CITY OF CORTLAND EO203
REPORT

Introduction
On May 25, 2020 the nation watched in horror as a Black man was murdered by a police officer.
This brutal act spurred our nation to action. On June 12, 2020 Governor Andrew Cuomo issued
Executive Order No. 203 (EO203). EO203 instructed “Each local government entity which has a
police agency operating with police officers as defined under 1.20 of the criminal procedure
law must perform a comprehensive review of current police force deployments, strategies,
policies, procedures, and practices, and develop a plan to improve such deployments,
strategies, policies, procedures, and practices, for the purposes of addressing the particular
needs of the communities served by such police agency and promote community engagement
to foster trust, fairness, and legitimacy, and to address any racial bias and disproportionate
policing of communities of color.” The final report has to be reviewed by the community and
passed by the Cortland common council no later than April 1, 2021.
The Governor’s office developed a manual to assist local governments with the process. One
important recommendation was to solicit the general public for feedback. Another was to
involve people from populations that are traditionally marginalized. In order to achieve these
recommendations, the city took a three-pronged approach- the EO203 Collaborative, virtual
listening sessions open to the general public, and an anonymous survey by residents.
EO203 Collaborative
Shortly after this executive order was issued, Mayor Brian Tobin (in collaboration with Mayor
Hal McCabe, Village of Homer) convened a committee of Cortland residents to begin drafting
the City of Cortland’s report. The members of this committee represent a cross section of our
community with numerous stakeholders being represented (Appendix A). Attention was given
to involving members of traditionally marginalized populations, to ensure that all voices were
heard. The first meeting was held on September 12, 2020. This meeting was facilitated by
Bathabile Mthombeni J.D. M.S. Founder & Principal, Untangled Resolution, as were all of the
subsequent meetings (approximately two meetings per month through the month of February
of 2021).
The majority of the recommendations in this report are from these meetings. The robust
dialogue allowed for a thorough discussion of expectations for public safety. During discussions
several recommendations for the Cortland Police Department (CPD) were discussed. Upon
review, we were able to confirm that there are current policies that address several of the
concerns. However, due to their importance, the recommendations were included in the final
version of the report to emphasize their value to the community. It was revealed that CPD:
•

Is trained in de-escalation and utilizes it in the field

•

Uses social workers where appropriate

•

Follows up with complainants after incidents
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•

Has a policy that addresses an officer’s expected behavior while off-duty

•

Has a policy that addresses the use of social media by an officer

•
Has a policy that addresses when it would be inappropriate to be a member of an
outside organization while off duty
Invitees to the collaborative are listed in the appendices. A final report from the group is also
included. Many of the current recommendations can be found there. Additional
recommendations that were not included in the recommendations are submitted with the
intent that they can help guide the city in future years, as it continues to review how best to
administer services to the general public.
Virtual Listening Sessions
Mayor Brian Tobin, Police Chief F. Michael Catalano, Deputy Police Chief Paul Sandy, and City
Councilmember Bruce Tytler hosted four listening sessions via zoom from November through
December. Each was on a different day of the week and at different times of day to allow
constituents with varying schedules to be able to weigh in. Additionally, comments could be
submitted via email, or traditional mail service to the mayor. Listening sessions were exactly
that- a brief overview of why they were being held, and then attendees had the opportunity to
share their thoughts. The city did not provide information in advance about the department’s
policies or other data. The goal was to obtain feedback based upon current perceptions. This
was a valuable way to learn not only what community members valued, but also their
perceptions of what the department does (or does not) do. The mayor’s notes from these
meetings are included in the appendices.
Anonymous Community Survey
In 2014 the police department collaborated with a SUNY Cortland professor on a community
survey of perceptions of safety, crime, and the functions of the CPD. Chief Catalano expressed
a desire to replicate the survey. A sociology professor from SUNY Cortland, Dr. Cannito-Coville,
volunteered her time to administer the survey. Discussions between the police chief, mayor,
and Dr. Cannito-Coville set the general parameters, and then there was no city government
involvement to assure accuracy and independence in the results. While the survey showed
strong community support for CPD, the city will continue to work to improve the performance
and image of CPD in the community.
The Cortland Police Department is an accredited agency with the New York State Accreditation
Council since 2016. The Department is currently in the re-accreditation process which occurs
every five years, and is in the process of reviewing several of its current policies. It is
recommended that the CPD use this report and the results of the most recent Community
Survey (Appendix B) as a reference for any proposed changes to those policies.

