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Crisis/Hostage 
Negotiation Team 
Profile 
By 
MITCHELL R. HAMMER, Ph.D., 
CLINTON R. VAN ZANDT, M.P.A., 
:=tnd RANDALL G. ROGAN, Ph.D. 

o vel' 600 crisis/hostage 
negotiators and mem
bers of special operation 

teams gathered in February 1992 to 
share ideas and exchange informa
tion and experiences. During this 
seminar, conducted jointly by the 
Baltimore County, Maryland, Po
lice Department and the FBI, attend
ees from Federal, State, and local 
law enforcement agencies through
out the United States reviewed five 
hostage incidents. Each presenta
tion provided insights into the com
plex and dynamic nature of the ne
gotiation process under highly 
stressful situations. 

Unfortunately, little compre
hensive data exist concerning crisis 
negotiation activities in the United 
States. Therefore, in an effort to de
velop such critical data, the authors 
requested that hostage negotiation 
unit team leaders attending the Feb
ruary seminar complete a crisis ne
gotiation survey (CNS). The survey 
was designed to identify the needs 
of crisis negotiation teams. In addi
tion, the authors hoped to gather 
demographic information about the 
negotiation teams. Only team lead
ers completed the survey to preclude 
duplicate responses. 

THE SURVEY 
The CNS consisted of 44 ques

tions focusing on specific issues that 
affect crisis negotiation teams. 
These issues included demograph
ics, selection and training, incident 
responses, use of mental health pro
fessionals, information and training 
needs, and the feasibility of estab
lishing a national clearinghouse for 
crisis negotiation. The survey was 
initially developed based on input 
from FBI hostage negotiators. Its 
intent was to obtain responses from 
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team leaders regarding hostage 
negotiation needs. Then, in order to 
ensure that it was appropriate for 
the purpose of this study, FBI hos
tage negotiators and outside experts 
on surveys reviewed the items, se
quencing, and overall wording of 
the survey. 

One hundred hostage negotia
tion team leaders completed the sur
vey. Therefore, the percentages list
ed equal the actual number of 
respondents (e.g., 76 percent equals 
76 out of 100 responses). 

SURVEY RESULTS 

Team Demographics 
The survey responses revealed 

that few females served on negotia
tion teams. Seventy-six percent of 
those responding indicated that 
women comprised between 0-20% 
of their hostage negotiation teams. 

The ethnic composition of ne
gotiation teams was primarily 
white. Seventy-one percent of the 

Dr. Hammer is a professor at The 
A!fleilcan University in Washington, 
DC. 
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respondents indicated that their 
negotiation teams consisted of 81-
100% Caucasian members. 

Further, respondents indicated 
that most of the negotiation team 
members' duties were either in in
vestigation or patrol, with some in 
administration. Specifically, 51 % 
of the respondents stated that more 
than 40% of their teams had prima
rily investigative responsibilities, 
while 47% stated that 40% or more 
of their team members served pri
marily in patrol. Overall, 72% re
sponded that fewer than 20% of 
their team members were actively 
involved in administrative duties. 

Negotiation Team Selection and 
Training 

Fewer than half (45%) of the 
teams had any written negotiator 
selection policy. In addition, once 
selected, team members received a 
fairly limited amount of initial 
training in hostage negotiations. 
Seventy-four percent of the re-

Special Agent Van Zandt is assigned 
to the FBI Academy. 

spondents stated that their teams 
received 10 days or less. Many team 
leaders (44%) said initial negotiator 
training lasted 5 days or less. Only 
1 % of the respondents indicated 
that their team members received 21 
or more days of initial negotiator 
training. 

According to the survey results, 
the FBI provided 40% of the initial 
training. However, initial negotiator 
training was also provided either by 
the respondents' own departments 
(17%) or through outside contrac
tors (15%). 

Departments spent even less 
time on continuing or followup 
training each year. The majority of 
teams (61 %) recorded, on the aver
age, 5 days or less inservice training 
each year. Overall, 82% of all teams 
received 10 days or less of this type 
of training. Only a few teams (6%) 
devoted 15-20 days to follow up 
training annually, while no team re
ceived more than 20 days of con
tinuing hostage negotiation team 

Dr. Rogan is a professor at Wake 
Forest University in Winston-Salem, 
North Carolina. 
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Survey Highlights 

• Fewer than half (45%) of the negotiation 
teams have any written negotiator selection 
policy. 

