work of the police, in particular regarding
the observance and protection of human rights in carrying out police tasks and exercising
police powers. With the new Law, the Internal Control Division also becomes the main an-
ti-corruption mechanism within the Ministry and in this connection receives extended pow-
ers, including the ‘integrity testing’ and the control of changes in the status of the property of
managers within the Ministry (database of managers’ assets declarations), with the possibility
to extend this control to other employees as well. This considerably increases the level of con-
trol and inspection of data on employees’ property status for the purposes of fighting corrup-
tion whose content is modelled on that already in use by the Anti-corruption Agency. These
instruments are an absolute novelty, and the aim of their application is to obtain a variety of
data for further analysis and to propose measures to eradicate corruption from the Ministry.
Such a solution is consistent with the National Anti-corruption Strategy of the Republic of
Serbia for the period 2013-2018 and the corresponding Action Plan.
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CONCLUSION

Over the past year, a lot of efforts have been made in order to review and create police
legislation based on contemporary standards. The motivation for the reform has emerged
from a need to strengthen professionalism, lessen political interference and improve the effi-
ciency and effectiveness of police operation. Furthermore, one of the key drivers for reform
was the objective to meet the European Union accession requirements. New human resource
management practice is to accelerate European integration process and support efficient per-
formance of police functions.

Introducing new human resource management practice is expected to be a challenge for
managers and all employees. A new institutional structure to support the implementation has
been also put in place. The main tasks of the recently established Human Resource Management
Unit shall cover the most important human resource functions: personnel planning, job analy-
sis, recruitment, selection based on open and internal competition, career development, per-
formance appraisal, permanent professional training, remuneration, and other issues which
appear as key challenges in police civil service system. This will improve the legal status of
police officers at all levels which is in accordance with legality and legal certainty of employ-
ees. In addition to this, it will also encourage harmonization of the administrative practice
and equalize civil servants’ status. Therefore, it will be necessary to upgrade police civil service
system by developing strong mechanisms of coordination and cooperation.

Inevitably, the new Police Law has created a legal basis which should provide professional,
efficient, effective and high quality work of police. Moreover, in order to develop an integrated
operation of the police civil service system, it will be also necessary to adopt new by-laws.
However, the set of regulations in itself is not the guarantee for successful civil service devel-
opment. In order to develop efficient and professional structures, these regulations have to be
effectively implemented in practice. Accordingly, in order to implement modern human re-
source management practice we have to build administrative capacities and adopt best prac-
tice of modern and developed civil service systems. Appropriate and adequate mechanisms
for the efficient implementation of management instruments are required which will bridge
the gaps between formal rules and informal practice. Indicatively, significant efforts need to be
invested in order to implement and sustain the ambitious reform program.
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Abstract: Organizational police units measure performance and thus show their
efficiency in performing police duties. The measuring of performance of organizational
police units in combating crime is based solely on the percentage of solved criminal
offences with an unknown perpetrator or the number of detected (reported) criminal
offences.

In police practice there are certain irregularities and unfairness in measuring the
efficiency of police activities, all in order to show unrealistic results of achieved work.
So the police are trying to show better efficiency by an incorrect reduction of the
number of reported criminal offences with an unknown perpetrator and incorrect
increase of the number of solved criminal cases. As a result of the practice of incorrect
reporting, statistics in police records do not represent real data on the state of crime
and the state of the achieved performance of organizational police units.

The authors in this paper aim to point out the present methods of “hiding” criminal
offences in police records and ways of false representation of performance in combating
crime. At the end of the paper, the authors propose some solutions for the improvement
of the measurement system of the police performance in combating crime.

Key words: effectiveness of police, crime, performance, crime suppression.

POLICE ORGANIZATION PERFORMANCE

While in the private sector the main indicator of the success of an organization’s work is
profit, the indicator of the efficiency in the public sector is performance.’ Performance of a
police organization is a measure of its efficiency. As every organization strives to fulfil its goals
more efficiently, performance management represents an important content of management
functions in a given organization. Performance management consists of measuring the perfor-
mance and its monitoring.

1 This paper is the result of the research on project: “Management of police organization in preventing
and mitigating threats to security in the Republic of Serbia®, which is financed and carried out by the
Academy of Criminalistic and Police Studies, Belgrade - the cycle of scientific projects 2015-2019.