Recommended Changes
The city of Cortland’s response to Governor Cuomo’s Executive Order 203 is one that looks to
the future. While affirming the positive actions of the department and its membership is
rewarding, it’s important to focus on opportunities for improvement. We have broken the
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recommendations into five categories. Each one will be listed, along with the rationale for the
change and recommendations on implementation. Some changes will take longer than others,
but the City Council and Mayor are committed to seeing changes implemented. The Mayor will
provide an annual update regarding the city’s progress toward implementing these changes.
I. Police commissionAdding members to the commission- The police commission consists of city
residents who are appointed by the mayor, confirmed by the council. There are
currently three members, and the recommendation is to increase the membership to
five. The commission gives an added layer of civilian oversight, which is important for
the public trust. Expanding the commission will allow for more diverse opinions and
feedback to the police chief. This can be implemented upon approval of the common
council and review by the corporation counsel.
Civilian review of disciplinary matters- Confidence in our officers comes from
knowing that all personnel are held to a high standard. If there are concerns about an
individual’s performance, the chief is responsible for holding everyone to the same
standard. In the event of a disciplinary matter, the chief shall share with commission
(names redacted) the incident and consequences. Since this is confidential information,
any concerns the commission may have shall be shared with the corporation counsel.
If there are 2 confirmed disciplinary issues with an employee within the same 12-month
period, the name/issues are shared with the commission, corporation counsel, and the
mayor. This information is not to be shared further. Over the course of a 5-year period,
if there are 3 or more disciplinary issues, the name and issues shall be shared with the
commission. This can be implemented immediately following council approval.
Hearing concerns regarding officer performance- The ability for citizens to safely
lodge a complaint when there is a concern about an officer’s performance is critical for
accountability. The city shall set up an email account that will connect directly to police
commission members. This way complaints can be lodged directly from the public, and
referred to the appropriate person for review. This can be implemented immediately
following council approval.
Attracting qualified persons for the police commission- The City Council shall
debate the merits of pay for commission members (to match an increase in
responsibility). This will compensate for the increased responsibilities of the
commission. This can be discussed at a council meeting in April.
II. Community Oriented PolicingIncreased interaction with the public- Officers are expected to park vehicles and walk for
20 minutes out of every 2 hours on shift (assuming no precipitation in the weather, and
temperature is over 20 degrees Fahrenheit). Walking in places where people are gathered, and
interacting with the general public is desired. Increasing contact in non-stressful situations will
be beneficial for the general public to improve confidence trust. It will benefit officers by
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facilitating positive interactions. This should be discussed with the police union to encourage
support from officers.
Expectations for the School Resource Officer- the purpose of the SRO is to form positive
impressions/relationships with school aged citizens (childcare centers, and K-12). Every year
there is to be a discussion between the mayor, police chief, and superintendent of the enlarged
City of Cortland school district to determine the goals of the SRO. This will keep expectations
for the position clear between law enforcement, the school district, and the general public. To
begin upon approval of the council.
Presence at events/crowd control- When there are community events, event organizers
will be asked for their input about the need for officers at events. This will allow for a dialogue
about the need for law enforcement at various community events. To begin upon approval of
the council.
De-escalation is the primary goal of conflict situations- This has been, and will continue to
be a focus for the city police department. The goal of law enforcement is public safety;
reducing tension in a confrontation is a primary goal. This is currently implemented, and will
continue.
III. Review of officer performanceCitizen review of complaints regarding officers- See Police commission (adding civilian
review via police commission). This will increase public confidence that officers are held
accountable for inappropriate actions, and that there is a third party, objective perspective.
This can be implemented upon approval by council, and review of corporation counsel.
Whistleblower protections for officer complaints- Protections are afforded to employees
who report undesirable behaviors (i.e. inappropriate use of force). All staff need to be aware of
the importance of accountability, and the responsibility to report inappropriate actions if they
occur.
Use of force- In tense situations where force is NOT utilized, there shall be review of
incidents where there was a question as to whether force could have been used. The goal is to
reinforce that the continuum of force is a scale, and the goal is to defuse situations with a
minimum amount of force. With council approval and review by corporation counsel, this can
begin immediately.
Off-duty behavior/comportment- The police chief has already established clear guidelines
for off-duty behavior, including social media use. In order to maintain the public trust, it is
important that officers are not involved in groups or supportive of causes that marginalize
populations. These are to be shared and discussed with the city council in January, every two
years.
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Display of signs/symbols that are not department approved- Officers are currently
expected to adhere to a code of conduct that includes attire, and to be impartial to all of the
people they protect at all times. As such, signs/symbols that are determined by the Mayor
and/or City Council to be detrimental to department values, and adversely impacts the officers’
ability to do their job, and causes harm to members of the community are not to be worn,
displayed, or promoted in any way, shape, or form while on duty, or on city property.
IV. Hiring/promotional processA diverse workforce- To create a diverse and well qualified candidate pool for job openings,
the city shall develop an orientation/preparation program to familiarize candidates with the
civil service/hiring process. It is recommended that this is done in collaboration with
community partners. Discussions should begin in April of 2021. Annual reviews of recruiting
procedures for city positions (and seeking diverse candidates) shall be done by the mayor,
director of administration and finance, and corporation counsel. An annual report will be
submitted to the city council.
Reinforcement of appropriate culture within the department- The department has current
guidelines and expectations of officers regarding conduct and performance of their duties when
interacting with the public. The police chief will continue to review and develop clear
guidelines that reflect the qualities of character the community expects of officers. Every two
years, the chief will consult with mayor and council about the policy.
Recognition and incentives- Events, recognitions, and other plaudits shall reinforce the
community’s expectations of officers, and the city’s desire for a community-oriented police
force.
V. ProceduresAccuracy of reporting- It is important that information regarding incidents is accurate and
thorough. Complainants/Witnesses review a copy of their statements for confirmation of
veracity. This can begin upon approval of council.
Closure from incidents- Results of an investigation will be shared with complainants.
Investigating officer shall ensure that the complainant was informed within a reasonable time
frame.
Public feedback- In order to evaluate the effectiveness of the department, no more than
every 4 years, and the department will do a community survey to track efficacy. It is
recommended that this is done in collaboration with a third party to eliminate the perception
of bias in any results.
Collection/sharing of data from incidents- The police commission (with feedback from the
public and review by corporation counsel) will recommend what data will be available to the
public.
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Video/audio recordings- the police commission and mayor shall, every 3 years, review what
technology is employed and make recommendations about future equipment and uses.
Training of officers- Every year, the chief (or designee) in collaboration with the union, will
evaluate and choose training/in-service opportunities that are above and beyond required
training. To assist, public input will be sought about opportunities for additional training/in
service opportunities. To keep the public current with what trainings are utilized, the
department shall share in its annual report the training sessions implemented and number of
officers who participated.
Health of officers- Similar to physical wellness visits, employees will be encouraged and
expected to have mental/emotional wellness visits. Information from the visits will not be
shared with the city, unless the individual chooses to disclose.
Evaluation after stressful events- In the interest of our officer’s health, after traumatic
events (firing of a weapon, physical altercation, other) the chief may require a meeting with a
mental health professional.
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Appendix A
EO203 Collaborative invitees
The following people were asked to participate in the EO203 committee meetings:
Samantha Adams, Program Coordinator at the Cortland LGBTQ Center
Aaron Baier, Executive Director at Access to Independence
Erik Bitterbaum, SUNY Cortland President
F. Michael Catalano, City of Cortland Police Chief (retired, 3/16/21)
Pat Clune, Village of Homer Trustee
Keith Dayton, Cortland County Public Defender
Mark DePaull, SUNY Cortland University Police Chief
Kristina Furi, organizer for Cortland County Black Lives Matter
Paul Heider, Cortland County Legislative Chair
Mark Helms, Cortland County Sheriff
TK Huff, Village of Homer Police Officer
Melissa Kiser, organizer for Cortland County Black Lives Matter
Alison McCabe, Access to Independence
Darren “Hal” McCabe, Mayor, Village of Homer
Patrick Perfetti, Cortland County District Attorney
Robert Pitman, Village of Homer Police Chief
Budd Rigg, Cortland County Undersheriff
Paul Sandy, City of Cortland Deputy Police Chief (police chief, effective 3/16/21)
Greg Sharer, SUNY Cortland Vice President of Student Affairs
Seth Thompson, City of Cortland resident
Brian Tobin, City of Cortland Mayor
Bruce Tytler, City of Cortland Councilmember
Amanda Wasson, SUNY Cortland University Police Officer
Peter Williams, Pastor at Grace-Holy Spirit Church (City of Cortland)
Susan Wilson, Cortland County Legislator
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Appendix B
EO203 Collaborative Report
Long-Term and Aspirational Recommendations
In addition to the above proposed changes, this addendum includes long-term and aspirational
recommendations for police reform in the City of Cortland. Members of the EO 203 Collective
acknowledge that many of these recommendations cannot be immediately implemented
because of current budgetary concerns or because of the long-term and multifaceted changes
necessary to make these reforms possible.
Nevertheless, the EO 203 Collective submits these recommendations to Common Council with
the intent to continue conversations about racial equity and continue working toward an
empathetic and supportive relationship between local law enforcement and all residents of our
community.
The following recommendations are organized under the four key questions posed by the State
of New York’s Police Reform Workbook.
I. What Functions Should the Police Perform?
RECOMMENDATIONS
Determining the Role of the Police
1. Cortland City Police should continue to:
a. Respond to calls of active crises and violence
b. Enforce local, state, and federal penal codes
i. Long term: city should review all city codes with an equity and racial
justice lens and propose updates that reduce (and ideally eliminate)
penalties that create class and racial disparities.
ii. Ex: when the penalty for violating a code is a fine, this disproportionately
affects lower-income community members. Additionally, when codes
include optional penalties, this creates the risk of unconscious bias
creating disparities.
c. Serve with a community resource officer approach, investigate crimes, enforce
traffic laws, and provide crowd control with a focus on de-escalation
2. Over time, reassign the following functions to local experts (with police backup
available):
a. Mental Health/Suicide Calls – Social Workers/Mobile Crisis
b. Drug Use – Chemical Dependency Professionals/COTI w/ medical personnel (if
overdose or active use indicated)
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i.

