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The City of Seattle, on behalf of the Seattle Police Department (SPD) and the Office of the 

Inspector General (OIG), files the attached OIG Use of Force Report and SPD supplemental data 

pursuant to paragraphs 10 and 12 of the Court’s Order dated September 7, 2023. These two 

submissions were collaboratively developed and should be read together to be best understood. 
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Introduction 
As the City of Seattle transitions from Federal oversight of the Seattle Police Department (SPD) to 

reliance on its own accountability system, monitoring functions are transitioning to the Office of 

Inspector General (OIG). OIG has developed qualitative and quantitative methods to assess the ongoing 

efforts by SPD to ensure constitutional and lawful policing services which promote public trust and 

officer safety.  

In May 2022, the Seattle Police Monitor (the Monitor) submitted a Comprehensive Assessment of SPD to 

the Federal Court. A significant portion of that assessment focused on SPD use of force between 2019 

and 2021. This assessment report provides an update to the Court and to the public on SPD’s compliance 

with the Consent Decree requirements. While many parts of this assessment include updates on 

information previously provided by the Monitor, it also includes additional methods OIG has 

incorporated for ongoing oversight and engagement with SPD.  

This assessment includes quantitative information about SPD use of force, a descriptive “map” of the 

force investigation and review process, a qualitative review of the Force Review Board (FRB) process, and 

an update on SPD Crowd Management policies related to use of force. 

Moving forward, rather than relying solely on formal periodic reviews, OIG has developed processes to 

provide real-time feedback to SPD regarding force investigation and review, as well as mechanisms to 

provide formal, regular reporting of feedback and recommendations to ensure transparency with 

community and follow-through by SPD. In furtherance of ensuring uses of force are appropriate and 

constitutional, OIG will assess whether: 1) force incidents comply with SPD Use of Force policies; 2) SPD 

continues to thoroughly examine officer uses of force consistent with policy and the terms of the 

Consent Decree; and 3) use of force reporting, investigation, policies, and review are proper and 

informed by best practices.  

Ongoing Assessment Goals  
OIG has set assessment goals for SPD as follows: 

• Policies are sound and are informed by best practices identified by OIG, SPD, the Monitor, and 
experts in other jurisdictions; 

• Officers receive consistent and regular training; 

• Use of force incidents are properly documented; 

• When identified, bias is appropriately addressed;  

• Incidents involving force are properly supervised; 

• Uses of force are thoroughly investigated according to policy;  

• Force investigation is thoroughly reviewed by the Chain of Command (COC) and Force Review 
Unit (FRU)/FRB as appropriate; 

• Out of policy use of force is addressed by the COC/FRU/FRB and Office of Police Accountability 
(OPA); 

• Information, data, and incidents are transparently handled; 

• There is proper and consistent data collection, analysis, and reporting; 

• Proper consequences occur for violation of policy or law;  

• Robust processes exist to learn organizational lessons around analysis of force incidents; and 

• Consistent improvement of crowd management policies, practices, and training in responding to 
protests. 
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SPD Use of Force 
This section assesses SPD use of force metrics and processes for investigation and review between 2021 

and 2023, with specific focus on updating the Court and Seattle community on SPD use of force 

practices. To conduct this analysis, OIG reviewed SPD data regarding force incidents, subjects of force, 

officer and subject injuries, force during crisis events, and OPA data related to force misconduct 

allegations. To offer consistency in this transition of oversight, this report replicates the previous 

Monitor’s quantitative use of force assessment methods, including use of population demographics in 

assessing potential disparity. This might not create an accurate account, so future OIG work will focus on 

exploring other benchmarks aside from Seattle’s population for a more accurate analysis. Potential 

approaches to analyze racial disparity in SPD use of force include area use of force rates, area crime 

complaints rates, circumstances of presumed race-blindness, and officer and subject shared racial 

characteristics, among others. Although OIG acknowledges the benefits and drawbacks of the 

aforementioned benchmarks, they may provide a more nuanced and comprehensive approach to future 

analyses. 

Main Findings 
• 3,686 uses of force occurred between 2021 and 2023.  

▪ 2021 had the lowest record of uses of force (1,116) since 2015. 2022 and 2023 had the 

second (1,257) and third (1,323) lowest uses of force, respectively;  

▪ 2021 had the lowest uses of force Type I (850) and Type II (246) since 2015; and 

▪ 2023 had the lowest uses of force in Officer Involved Shootings (OIS) (2) since 2015.  

• Unknown and not specified race: 

▪ Unknown race of subjects of force was 20.94% (406) during 2021 to 2023; 

▪ Unknown race of subjects with complaints of pain increased from 2021 (11.23%, 84) to 

2023 (23.17%, 186); and  

▪ Unknown race of civilians subject to pointing of a firearm increased from 2021(11.48%, 

28) to 2023 (28.28%, 97). 