2 E-mail: nenad.milic@kpa.edu.rs.

3 Subosic, D. (2015). Management of Police Organization in Preventing and Combating Threats to
Security in the Republic of Serbia, Preliminary sketch of the scientific-research project, Police Academy,
Belgrade.
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Something that is not measured cannot be improved, in the same way as something that
cannot be seen cannot be measured. To measure the performance means to determine the
value that allows the realization of efficiency of an organization. Such values are called per-
formance indicators*.

Performance indicators are present in relation to the set objective (standard), which is a
desired state i.e. a desired value (measure) to be achieved or saved. The comparison of per-
formance indicators to set objectives (standards) gives us the answer to the question: To what
extent is the goal achieved? Since the goal is achieved by taking appropriate actions and pro-
cesses, performance indicators point to their (in) efliciency. In case of deviation of the realized
and planned (desired) state, corrective actions are taken.

In democratic society there is a need for constant quality control of what the police are doing
and in which manner they are doing their job. In this context, citizens and their democratically
elected representatives, political authorities and other entities use the information on the per-
formance of the police organization. In this way performance becomes an important element of
achieving accountability of the police organization.

In addition to entities from outside the police organization, performance information is
important for the execution of management functions within the police organization. Based
on information on police officers’ performance, police organization managers make decisions
of importance for advancement of police officers’ careers (e.g. promotion to a higher rank),
the evaluation of their work (e.g. pay rise), and the like. In addition, the performance analysis
has an important place in a periodic evaluation of employees. In addition to the performance
of an individual in a police organization, performance of the organizational unit is also very
important. Based on the data on the performance of organizational units, their work is esti-
mated, as well as the work of those who govern them. Moreover, the performance assessment
has a significant role in the assessment of efficiency of strategies, tactics and programs that are
used in police practice.

Performance management in the police organization is also essential for the process of
organizational learning. Organizational learning can be defined as a continuous process of
creation and development of organizations skills in transformation®. Learning organizations
are those organizations which take advantage of experience, including that which comes from
other organizations, in order to improve their functioning. The assumption is that organiza-
tions can process information on performance, learn, and then transform. Without exact and
relevant information on the performance and ability to process it, organizational learning
suffer. However, it is difficult to notice the deficit of the performance and take measures to
improve it if accurate and relevant information on the performance is not available or if mea-
sures and actions are not taken in order to find it out.

Performance measurement within a police organization should include more indicators
of what police do (outputs), how it is done (processes), and what has been achieved (out-
comes)”. Unfortunately, benefits that are realized by performance measurement within the
police organizations are not used in the manner and to the extent in which they can be used.
Police organizations traditionally rely on a limited number of indicators for monitoring their
performance, thus limiting their ability to learn and to improve.

4 Golubovic D, Radovic, M. The Process of Measuring Performance of Processes, Source: http://konsultuj.
me/wp-content/uploads/Postupak-merenja-performansi-procesa.pdf (available in December, 2015).

5 Atlagic, M., Macura, M., (2013). Management: learning organization and modern business, CIVITAS,
(5), p. 163

6 Performance measurement (police), What-when-how: In depth tutorial and information. Internet
source: http://what-when-how.com/police-science/performance-measurement-police/ (available in
December, 2015).

7 °Ibidem.
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NUMBER OF RECORDED CRIMINAL OFFENCES AND
PERSENTAGE OF SOLVED CRIMINAL OFFENCES WITH UNKNOWN
PERPETRATORS AS INDICATORS OF POLICE PERFORMANCE