City should explore implementation of harm reduction techniques such
as sharps containers, needle exchange, and more.
c. Domestic Violence – Social Workers/AVV
d. Homelessness – Create more services and support for the folks with housing
instability so everyone has a safe place to live
e. Resident complaints/concerns – an unarmed city official will sit down with
residents to mediate conflicts
3. Increase capacity and transparency of local data
a. Collect demographic data (race, ethnicity, sexual orientation and gender
identity) for all traffic stops, arrests, and other interactions between police and
community members.
i. Data to be shared monthly with Common Council
ii. Racial and other disparities shall prompt Common Council to do a
comprehensive review of policies and procedures
b. Collect data on the types of calls routed through the 911 call center and
providing monthly breakdowns to Common Council
4. Proactively reduce crime by investing in community supports
a. Supports include (but not limited to): in-county drug treatment programs,
affordable mental health support, parenting programs, culturally responsive
youth programs, housing/food programs for those with housing instability, and
job placement/growth programs
5. Retrain 911 staff
a. As functions are reassigned (per section 2), retrain 911 staff to direct calls to the
new responders
b. Provide basic suicide prevention and de-escalation training to all staff
6. Evaluate law enforcement presence in schools
a. Require SROs to keep demographic information on all arrests and “negative”
interactions. Use this data to evaluate impact of SROs
i. Goal: Avoid “student arrests and unnecessary contact between youth and
the criminal justice system for what otherwise would be considered
truancy or teenage misbehavior” (pg. 18) and especially any racial
disparities in these arrests
Staffing, Budgeting, and Equipping Your Police Department
1. Update staff roles and required training
a. All patrol officers are community-oriented officers
b. Crime investigators undergo regular implicit bias, empathy, and sensitivity
training (recommend a 2:1 ratio of non-tactical to tactical training)
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i.

Non-tactic training could include: recognizing domestic abuse (including
signs of strangulation), anti-racism, de-escalation, de-escalation with
protestors, trainings from local exerts in disabilities, LGBTQ, race, and
more
c. Employ social workers (either through the police department or from that
budget) to handle mental health calls
2. Review how officers are armed
a. Work with subject matter experts to review available tactical gear (to ensure
appropriate for our community) and provide explicit guidance on how/when
items should be used, including disciplinary measures when items are
inappropriate drawn/used
b. Review and update “Use of Force” policies to provide more specific guidance and
disciplinary measures for excessive use of force
3. Update hiring process to include community input and set value standards
a. When hiring leadership positions, include questions from community members
and interviews facilitated by community members from marginalized
backgrounds to evaluate candidate’s ability to work with diverse groups
b. CPD prohibited from belonging to (or publicly supporting) federally recognized
hate groups, white supremacist groups, and domestic terrorist organizations
(review with counsel re: freedom of association/speech)
II. Employing Smart and Effective Policing Standards and Strategies
RECOMMENDATIONS
Procedural Justice and Community Policing
Law Enforcement Strategies to Reduce Racial Disparities and Build Trust
Community Engagement

III. Fostering Community-Oriented Leadership, Culture, & Accountability
RECOMMENDATIONS
Leadership and Culture
7. Re-evaluate job descriptions and the Department’s hiring/evaluation/promotion
processes.
a. Develop an orientation/preparation program for all civil service positions in
collaboration with community partners.
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b. Processes should prioritize the recruitment, retention, and ongoing support of
excellent, qualified, and diverse candidates who reflect the
communities/neighborhoods in which they work.
c. Consult the public and the new Commission Board for input in order to ensure
job descriptions accurately reflect community members’ expectations of their
officers.
d. See also: Group 4 Recommendation 2 “Civil Service Procedures” and “Recruiting
a Diverse Workforce.”
8. Redefine policing goals for the Department and officers serving the Cortland
community.
a. Transform officers’ role from “warriors” to “guardians” by requiring regular nontactical training focused on community relations and procedural justice.
b. Define expectations for officers’ interactions with members of the public,
including those coming into police custody. Explore the LEED model [Listen then
Explain with Equity and Dignity] or similar and mandate its use during policecivilian interactions. Using the LEED model, officers are trained to take the time
to listen to people; explain what is going to happen and how the process works;
explain why that decision was made so the equity of the decision is transparent;
and leave the participants with their dignity intact [New Perspectives in Policing].
c. Encourage and reward plainclothes community involvement. People tell good
cops what is going on in their neighborhoods and work with them to keep it safe.
They view good cops as part of their community — one of the key distinguishing
characteristics between cops with a guardian mindset and cops who operate with
a warrior mindset. The guardian operates as part of the community,
demonstrating empathy and employing procedural justice principles during
interactions. The behavior of the warrior cop, on the other hand, leads to the
perception of an occupying force, detached and separated from the community,
missing opportunities to build trust and confidence based on positive interactions
[New Perspectives in Policing].
d. Explore incentives and awards for officers who advance the Department’s
redefined policing goals (officer evaluation structures should also lend
themselves to this).
9. Ensure Department leadership reflects the cultural norms and informal processes the
Cortland community expects from its officers.
a. Leadership should set clear parameters for off-duty behavior [both in person and
online] and define consequences for violations of those expectations.
b. Leadership should show support and respect for the community’s most
marginalized groups in order to define the Department’s cultural norms for
lower-ranking officers.
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Internal Accountability for Misconduct
1. Set mandates for reporting when officers know of misconduct by another officer,
including timelines. Require officers to intervene if they are witnessing excessive use
of force.
2. Provide protections for those officers who report misconduct within the Department
to reduce/eliminate the possibility of retaliation.
Citizen Oversight and Other External Accountability
1. Conduct an annual community survey to determine the general level of trust
community members feel toward local police.
IV. Recruiting & Supporting Excellent Personnel
RECOMMENDATIONS
Recruiting a Diverse Workforce
1. Provide supportive mentoring / recruitment services for law enforcement positions in
various sectors of the community. Particular attention should be paid to the civil
service process, inclusive training practices, and the values of law enforcement.
a. Hire a dedicated person (a civilian at the city or county level) to handle interdepartmental training and recruitment for law enforcement. This person should
also oversee public relations including social media. All of their work should be
done under a diversity, equity, and inclusion lens.
i. Perhaps explore these needs through an intern from SUNY Cortland
(Institute for Civic Engagement - John Suarez) in the fall. Intern could help
review current processes and provide recommendations on the above
job description.
ii. Perhaps this position could be under the personnel department at the
city/county.
b. Start early. Offer young people the opportunity to see law enforcement as a way
to contribute to their community (an act of service).
i. Empower young people in diverse communities to perform well on civil
service exams / process through mentoring and tutoring.
ii. Explore opportunities with local colleges and universities (such as SUNY
Cortland, TC3, etc.) for career exploration, job shadowing, and course
auditing, etc. then completion of degrees. Empower students to pursue
degrees in criminal justice rather than just meeting minimum
expectations.
iii. Encourage colleges to host the exam at their schools as part of finals
week and promote to students that they can get their name on the list in
time for graduation
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c. Set aside a portion of the police budget to make funds available for individuals
who want to take the civil service exam but can’t afford the fees to do so.
2. Review civil service procedures and testing for relevance and appropriateness.
a. Appoint a representative to advocate for changes to the civil service exam at the
State level with support from the community (there has been some discussion
with the Cortland Police Chief about this).
i. Advocate that the state update the exam to remove outdated questions
and make the testing process more equitable.
ii. Explore assigning a student/intern from SUNY Cortland’s Institute for
Civic Engagement to review the exam and make recommendations for
specific changes.
3. Incentivize community members to join the Department by offering “Live in Your
Community” incentives. This could also encourage officers who live out of the area to
move to Cortland.
a. Require officers who live outside of the community they work in to perform X
hours of community service in Cortland per year (not in uniform).
i. Example: An officer may sit on the Board of a local nonprofit or volunteer
at community events in a non-enforcement role
b. Explore a spousal hire program to assist spouses of the officers with finding work
local to Cortland.
c. Explore tax incentives (property taxes?), housing supports, and family supports
that are equitable across city employees.
Training & Continuing Education
4. Coordinate a local and regional shared training program, including municipal, County,
college, and State law enforcement to promote collective impact and crossdepartment teamwork and accountability.
5. Develop an updated “Community & Policing” Shared Values Statement.
a. Different from a mission or code of ethics, this should be a collectively developed
statement of the values of law enforcement that is both aspirational and
realistic. A statement or collection of ideals that is public-facing and widely
promoted, this should be understood as the standard for policing in our
community.
b. Ensure an equitable representation of the Cortland community when creating
this statement (ideally including Marathon, McGraw, Virgil, etc., but at
minimum, an equitable representation of the population of the city of Cortland).
c. Set clear expectations and standards of excellence, including accountability for
when those expectations aren’t being met.
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Appendix C
Public Survey results (separate document)