• The period from 2021 to 2023 had the lowest record of frequency of force used by officers since 

2015.1  

• 2021 had the lowest count of subjects with injury or complaints of pain (748). 2022 had the lowest 

count of officers with injury or complaints of pain (109), and 2021 and 2023 had the second lowest 

counts (113 each).   

• Behavioral crisis:  

▪ 2021 had the lowest rate (1.35%) of use of force since 2016; 

▪ 2022 and 2023 years had no Type III and no Type III OIS use of force for the first time since 

2015; and  

▪ 2021 had the lowest percentage of Type II force (66.67%) since 2015. 

 
1 SPD began classifying its use of force as a result of the Consent Decree. 2015 was the first year of complete force 
reporting data. 
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SPD Classification and Documentation of Uses of Force 
SPD categorizes force according to the severity or significance of the force involved:2 

• De minimis force: Physical interaction meant to separate, guide, and/or control without the use of 

control techniques that are intended to or are reasonably likely to cause any pain or injury. 

• Type I: Force that causes transitory pain or the complaint of transitory pain.  

• Type II: Force that causes or is reasonably expected to cause physical injury greater than transitory 

pain but less than great or substantial bodily harm.  

• Type III: Force that causes or is reasonably expected to cause great bodily harm, substantial bodily 

harm, loss of consciousness, or death.  

SPD records and calculates force data for situations with multiple involved officers, multiple applications 

of force per officer, and/or multiple objects. SPD counts force statistics based on individual officer use of 

force reports, with each use of force constituting a combination of a unique officer, unique subject, and 

unique incident.3 For example, if three officers use varying applications of force against a single subject 

during a single event, that would count as at least three uses of force, one per officer reported, and is 

investigated at the highest level of force used during the incident.  

Overall Use of Force Trends 
Figure 1 shows the breakdown of use of force from 2021 to 2023. Of the 1,116 uses of force reported 

during 2021, 76.16% involved Type I force, 22% Type II, and 1.79% Type III. In 2022, 73.02% of cases 

involved Type I force, 24.86% involved Type II force, and 2.12% Type III force respectively. Lastly, 2023 

had 77.93% Type I force incidents, 21.16% Type II, and 0.91% Type III force incidents.  

Figure 1. Force Levels by Year 

 

 

Source: SPD Data Analytics Platform.  

Table 1 and Figure 1 compile SPD’s annual force reporting from 2021 to 2023 by level and percentage of 

total force. Overall, use of force increased 18.55% between 2021 and 2023, mostly due to the steady 

increase in count and percentage of incidents involving Type I force. 2022 had the highest Type III since 

 
2 SPD Policy Manual, Interim Policy 8.050 Use of Force Definitions. 
3 Seattle Police Department, Use of Force Annual Report (2019). 
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2017. On the other hand, Type III – OIS incidents have significantly decreased in the past three years. For 

instance, 2023 had the lowest number of incidents (2) since 2017.  

As previously described, SPD counts all force statistics based on individual officer use of force reports, 

with each use of force constituting a combination of unique officer, unique subject, and unique incident. 

For example, if two officers use force against a single subject in an OIS, the OIS count would be two 

despite there being only one subject. While this information is important, SPD should also include a 

separate category of analysis that includes the unique subjects of force in an OIS, so it is clear how many 

discrete OIS incidents have occurred. The current reporting does not make this distinction easily 

discernable. SPD should also include whether an OIS resulted in a fatality. SPD should make this 

information readily available on their public dashboards.  

While OIG replicated the Monitor’s quantitative use of force methods throughout this report, OIG finds it 

important to use a different approach in Figure 2. On the left side of Figure 2, OIG counted force 

incidents which include a combination of unique officer, unique subject, and unique incident. On the 

right side of Figure 2, OIG counted SPD use of force by individual subject. The right side of Figure 2 

provides a clearer portrayal of the individual subjects involved in an OIS. 

Figure 2. Serious (Type III) Uses of Force 

 

Source: SPD Data Analytics Platform. Left: counts and percentage based on use of force incidents. Right: 
counts and percentage based on use of force by subject. Left. 2022 Type 3 – OIS has a duplicate count.  

Despite the number of force incidents increasing from 2021 to 2023, SPD’s overall use of force has 

decreased in 2021, 2022, and 2023. For instance, 2021 had the lowest total number of Type I and Type II 

uses of force since 2015, followed by 2022 with the third lowest Type I and second lowest Type II use of 

force.  
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Table 1. Force Levels by Year, 2021-2023 

Year Type I Type II Type III Total 

2021 
850 246 20 1,116 

76.16% 22.04% 1.79% 
 

 2022 
931 317 27 1,275 

73.02% 24.86% 2.12%   

2023 
1,031 280 12 

1,323 
77.93% 21.16% 0.91% 

Source: SPD Data Analytics Platform. 