Criminality defined as a mass phenomenon, i.e. the set of all criminal offences (criminal
offences at a given time and space) can be quantitatively and qualitatively traced in space
(area, territory) and time by police units, and individuals responsible for crime prevention®.
The most commonly applied statistical criteria of efficiency of the police performance are the
number of reported criminal offences and the percentage of solved criminal cases. Although at
first sight attractive, these indicators contain some conceptual limitations. For example, the
number of reported criminal offences cannot be considered a reliable indicator of police per-
formance because police are not the only entity that has influence on crime. Police can have
influence on crime, as well as many other factors that are outside of police influence (e.g.,
social, economic and political). If the increase in poverty in society and the unstable political
situation lead to an increase in crime, we should not blame the police for such an increase.
Similarly, although crime can be reduced as a result of measures and actions undertaken by
the police, this can happen due to factors that have nothing to do with police work.”” However,
if we neglected the influence of these factors, and if police were considered the sole “culprit”
for crime in society, this indicator would still not be enough for a comprehensive assessment
of the performance of police. Namely, crime prevention does matter but it is not the only
dimension of police work. For example, in recent decades, with the implementation of the
concept of community policing and problem-oriented work, the police function has been ex-
panded by many other contents. Focusing attention only on the efficiency of the police in the
fight against crime, it leaves us without an answer to the question of how well the police fulfil
other areas of their functions. The manner in which the performance measurement system
in a police organization is measured (what is measured?) sends a message to police officers
about what it is that the organization values. It can motivate them to concentrate their efforts
on activities that are measured and valued, which can result in the neglect of other activities
(tasks, goals) of the police work. This is reflected in the phrase “What gets measured gets
done”. Furthermore, the number of reported criminal offences is not a relevant measure of the
total criminal offences that exist in the specified area. It does not take into account the dark
figure of crime i.e. crimes that are outside the focus of formal social control.

An increase or decrease in the number of reported crimes is not ideal, nor an “essential”
indicator of police performance, as it seems at first glance. However, if you take into account
that according to many this indicator points to the efficiency of the police in one of the key
areas of police work where the measurement is not problematic because the data has already
been in police records, which means that it is not necessary to make efforts and initiate the
collection of data from other sources, primarily those outside the police organization, then it
is not difficult to understand why this indicator has a dominant role in the system of measur-
ing performance of most police organizations.

The number of reported crime has a tendency to dominate as an indicator of the perfor-
mance of a police organization (which is used both inside and outside police organizations),
representing an indicator that does not have an alternative when it comes to assessing the
work of the police in the field of crime control. These measures have retained their promi-

8 Ignjatovic, Dj. (2011). Criminology, Belgrade: Dosije, p. 20

9 Maguire, E.R. (2003). Measuring the Performance of Law Enforcement Agencies: Part One. Pp.
1-30 in CALEA Update, Volume 83 (September). Fairfax, VA: Commission on Accreditation for Law
Enforcement Agencies. Source: http://www.calea.org/calea-update-magazine/issue-83/measuring-
performance-law-enforcement-agencies-part-1of-2-oart-articl (available in December, 2015)
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nence despite everything the field is supposed to have learned in the last 20 years about the
limitations of reported crime statistics.'®®

In a similar manner as the number of reported crimes, percentage of solved crimes cal-
culated as the ratio of the number of reported and solved (officially registered in the police)
crimes also focuses only on one aspect of the police function - its effectiveness in crime-oper-
ative (investigating ) work. This indicator is often not suitable for comparison because in dif-
ferent police organizations crime solving can be defined in different ways. For example, some
organizations may feel that the crime is solved when a suspect is identified but not located
and arrested, while others may feel that the crime is solved only when the suspect is found and
arrested. Similarly, the detention of one suspect can lead to solving several criminal offences.

MEASURING PERFORMANCE OF REPRESSIVE
POLICE TREATMENT IN DOMESTIC POLICE PRACTICE

In practice of the Ministry of Interior of the Republic of Serbia measuring the perfor-
mance of organizational units of the police in combating crime is based on the percentage of
solved crimes with an unknown perpetrator and the number of detected (reported) offenc-
es'”?. On the other hand, the performance of police officers who work on combating crime
(individual performance) is estimated based on the percentage of solved crimes committed by
an unknown perpetrator during a specific period of time.

In the practice of our (Serbian) police it is possible to notice certain irregularities in mea-
suring police performance when it comes to fighting crime, all in order to show unrealistically
achieved results. In the part of the paper that follows, we will point to them in more detail.