Appendix D
Virtual Listening Sessions (mayor’s notes)
EO203 first public forum
S, CAPCO healthy families- women who are expecting may need services, can police connect
with them?
A- not a lot of foot patrol by her (Otter Creek)
A- Clinton ave- CIT, EDPRT are great. Cameras- thoughts on drone usage?
T- alert system, when major event? i.e. the county’s hyperlink
A-, Union st- Specialty training- what’s done, when, and what’s scheduled? Emphasis on deescalation and sensitivity training, how often? A- next one this spring , implicit bias
M- Frederick st- letter to chief from UVC, response? A. public statement has been made.
increase efforts to recruit a more diverse department.
K- wants police to say, “that was a crime”. Advocates for inclusion of diversity in the dept.
Training; would like more information shared about dept. trainings.
S, Parker ave- agree, a police academy for BIPOC would be good. Is there a disconnect, do POC
see P.D. as allies? How can the community support change at the state level to make it easier
to recruit a diverse workforce? Would like the dept to be proactive to crimes.
M- 1. Body cams desired. 2. Police less armed for some responses. 3. Deliberative dialogue,
between police and public (not in public). 4. Escalation v. de-escalation, more on the de- for
training. 5. More info on the police budget. 6. How to get information regarding applicants. 7.
Concern about past criminal history disqualifying candidates for police. 8. Officers should
register what groups they belong to. 9. Police be neighbors, engaged in the community.
S- works in Cortland, homer resident-1. Expand # of COP’s. 2. What does P.D. do to be antiracist? 3. Officers, do they intervene when co-workers misbehave? 4. Documentation- accurate
(i.e. reports), follow through? (people may not share concerns, if not taken correctly). What are
the number of hours each person spends on training annually?
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EO203 second public forum
W, 160 Groton Ave, Apt 1. Was an advocate with the YWCA (6-7 yrs ago), wants to know the
“ideal way” that a city officer would handle a domestic violence (DV) call.
Chief response: respond, ID aggressor, determine if there’s a need for arrest. Consistent across
the state/country.
W: when is a dual arrest made? What if both are involved? Officer tries to determine the
primary aggressor, then arrest the primary. Spoke of past issues where individuals were
arrested when not the aggressor.
Does the dept have trainings in identification of DV? How much does the dept work with AVV?
Wants to have the primary physical aggressor identified in a DV situation.
P- Liberty resources, appreciates the city leadership and working with the public. With mobile
crisis. Would like a stronger collaboration between officers and mobile crisis/social workers,
maybe via 911? Recommendation is through the 911 center, send calls right to mobile crisis
healthcare providers- instead of police being first responder, mental health professional would
be (assuming the situation is safe to do so).
J- How does the police department advertise the work that it does? Chief- dept has a FB page,
maintained by staff. JW- how else can the city share what it’s doing?
B- “do you think the city of Cortland has a systemic, racist police force?” Mayor-no, we do not
have systemic racism in our police department.
V- commend the PD for the mental health training CIT has. Is the county still doing the yellow
stickers? Not sure if they’re still doing it…was on cars. Interest in reinstituting as a component
of the mental health training.
W-body cams. Sees the value, how would we go about getting them? Chief- in favor of, but cost
prohibitive.
B- w change to discovery laws, what additional costs has police seen? Chief- not at the police
level, but it’s been additional work/cost at the DA’s office. Follow up, would body cams create
issues in cost/time? Yes to time. $100,000 cost increase per year…
A- sticker program- started from the hospital years ago. was a takeoff from the “whale”
program (We Have A Little Emergency) for vehicles, put a sticker on car to alert to young rider.
County adopted the program, trained first responders to look for the stickers. Then Kinney
Drug came out with the bottles, could put in the freezer, sticker on front door for responders.
W- difficulty in getting people to take the civil service exam for law enforcement. Does a
misdemeanor prevent someone from getting into LE? Chief- possibly.
B- has there been any police policies changed since June? Are there any changes you’ll make
without council input? Is there any policy out there that the city should adopt?
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W- would like more diversity in the city PD. How can she help with that? Are the majority
white, male? Chief- would like more diversity in our department
S- solidarity- people stand together, even if in different communities. Diversity does not mean
anti-racist. The police dept was built upon racist principles. This work is not about “you”
(everyone), but may be more about others who are marginalized.