• Most negotiation teams (61 %) spend, on the 
average, 5 days or less each year in continuing 
negotiator training. Most of this training is 
conducted in-house (44%). 

• Almost half (44%) of the negotiation teams 
receive initial training lasting 5 days or less. 
This training is primarily provided by the FBI. 
Very little continuing training is conducted 
jointly with SWAT teams (44% of the nego
tiation teams jointly train with SWAT 3 days 
or less each year). Over one-third of the 
negotiation teams (39%) engage in no joint 
training at all with their SW AT teams on an 
annual basis. 

• Generally, most negotiation teams responded 
to and actually negotiated 10 or fewer crisis 
situations dming 1991. The most common 
situation was banicade incidents, followed by 
domestic situations, suicides, hostage-takings, 
criminallhigh-risk an'est situations, and 
kidnapings. 

• About one-half of the teams (56%) use a 
mental health professional as a consultant 
(primarily in the area of post-incident 
counseling). 

• Team leaders believe there is a substantial 
need for additional information and training in 
assessing hostage-takers' emotional stability, 
resolution strategies, negotiator communica
tion skills and strategies, suicide indicators, 
and decisions on when to go tactical. 

• A high percentage of team leaders (92%) cite 
a need for a national crisis/hostage negotiation 
clearinghouse. 
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training. Most continuing training 
was undertaken either in-house 
(44%) or was provided by the FBI 
(24%). 

Overall, little or no joint train
ing was undertaken with SWAT 
teams. Forty-four percent of the ne
gotiation teams trained with their 
SWAT teams 3 days or less, and 
39% engaged in no joint training. 

Negotiul~()n Team Incident 
Responses 

Generally, most negotiation 
teams responded to a relatively 
sman number of crisis negotiation 
situations during 1991. During that 
year, 72% of the teams responded 
to 10 or fewer incidents, while 20% 
of the teams responded to 11-20 
incidents. 

When asked to indicate the 
number of situations the teams 
actually negotiated, the majority 
(83%) of teams negotiated 10 or 
fewer crisis events and 13% nego
tiated between 11-20 situations. In 
terms of the type of crisis situation 
in which teams needed to negotiate 
with a perpetrator, the most com
mon was barricade incidents, fol
lowed by domestic situations, sui
cides, hostage-takings, criminal! 
high-risk arrest situations, and 
kidnapings. 

Use of Mental Health 
Professionals 

Only about one-half of the 
teams (56%) indicated that they 
used mental health professionals 
as consultants. Team leaders indi
cated post-incident counseling as 
the most predominant reason for 
using mental health consultants 
(58% of the teams that use mental 
health professionals use them in this 
capacity). 
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In a significant number of agen
cies, mental health professionals 
also act as on-scene advisors to ne
gotiation teams (40%) and become 
involved in the training (34%) and 
selection of team members (32%). 
However, only 6% of the team 
leaders stated that they use mental 
health professionals as primary 
negotiators. 

Information and Training Needs 
In order to determine the most 

critical information and training 
needs of the negotiation teams, the 
respondents were asked to rate 11 
topics on a five-point scale, with 1 
denoting "little need for additional 
information and training" and 5 de
noting "great need for additional in
formation and training." The mean, 
or average, score was computed for 
each issue. 

In general, the team leaders be
lieved that their teams had a sub
stantial need for additional informa
tion and training (mean = 3.0 or 
higher) for all of the issues listed 
with only one exception: impact of 
nonpolice personnel on negotia
tions (mean = 2.91; sd [standard 
deviation] = 1.24). The top five in
formation and training needs of the 
respondents were-in order of pri
ority-assessing hostage-takers' 
emotional stability (mean = 4.05; sd 
= .90), resolution strategies (mean = 
4.04; sd = 1.02), negotiator commu
nication skills and strategies (mean 
= 3.97; sd = 1.03), suicide indicators 
(mean = 3.97; sd= .93), and when to 
employ tactical strategies (mean = 
3.85; sd= 1.17). Theremainingpri
oritized issues were rapport build
ing (mean = 3.81; sd = 1.09), nego
tiation differences among various 
situations (mean = 3.81; sd = .97), 
impact of psychological character-

istics of hostage takers (mean = 
3.75; sd = 1.02), hostage-takers' 
views on negotiations (mean = 3.70; 
sd = 1.06), cultural impacts on nego
tiation (mean = 3.56; sd = 1.12), and 
impact of nonpolice personnel on 
negotiations (mean = 2.91; sd = 
1.24). 