PERCENTAGE OF SOLVED CRIMES AS AN INDICATOR
OF THE PERFORMANCE OF THE POLICE
IN REPRESSIVE TREATMENT

Percentage of solved crimes is the most widely used indicator of efficiency of our police in
crime prevention. It expresses predominantly repressive activities of the police, which is much
easier to measure and evaluate. This indicator of police performance represents the ratio of
the total number of solved crimes of a certain type and the total number of registered (report-
ed or discovered by operational work) offences with an unknown perpetrator, observed in a
certain period of time (usually: monthly, quarterly and annually) and in relation to a partic-
ular organizational level (individual, group, organizational unit, organization), i.e. territory.
Solving crimes with an unknown perpetrator refers to the process of detecting and identifying
the perpetrators and the collection and provision of material and personal evidence necessary
for the effective conduct of criminal proceedings.’*® In addition, when measuring the effi-
ciency of combating crime, one has to have insight into the structure of solved and unsolved
crimes, i.e.whether less serious or highly serious crimes have been solved. For example, the

10 Sparrow, M., op.cit. p. 2

11 Organizational units of the criminal police responsible for combating drug abuse, trafficking and
economic crime as well as the Internal Control Sector express their efficiency by the number of detected
offences.

12 Tlic, S., (2012). Work Standards and Model of Education of Police Officers of the Crime Police of
the Ministry of Internal Affairs of the Republic of Serbia. Specialist paper. Belgrade: The Academy of
Criminalistic and Police studies.
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individual organizational units of the police in a given reporting period have a high percent-
age of solved crimes, and by insight into the structure of registered crimes it is evident that
serious crimes have not been solved"'.

Although at first sight independent, the number of solved and reported crimes are inter-
connected in such a way that the number of reported crimes is incorporated into the calcula-
tion of the percentage of solved crimes. Namely, the percentage of solved crimes is calculated
as the ratio of the number of solved crimes and the total number of reported crimes, whereby
both the numerator and denominator can be “subject to manipulation and errors in the mea-
surement” 12,

The percentage of solved crimes may be incorrectly represented (forged) in two main
ways: 1) by incorrect reduction (hiding) of the number of reported crimes with an unknown
perpetrator and 2) by incorrect increase (“magnification”) of the number of solved crimes.
While in the first case one tends to reduce the denominator, in the second one tends to in-
crease the numerator. The final goal is the same - to show the percentage of solved crimes
higher than it really is.

INCORRECT REDUCTION (HIDING) OF THE NUMBER
OF REPORTED CRIMES WITH AN UNKNOWN PERPETRATOR

By analysing our practice, we can see a few ways in which the hiding is done i.e. the reduc-
tion of the number of crimes that are prosecuted ex officio.

The first way, offences which are prosecuted ex officio are recorded in a special record -
additional criminal record - therefore they are not recorded as “official” criminal offences (the
one that are prosecuted ex officio) in the criminal record®13. In an additional criminal record
offences that are not prosecuted ex officio are entered (for example, petty theft, embezzlement
and fraud under Article 210 of the Criminal Code (CC), destruction or damage of someone
else’s property, and many other, under Article 212 CC where a prosecution is initiated by an
individual or private organization). The criminal offences that are usually recorded in the ad-
ditional criminal record are offences of theft and aggravated theft. The amount of 5000 dinars
represents the value up to which the theft, embezzlement and fraud are considered minor and
the prosecution in this case is initiated by an individual or private organization provided that
the offence was committed at the expense of private property. However, the offence of theft
which causes damage of 8000 dinars should be recorded in a criminal record, but in order to
show better work results, it is recorded in an additional criminal record as minor theft, and
in the additional crime record it is stated that the caused damage amounts from 5000 to 8000
dinars. In addition, regardless of the amount which can be less than 5000 dinars, the offence of
minor theft, tax evasion and fraud committed by breaking into or illegally entering premises,
buildings or flats, whether by a group, or in a particularly dangerous and arrogant manner
(Article 204 Paragraph 1 of the CC) is qualified as a criminal offense of aggravated theft pur-
suant to article 204 of the Criminal Code, but such offences are often recorded in an addi-
tional criminal record. For example, the offence committed by breaking into an apartment,
13 Ibidem. page 32
14 Cordner, G. W. (1989). Police agency size and investigative effectiveness. Journal of Criminal Justice,
17. Cited according to: Maguire, E, op.cit, p.5
15 Criminal record (register) is a record kept at each level of a police organizational unit whose
scope includes the activities of combating crime (e.g. police station or office, i.e. in the area of police

administration). A criminal record comprises f