EO203 session 3
A- Owego St. PD has done well. Great to work with. Aware of civil rights mvmt, but was not
really aware of impact until recently. For future: more opportunities for future professionals to
be involved in police responses. 2. Civil service tests- ability to reach deeper than 3
W- Groton Ave. third party hiring entity? Chief- Can’t do that, have to follow civil service. Do
you do blind hiring? Chief- no. *likes having the forum, can we have them regularly? Also,
most/many of her work (when with AVV) had positive interactions with PD.
A- coffee with a cop has been very good.
S- question, with someone who commits multiple crimes, how can you keep them off the
streets to prevent them from potentially hurting someone? Chief- unfortunately out of our
hands. Q- if someone comes in w/drugs, can they get help instead of being arrested? Chiefyes, Angel program allows people to come in and seek help- without being arrested
W- could a judge remand someone to a psych ward to help with detox? Chief- depends, but up
to the judge. DC- can’t force help, they have to ask for it.
A- CIT meetings- local PD (Lt Guerrera) leads meetings with local agencies about arrests,
especially about mental health calls/actions taken. Chief- chronic offenders are discussed,
trying to find ways to get them appropriate help.
T- how is the survey going? Chief- good.
W- deliberate dialogues; sounds like a great idea.
M- K- how many speakers have been BIPOC via forums? Tobin- not sure. However, we are
using different methods of communications to involve as many people as we can. Q. it’s been 6
months since we started. For P.D, what has changed since June? Chief- no substantive yet.
Follow state policy, accredited. Follow up Q- police systems may not be legal, correct for
marginalized communities.
W- B is a state trooper. Disappointment as to his comments.
K- River; we’re missing in the community- we’re lacking a desire to understand how our police
department operates, and why. i.e. why are people arrested and released, social media
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discussions show many don’t understand how/why police work? Community education about
what the dept does and why.
P- Owego, likes the phrase “nothing about us, without us”. Pleased police don’t discharge
weapons. Police should realize their own implicit bias, we all have it. We should fund mental
health services for ppl with mental health issues.
D, east end- new to town, less than a year. What does the police do to reach out to the
community? Chief- community oriented police officer, active FB page, shop with a cop. Q. how
much do officers work with the public? Q, recruitment process for city PD- billboard, FB page,
job fairs. What are the requirements? HS diploma, or GED. Q what are the challenges for
recruiting new officers? A. many officers have 2 or 4 year degrees or military service. Q.
transparency- w/Floyd incident, shock at reporting metrics. Have you been able to report how
well Cortland has been able to do that? “you could put something forward more frequently,
maybe quarterly”
W- how do you recruit? A. from Cortland, contiguous counties.
Jesse Abbott- intro’d self, quick overview of his position.
S, Summit- for Jesse, ways to better publicize what the city police do. Jesse discussed junior
police academy, other outreaches, meeting with groups. TI simulator- training tool.
W- how are shop with a cop kids selected?
S- thank you.
College student forum
J- lives on Park Street, in the city. Student at TC3. City does well with mental health issues in
the community, but could do better. Had an issue when she had a mental health episode, was
cuffed and put in the car. No additional resources sought. Mom has addiction issues, has had
contact. Does CPS get called? There was an issue & a call, her younger sister was there- CPS
was never called.
Chief, answer- mobile crisis isn’t always available. CPS, depends on factors. Police respond to
statewide hotline, and they decide if CPS responds.
Q- will we have a counselor accompany P.D. on some calls? We’d like to, but other agencies
provide services.
M- works at SUNY in wellness/substance abuse prevention. Present to listen.
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Appendix E
Police Chief Catalano

City of Cortland Police Department’s
NYS
Executive
Order
#203:

“Reimagining Policing”

18

Brian Tobin, Mayor of the City of Cortland
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Overview of Change
“The New York State Police Reform and Reinvention Collaborative” requires local police
agencies to develop a plan based on community input. Per the governor’s report, “This
executive order is intended to help rebuild the confidence and restore trust between police
and the communities they serve by requiring localities to develop a new plan for policing in
the community based on fact-finding and meaningful community input.” The Cortland Police
Department is going to identify the programming and directives that address the issues
outlined in the governor’s order. We will do so by identifying our current policies and
procedures which help achieve these missions as well as identifying new programming and
directives that have been developed or are in the process of being developed. These will be
described and highlighted in each section as we progress through this plan.
Note: The dates were attached to a general order document when the policy or procedure
was upgraded or developed.
As we begin to address these topics/issues, it is important to know that the Cortland Police
Department bases all of its policies and procedures on a mission and value statement that is
outlined in General Order 101: dated 2/13/14:
“The Mission Statement of the Cortland Police Department is to work in partnership with
the citizens of the City of Cortland to ensure a safe and peaceful environment, and to assist in
providing and improving the quality of life consistent with the needs of our community.”
“The Value Statement of the Cortland Police Department is – the value of human life is
immeasurable. Department personnel will actively preserve, protect, and respect human life
and the dignity of all people. We are committed to upholding and defending the rights
afforded to individuals by the Constitution of the United States. Sworn personnel will a bide
by and enforce the laws of the Nation, State and City in a fair and equitable manner. All
Department personnel will respond to the priorities established in cooperation with our
community and directed at the safety of all and the enhancement of the quality of life in our
neighborhoods. The Cortland Police Department will deliver effective and responsive law
enforcement services to all persons within the City of Cortland in a fair and equitable manner.
As an integral part of the Cortland community, we are committed to communicating with
those we serve and to join with them in establishing priorities to enhance the quality of life
for the entire community.”
The Cortland Police Department’s policies and procedures, are evaluated and updated on a
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regular basis. From the “New York State Law Enforcement Accreditation Program and 21st
Century Policing” we use guidelines and best practices of procedural justice with a focus on
health and wellness. Many of these guidelines are outlined in a May 2015 report from President
Obama’s Task Force on 21st Century Policing.
Multiple needs and concerns will also be addressed in this plan to include, but not limited to:
• Policy and Procedures
• Departmental Training
•
•
•
•
•
•

Subject Management Policy and Review
Community-Oriented Policing and Neighborhood Engagement
Collaborations with Local Service Providers
Dealing with Mental Hygiene Situations
Citizen and Internal Complaints
Statistical Data Collection and Sharing

Policy and Procedures
Currently, the Cortland Police Department is a New York State Law Enforcement Accreditation
Program (L.E.A.P.) certified agency (originally accredited in 2016). According to the New York
State Department of Criminal Justice Services, “the accreditation program provides structure,
guidance, and oversight for agencies to evaluate and improve their overall performance.
These programs encompass four principle goals:
1. To increase the effectiveness and efficiency of law enforcement agencies utilizing
existing personnel, equipment, and facilities to the extent possible
2. To promote increased cooperation and coordination among law enforcement
agencies and other agencies that provide criminal justice services
3. To ensure the appropriate training of law enforcement personnel
4. To promote public confidence in law enforcement agencies
Source: www.criminaljustice.ny.gov/ops/accred

To compliment the principles above, 21st Century Policing cite, “The Six Pillars of Community
Policing” to help strengthen departments:
1. Building Trust and Legitimacy
2. Policy and Oversight
3. Technology and Social Media
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4. Community Policing and Crime Reduction
5. Training and Education
6. Officer Wellness and Safety
Source: eji.org/wp-content/uploads/2020/06/taskforce_finalreport.pdf

All of the principles and pillars above are used as guidelines when policies are developed. The
principles and ideas that they encompass are molded into the inner workings of the Cortland
Police Department. As we review the needs of the community, we constantly evaluate our
policies and procedures to be able to effectively and safely respond to and satisfy these needs.
According to the Governor’s report, “Accredited agencies must meet minimum standards
considered ‘best practices’ in the field, which promote a high degree of professionalism and
public confidence.” The Cortland Police Department currently has over 110 distinct policies
as part of its operation manual. The policy manual is consistently reviewed, evaluated, and
updated as part of the ever-changing environment of policing. Going forward in 2021, the
Cortland Police Department is in the process of becoming re-accredited with NYS LEAP. Agencies
must be re-accredited every five years to maintain their accreditation status. Re-accreditation
requires consistent review and verification that policies are adhered to.
Many of the Cortland Police Department’s policies address specific issues outlined in the
Governor’s report.
•

Personnel Complaints and Internal Investigations (General Order 211: 5/10/12)
o Updates include online website forms

•

Community Relations (General Order 252: 9/13/16)

•

Use of Force (General Order 213: 10/30/19)
o Addition of chokeholds restriction and updated reporting
requirements currently being worked on

•

Training (General Order 307: 6/30/16)
o Addition of De-escalation and Minimizing use of Force and Anti-Bias
Training

•

Mental Hygiene Intervention Procedures (General Order 417: 6/13/19)
o Creation of CIT (Crisis Intervention Team)
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•

Officer worn body cameras (General Order 455: 01/17/17)
o Test and evaluation of body worn cameras

•

Opioid Overdose Prevention Program (General Order 468: 10/01/14)
o “Angel Program” started in collaboration with the District Attorney’s
Office

•

Social Media (General Order 325: 6/29/16)

•

Performance Evaluations (General Order 309: 7/11/16)

•

Code of Conduct (General Order 330: 8/11/16)

•

Police Pursuits (General Order 445: 10/13/15)



Investigation of Hate Crimes (General Order 464: 9/13/12)



Relationships with other Agencies (General Order 104: 7/07/14)



Memorandum of Understanding with the Cortland City School District on the use, duties
and responsibilities of the SRO assigned to the school district.