Need for National Clearinghouse 
The overwhelming majority 

(92%) of the respondents cited a 
need for a national clearinghouse to 
collect, analyze, and disserninate in
formation regarding crisis negotia
tiun. Further, 94% of the team lead
ers indicated a willingness to use 
such a clearinghouse, and 93% of 
the team leaders indicated a willing
ness to assist the clearinghouse by 
providing both information and au
dio visual materials on their crisis 
negotiation experiences. 

CONCLUSION 
The crisis negotiation survey 

provides preli'lninary insights into 
selected demographic and func
tional characteristics of a sample of 
crisis/hostage negotiation teams 
within the United States. It repre
sents the first attempt at collecting 
and disseminating information on 
hostage negotiation team character
istics and crisis incidents. 

The information obtained 
through the CNS can provide an 
initial benchmark by which to as
sess the needs and functions of indi
vidual crisis/hostage negotiation 
teams. Further, this information can 
be used to create effective training 
and information dissemination pro
grams. Most important, however, 
the research can be used to identify 
and address the most critical needs 
of crisis teams throughout the 
country .... 
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Dial Law 
Enforcement 

L aw Enfor~! m nt is now 
available ia t ee 

computer dial

t
-p s rvices. 

Authorized la em rcement 
practitioners nd re ated 
professionals/who ~ave a 
personal confputer~nd a 
modem can hccess, down
load, or pri9t curre tissues 
of Law Enfercemelft in their 
homes or 9ffices by,_contact
ing these~ervices. Those 
interested in obtaining 
informaf n regarding these 
services should dial the 
followil}g numbers directly: 

• SE~RCH Group, Inc. 
r (916) 392-4640 

• IACPNET 
1-800-227 -9640 

• CompuServe 
1-800-848-8199 (Ask 

for Representative 346. 
Law Enforcement is 
available only through 
their restricted law 
enforcement library.) 



Notable Speeches 

Seven Seeds 
for Policing 
By 
David C. Couper, MA 

I n my over 30 years of police service, I have 
seen some changes of which I am proud, 

specifically, the higher education levels of police 
recruits and the larger number of women· and minori
ties in police departments. At the same time, I confess 
that all I hoped for did not happen. 

However, because I am not one to lament the 
past, I want to look ahead and think about what could 
be for those who choose to serve as police officers. 
My vision is to see seven seeds planted in the field of 
policing-leadership, knowledge, creatiVity, problem 
solving, diversity, control of force, and community 
policing. If these seven seeds take root and grow, they 
can, hopefully, provide a vision for tomorrow's police 
leaders. 

The Seed of Leadership 
The police may be the last organization in Ameri

ca to maintain the authoritarian organizational struc
ture. We don't seem to understand the fear it gener
ates among employees or realize how it chills 
creativity and initiative within the ranks. 

Today, the best organizations in America are 
adoptingleadership styIesbased on Total Quality 

Management. This leadership style stresses listening 
to others, coaching, and fostering the personal growth 
of employees. 

Nevertheless, many of this Nation's police 
leaders continue to wrap themselves in the protective 
mantle of authoritative and com'cive leadership styles. 
The,longer we delay this needed change in police 
departments, the more difficult it will be to accom
plish it. Once and for all, coercion and fear must be 
cast away as leadership methods-the police officers 
we lead deserve no less. 

It is time to move fromJear to fostering. It is 
time to stress listening, coaching, and fostering 
employee development as the three most important 
characteristics of a police leader. 

The Seed of Knowledge 
As a young police officer in 1967, Tbecame 

excited over the report released by thePresid~nt's 
Commission on Law Enforcement and the Ahhrinis
tration of Justice. The report challenged me to finish 
my college degree and attend graduate school. 

I was convinced, as I am now, i,hat policing could 
be a profession of intellectual substance with an 
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