Departmental Training
It is the policy of the Cortland Police Department that all sworn officers in accordance with
DCJS will receive at least twenty-one (21) hours of in-service training annually. This is guided
by the NYS Accreditation Program. Part of the twenty-one (21) hours must be devoted to the
following areas:
 Firearms Training, Pistol, Rifle and Shotgun
 Subject Management / Use of Force / Deadly Force Review
 Less Lethal / Impact weapons
 Legal Updates
 Blood borne Pathogen Infectious disease Exposure and Control
 Taser Training
 Discrimination and Harassment Complaint and Investigations
 Anti-Bias Policing Part I and Part II
 Emergency Restraint Chair Review bi-annually
 Stop Stick Review bi-annually
 Cardiopulmonary Resuscitation, Automated D
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We currently average approximately 109 hours of training per officer per year to include preshift roll call trainings which help disseminate information on current trends and address
concerns as they come up.
In 2020 the Cortland Police Department had a combined total of 4,796 hours of in-service
training.
In 2021, the Cortland Police Department will continue to conduct multiple trainings to begin
the year. A few of these trainings included de-escalation and minimizing use of force, and
anti-bias training for law enforcement. They encompass the principles outlined in, Deescalation and minimizing use of force. This is a five hour, video course, developed by NYMIR,
which “identifies techniques for de-escalation, plans for minimizing use of force, explaining
the importance of training officers for these encounters and, lastly, applying these strategies
to de-escalate volatile situations. This will help officers be better equipped mentally to make
the critical decisions under stress necessary to de-escalate crisis situations and to minimize
the force used when use of force becomes necessary.” The anti-bias training, also created by
NYMIR, is a two-hour video course which explains to officers that, “The face of America
continues to evolve, and our nation is more diverse than ever before. People in cities, suburbs,
and towns served by law enforcement are a rich tapestry of races, ethnicities, religions, and
cultures. This diverse group of individuals deserves to be treated with kindness, compassion,
and respect … Recognizing the diversity and types of bias when serving the community will
reduce misunderstandings, confusion, and stereotypes while promoting knowledge and
awareness for the officer. This course helps explore many effective strategies to help officers
connect with the community along with recommendations that officers can use
immediately.”

In 2019 and 2020, the department reviewed, updated, and disseminated new Taser, Use of
Force, Impact and Aerosol Weapons, Handguns and several other procedural policies. The
policy updates added supervisory review and documentation procedures as well as. In
service trainings on these policies have been addressed and acknowledged through all sworn
police employees.
The Cortland Police Department is determined to continue to have “Anti-bias, De-escalation
and Use of Force training, by means of Reality Based Training (RBT). The intent of RBT is to
take real life situations and pull them into the training environment. This type of training
increases officer experience which better prepares the officers for street encounters.
In order to meet this objective, the Cortland Police Department will have to re-allocate
additional money in the 2022 budget to increase a focus on education and training
capabilities. The 2021 budget allocated approximately $20,000.00 for training (including in26

service, specialty, refresher, and academy training). This amount simply is not sufficient to meet
the demands of what our community expects from its officers and the amount of training bestowed by
the requirements of EO203, since in order to do training, positions will need to be backfilled.

Subject Management and the Use of Force

•
•

•
•
•
•

•
•
•
•
•
•
•
•
•

The Governor’s report addresses issues relating to the use of force. This is reviewed by the
firearms and defensive tactics training staff and command staff on a regular basis. With new technologies
or law changes, we must alter this policy to meet the standards on any given day. There are changes
annually that cause us to address or alter policy on our Use of Force on a consistent basis. Currently, it
is the policy of the Cortland Police Department that members, in compliance with Article 35
of the New York State Penal Law and other applicable case law & federal statutes, use only
the force that reasonably appears necessary to effectively bring an incident under control,
while protecting the lives of the member and others. The department policy outlines officer’s
ability to (includes, but not limited to):
Use of force;
Duty to intervene (which states: Any officer present and observing another officer using force
that he/she reasonably believes to be clearly beyond that which is objectively reasonable
under the circumstances shall intercede to prevent the use of unreasonable force, if and when
the officer has a realistic opportunity to prevent harm);
Prohibited uses of forces;
Less lethal procedures;
Training requirements; and
Reporting and documenting procedures.
All subject management incidents must be documented by the officers at the Cortland Police
Department. The reports then go through a review process consisting of multiple steps. First,
the report is reviewed by a first line supervisor. It is then submitted to a defensive tactics’
instructor or the department training officer and the Division Lieutenant for a secondary
review. The report is then forwarded to the Police Chief for final review and logging for
statistical recording purposes. It is then reported to the state per NYS Executive Law 837-t. The
following Use of Force incidents must be reported per NYS:
Display a chemical agent - To point a chemical agent at a person or persons.
Use/Deploy a chemical agent - The operation of the chemical agent against a person or persons in a
manner capable of causing physical injury as defined in Penal Law Article 10.
Brandishes a firearm - To point a firearm at a person or persons.
Uses/Discharges a firearm - To discharge a firearm at or in the direction of a person or persons.
Brandishes an electronic control weapon - To point an electronic control weapon at a person or
persons.
Uses/Deploys electronic control weapon - The operation of an electronic control weapon against a
person or persons in a manner capable of causing physical injury as defined in Penal Law Article 10.
Brandishes an impact weapon - To point an impact weapon at a person or persons.
Uses/deploys an impact weapon - The operation of an impact weapon against a person or persons in
a manner capable of causing physical injury as defined in Penal Law Article 10.
Uses a chokehold or other similar restraint - Any application of sustained pressure to the throat or
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windpipe of a person in a manner that may hinder breathing or reduce intake of air.
• Conduct which results in the death or serious bodily injury of another person -Serious bodily injury
includes bodily injury that creates or causes:
a substantial risk of death; or
unconsciousness; or
serious and protracted disfigurement; or
protracted loss or impairment of the function of any bodily member, organ or mental faculty.
Source: NYS Executive Law 837-t

The reporting process at the Cortland Police Department is more comprehensive than the
state of NY. We require that all use of forces is documented and reviewed. If at any time in
the review process deficiencies are identified, they are addressed appropriately. This can be
in the form of training, counseling, discipline or even termination. The statistical data
recorded includes but is not limited to: date, time, race, gender, ethnicity, age,
tool/technique, application/display, reason for contact, whether there was an injury, if the
person was treated by emergency medical services, and if resisting arrest was charged. As
stated, the subject management (Use of Force) policy is consistently reviewed and updated
to stay current with applicable laws and best practices.

In 2020, subject management (Use of Force) training was also updated. The main update of
this training was regarding chokeholds. Chokeholds, obstructing breathing and/or carotid
restraints are considered deadly physical force. This applies to any application of pressure to
the throat, windpipe, neck, or blocking the mouth or nose of a person in a manner that may
hinder breathing, reduce the intake of air or obstruct blood circulation. This is not a trained
technique at the Cortland Police Department or the Police Academies that we send our
recruit officers to and has further been outlawed by NYS. This training also addressed
excited delirium, positional asphyxia, the duty to intervene, and proper documentation of a
Use of Force incident.

Community Oriented Policing and Neighborhood Engagement
This section of our department has seen the most adjustment since our inception of the
Community Policing position in 2017. The Cortland Police Department recognizes the need
for community-oriented policing strategies. We try to foster an atmosphere of openness and
transparency throughout the department, engage the community in true partnerships to
address crime and disorder, quality of life, education of the law enforcement system and our
services to the public, while trying to make every police contact an opportunity to engage
positively with the community.
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“Police, at all times, should maintain a relationship with the public that gives reality to the
historic tradition that the police are the public and the public are the police; the police being
only members of the public who are paid to give full-time attention to duties which are
incumbent on every citizen in the interests of community welfare and existence.” – Sir Robert
Peel
The Cortland Police Department further recognizes that Community Policing is comprised of
three key components:
Community Partnerships
Collaborative partnerships between the law enforcement agency and the individuals and
organizations they serve to develop solutions to problems and increase trust in police.
Organizational Transformation
The alignment of organizational management, structure, personnel, and information
systems to support community partnerships and proactive problem solving.
Problem Solving
The process of engaging in the proactive and systematic examination of identified problems
to develop and rigorously evaluate effective responses.
Source: ncjtc-static.fvtc.edu/Resources/RS00002720.pdf

The Cortland City Police Department was awarded a federally funded grant for community
policing at the end of 2016. A patrol position has been dedicated to address and work with
members of the public in community partnerships and to develop and implement problemsolving strategies. Although these ideas and principles are communicated and shared
throughout the entire department, one specific unit was created for, building new
relationships and strengthening existing relationships between the department and the
community, extended efforts, investigations, and monitoring of issues.
Many strategies have been identified to help build the appropriate relationships in our
community. These approaches use technology and social media communication as well as
direct community policing and crime reduction strategies to help build trust, communication,
and bring legitimacy to our policing processes. Some of these strategies for the specific units
include, but are not limited to, the following:
Community-Oriented Policing
Neighborhood Foot and Bicycle Patrols
Community Event Attendance
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Neighborhood/Group Meetings (Neighbors on Watch)
Community Programming
Department Tours/School Appearances
Department Internships and Civilian Riders
Coordinate / Assist with McGruff Appearances
Media Relations / Assist Public Information Officer / Social Media Liaison
Recruitment Activities (to include job fairs)
Neighborhood Concerns (SARA Model)
Quality of Life Complaint Remediation
Street Level Drug Complaints and Proactive Illegal Drug Interdiction
Neighborhood Outreach and Proactive Encounters
Enforcement of Local Ordinances, NYS Penal Law and other problem specific
violations
Special Attention Details as directed by the Command Staff
By utilizing the outreach and community oriented policing approach, we can build
relationships, understanding of policing practices, and share in the responsibility of
strengthening our neighborhoods. The development of this position allows the Department
to direct resources to a specific problem, issue, “hot spots” or neighborhood concerns
without diverting Patrol Officers from responding to calls for service. Our Command Staff and
patrols provide the community-oriented police officer with daily criminal and statistical
information that can be used to effectively and efficiently develop policing strategies to target
points of concern. These multifaceted units may use traditional law enforcement methods
or a combination of strategies in meeting community and neighborhood needs. Many times,
they must coordinate efforts with direct community members as well as other city
departments, county, state, federal government agencies, private businesses and charities to
create non-law enforcement solutions.
One of our focused strategies that put these principles into play revolve around visits to
known college housing at the beginning of each semester. This approach is meant to educate
students who may be living “off campus” for the first time, to discuss quality of life issues such
as, noise complaints, litter, gatherings that may provide alcoholic beverages to underage
students, parking complaints etc. It attempts to stop recidivism with education about the
laws and expectations of the community, solutions for remedy/compliance (which are
established between the parties), and information of what continual non-compliance could
result in.
In recent years, we have started other programs to help us work better in the community.
With changing demographics, the Cortland Police Department recognized the importance of
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being able to communicate and interact with all people in our community. The Cortland
Police Department has hosted Coffee with A Cop events, Community Outreach Picnic (C.O.P.
Stone Soup Event), Emergency Services Appreciation Day, Veteran’s Day Breakfast and Shop
with A Cop, just to name a few.
In 2004, the Cortland Police Department partnered with the Cortland Enlarged City School
District. We have one dedicated officer to serve as the School Resource Officer (SRO) for four
school buildings grades Pre-K through 12. The same officer also runs our Summer Cortland
Junior Police Academy (JPS). The purpose of the JPA is to provide a two-week summer camp
to interested area youth who have an interest in how a police officer is trained at a police
academy, along with a focus on physical fitness and making positive interactions with
numerous law enforcement officers and agencies. The purpose of the SRO Program is to keep
our community’s children safe by Bridging the Gap between our youth and our police
department, by serving as a Role Model/Positive Adult Mentor, and by providing Law
Enforcement Education and services as needed. These roles are fulfilled by establishing and
fostering a collaborative relationship between the Cortland Enlarged City School District and
the Cortland Police Department to promote positive interactions between these entities in
regards to safety, security, and the welfare of the population served.
Cortland Police Officers will be required to document during their daily activities time
periods in which they park the patrol car and spend time on foot or on bicycle patrol in an
effort to bring more police officers into city neighborhoods and parks, to further engage in,
and to enhance community policing efforts in Cortland. This initiative will give the officers an
opportunity for the Department to partner with residents in neighborhoods, understand
the issues most important to them and to act on their priorities. Bike and foot patrols allow
officers to be more approachable for city residents, and also allow us to patrol areas that are
otherwise inaccessible by car.

Through our community outreach efforts, we have identified “at risk” elements that could
use resources and attention:
Drug addiction
Mental Health
We have, and continue, to partner with non-law enforcement agencies to provide needed
services outside of the criminal justice system.
Drug Addiction - In 2017 we signed an MOU with the District Attorney’s Office for the
Cortland County Police Assisted Addiction Recovery Initiative “Angel Program.” Drug users
can surrender themselves, their drugs and paraphernalia to the police department and ask for treatment.
The police department will confiscate and not arrest for any illegal drug possession and contact an “angel,”
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who volunteers to sit with the participant and provide support until that person is taken to Helio Health
clinic by someone from Centers of Treatment Innovations.
In early 2019 we began collaborating with the COTI Program (Center of Treatment Initiative),
so people suffering from addiction can, and do get, instantly evaluated for drug treatment
services and appropriate placement into needed services or placement. This partnership was
formed with Family Counseling Services who provide many in-house services and community
outreach.
We currently provide a 24 hour access needle drop box (needle exchange canisters) and drug
disposal bins with a, “no cost, no questions asked” policy.
All of our officers have also been trained and issued Naloxone for carry and implementation
when needed. Naloxone blocks or reverses the effects of Opioid effects, including extreme
drowsiness, slowed breathing, or loss of consciousness.
Source: www.drugs.com/naloxone.html

Dealing with Mental Hygiene Situations
The Cortland Police Department recognizes the importance of mental health and wellness.
This includes mental health for not only members of the public but members of the
department as well.
Public:
It is the policy of the Cortland Police Department to take appropriate action when a person
appears to be mentally ill and is conducting himself / herself in a manner which is likely to
result in serious harm to himself / herself or others. This may include taking custody of an
individual to prevent harm. Officers should always use the least amount of force necessary to
safely take people into custody (following all policies and procedures) when this must be
done. We further recognize that mental health is not in and of itself a crime, and should not
be handled in the same way. All efforts should be made to connect people in crisis with the
appropriate services to avoid the need for police custodial interventions.
Mental Health In 2012 we collaborated with the Cortland County Department of Mental Health and Seven
Valley's Health Coalition to bring annual Crisis Intervention Training (CIT) to our police
Officers. We have held eight annual 40 hour CIT trainings providing valuable training to
interact with emotionally disturbed individuals in our community. CIT trained officers respond to calls
involving: suicidal persons, persons exhibiting irrational behavior, persons in emotional crisis, people with
developmental disabilities, addicted persons, and persons who have overdosed. The CIT is about
community involvement, empowerment, and partnerships. One of the team’s main focuses is on diverting
individuals toward community-based treatment as an alternative to incarceration and emergency room
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evaluations. For those individuals in a non-crisis situation, the team tries to provide the necessary resources
and referrals to an appropriate mental health provider or other community agency. The CIT credits its
success to the fact that it has helped bridge the gap between law enforcement and the mental health agencies
throughout the community. The open communication, partnerships, and working relationships developed
between the law enforcement agencies, local hospitals, human service agencies and their staff, and
consumers has undoubtedly made the CIT successful in all that it has done and continues to do. That
success is also displayed through each CIT member’s belief in treating individuals they encounter with
dignity, compassion, and respect. The team is truly an asset for our community. To date more than 90
percent of our current patrol division as well as 11 former officers have been trained in CIT.
In 2016 we began an active partnership with Liberty Resources, specifically the Mobile Crisis
Response Team, to help people suffering with mental health issues in an attempt to avoid
the custodial interactions with police for mental health services. This is an “on call,” on site
program, to bring mental health services to, non-violent, non-dangerous people. This brings
the social workers/mental health professionals to the subject in need at non-threatening
locations and avoids the feelings of “being arrested” for a mental/medical crisis. This program
is currently available on evenings, weekends, and holidays but Liberty Resources is working to
make it available 24/7 as soon as they secure the funding.
Department Personnel:
The Cortland Police Department recognizes that Law Enforcement is one of the most stressful
occupations with higher than average rates of alcohol abuse, divorce and other stress related
issues. There have been efforts to develop and maintain initiatives that improve health and
wellness.
The City also provides any officer (or city employee) the ability to contact Employee Assistance
Programs if needed. These services are available 24/7, 365 days, to any employee or family
member in crisis. This service keeps individual’s information anonymous, and assist in stress
management and help keep officers emotionally and psychologically stable.
The Cortland Police Department is also in the infancy stages of developing a peer counseling
program and a process for critical incident debriefs. The idea would be to “triage” critical
incidents, give officers an internal, open line of communication, and facilitate the use of
above-mentioned partners, if needs can be met by one of the EAP’s.

Citizen and Internal Complaints
It is the policy of the Cortland City Police Department to establish policies and procedures for
accepting civilian complaints and standards that define the authority, policy and procedures
for receiving, accepting, reporting, and conducting internal investigations within the Cortland
Police Department as well as define the authority and responsibility delegated to
departmental supervisors for the maintenance of discipline.
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We believe the image of the Cortland Police Department depends upon the personal integrity
and discipline of all members. To a large degree, the public image of this Department is
determined by the professional response of the Department to allegations of misconduct by
members.
The Cortland Police Department shall:
1. Promptly, competently, professionally and impartially investigate all complaints relative
to the Department or its members’ responses to community needs.
2. Take appropriate corrective action, to include disciplinary action in all cases where an
investigation substantiates a violation of law, orders, rules, regulations, policies or
procedures of the Cortland Police Department.
The Department encourages citizens to bring forward legitimate complaints regarding
misconduct by department members. Department members shall receive complaints
courteously and shall handle them efficiently. Complaints, regardless of their nature, can be
received in person, by mail, by email, or by phone at any time.
The City of Cortland is exploring expanding the current civilian Police Commission from three
civilians to five civilians and is reviewing the responsibilities for oversight and inclusion with
police personnel complaints and disciplinary matters.
Procedural Justice / Community Surveys
The National Initiative for Building Community Trust and Justice describes Procedural Justice
as a “focus on the way police and other legal authorities interact with the public, and how
the characteristics of those interactions shape the public’s views of the police, their
willingness to obey the law, and actual crime rates. Mounting evidence shows that community
perceptions of procedural justice can have a significant impact on public safety.”

Procedural Justice is based on four central principles:
1.
2.
3.
4.

Treating people with dignity and respect
Giving citizens “voice” during encounters
Being neutral in decision-making
Conveying trustworthy motives

These are principles that we share at the Cortland Police Department. We have created a
Community Survey (CS) to start identifying the public perception of how these Procedural
Justice Principles are being applied.
A community survey will be conducted no less than every four years. When completed and
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compiled it will be used to identify:
a. overall agency performance
b. citizens' perception of officers' attitudes and behavior
c. community concern over safety and security within our service area
d. citizens' recommendations and suggestions for improvements
The survey will be used as a platform for organizational learning and should answer questions
about the image and perceived quality of policing in our community. We believe that the
image and perceived quality of policing affects public trust. The surveys will address all
sections of the community, permanent and non-permanent (example, SUNY students).
Recruitment and Retention of a diverse workforce- The Cortland Police Department also
took an active role in trying to recruit a diverse workforce as recommended by the Governor’s
report on Police Reform and Reinvention Collaborative. Although we are governed by Civil
Service rules, we intend to participate in job fairs in diverse locations for the inclusion of all
represented demographics of our community. We also advertise on electronic billboards and
strengthened our community communication and social media outreach.

Statistical Data Collection
Data is an important tool for improving accountability. The Cortland Police Department
currently collects data and monitors situations in a multitude of categories. At this current
time specialty data is collected on:







Calls for service (to include locations for hot spot problem addressing)
Arrests (to include but not limited to: Race, Sex, Ethnicity, Age, Class of Main Offense,
and Nature of Main Offense)
Subject management reports (to include but not limited to: Race, Sex, Ethnicity, Age,
Tool/Technique, Reason for Interaction, and injuries to any subjects)
Drug related cases (to include Overdose investigations and the types of drugs
involved)
Community Oriented Policing / Neighborhood Engagement Activities
Training (to include courses and topics completed)
Mental Health Interventions



Domestic Incidents




We do many of the things listed in the Police Reform and Reinvention Collaborative already, and we are
always looking for ways to improve our police service and listen to the needs of the members of our
community and respond to those needs in a professional manner.
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