Use of Force by Tool 
SPD tracks the specific techniques and less-lethal tools used during force incidents. Table 2 tabulates the 
application of less-lethal devices between 2021 and 2023.4 There was a significant increase in the use of 
the 40mm launcher during this period. This is likely due to a brief prohibition of the 40mm launcher after 
2020, and then a department wide shift to use the 40mm launcher in certain interactions that might 
otherwise result in lethal force.  

Table 2. Reported Application of Less-Lethal Tools 2021 and 2023. 

Device 2021 2022 2023 

40 mm - BIP Round 4 6 2 

40 mm Launcher 5 6 19 

Baton - Expandable - Impact 
 

1  

Baton - Expandable - Control/Pressure Point 1 
 

 

Baton - Straight - Control/Pressure Point 1 
 

 

Canister - OC 11 2 4 

Chemical Agent - OC Spray 4 4 1 

FN303 2 
 

 

Pepperball Launcher 5 2 2 

Bola Wrap (full and partial wrap)5   3 

Total 30 21 31 

Source: SPD Data Analytics Platform. Counts based on use of force incidents.  

Rate of Use of Force per Officer Dispatch 
SPD calculates the rate of force per officer dispatch to scenes, as each officer dispatch represents a 

potential for use of force. The metric provides some understanding of the frequency of force distributed 

across SPD scene responses.  

 
4 It is important to note the table shows the count of force applications in each case reported, and there may be 
multiple applications of force in a single officer use of force report. 
5 SPD discontinued Bola Wrap pilot program in 2023.  
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Table 3 shows the number of officer dispatches between 2021 and 2023. These dispatches factor into 

the rates of force shown in the same table. Comparing the number of dispatches with the number of 

force cases previously discussed in this report produces the rates of force per officer dispatch.  

Table 3. Rates of Force per Officer Dispatch 

Year 
Officer 

Dispatches 

Force per 
Officer 

Dispatch 

Intermediate or 
Serious Force 
per Dispatch 

Serious Force 
per Officer 
Dispatch 

2021 692,631 0.16% 0.038% 0.003% 

2022 715,936 0.18% 0.048% 0.004% 

2023 746,414 0.18% 0.039% 0.002% 

Source: SPD’s Internal Data Analytics Platform. Intermediate or Serious Force: Type II, 
Type III, Type III – OIS. Serious Force: Type III and Type III – OIS.  

SPD used force at one of the lowest rates on record (overall and at every level) in 2021. 2021 had the 

second lowest number of officer dispatches per year since 2015. Despite a slight increase in 2022 in 

comparison with 2021, rates of force per officer dispatch for this period are within the lowest range since 

2015. Intermediate or serious force per dispatch and serious force per officer dispatch rates mirror 

previous years rates.  

Frequency of Force by Officers 
Figure 3 summarizes trends in force frequency for officers who were involved in a use of force incident.6 

A large majority of officers who use force do not use it frequently, though a minimal percentage of SPD 

officers between 2021 and 2023 used force with greater frequency. Of those officers who used force 

between 2021 and 2023, 37.3% of officers used force once.   

 

 

 

 

 

 

 

 

 

 
6 OIG plans to assess the relationship between use of force and officer assignment, unit, and precinct. 
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Figure 3. Frequency of Force by Officer 

 

Source: SPD open data.   

Specific officer force frequency for Type II or serious force Type III is depicted in Figure 4. One officer 

reported using intermediate or serious force six times in 2021. In 2022, the number of officers who 

reported using intermediate or serious force four or more times increased from six to ten. In 2023, six 

officers reported using force four or more times. Of those officers that used intermediate or serious force 

in 2021, 70% used it once. Similarly, of those officers that used intermediate or serious force in 2022 and 

2023, 68.26% and 66.83% used it once. Overall, the past three years had the lowest record of frequency 

of intermediate or serious force used by officers.   

Figure 4. Frequency of Type II and Type III Force by Officer 

 

Source: SPD open data. 

1 2 3  4 - 5  6 - 7  8 - 10  11 - 19

2021 164 92 55 58 23 17 3

2022 156 89 73 63 34 14 8

2023 155 76 63 64 32 25 11

1 2 3  4 - 6

2021 129 36 13 6

2022 157 46 17 10

2023 129 38 20 6
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Officer and Subject Injuries 
Table 4 shows injury or complaints of pain resulting from uses of force. The following analysis counts any 

complaint of pain as an injury. The underlying nature of these occurrences ranged from relatively minor 

complaints of pain to substantial bodily harm.  

In 2021, out of the total uses of force with injuries reported, subjects’ injury rate was 67.03% and officer 

injury rate was 10.13%. While overall complaints of pain increased by 7.88% from 2021 to 2023, subject 

injury rate (61%) and officer injury rate (8.54%) decreased.  

Since 2015, subject injury rates ranged from a low of 44% in 2015 to a high of 71% in 2018.7 For 2021 to 

2023, rates of subjects with complaints of pain were within range of previous years. Regarding officer 

injury rate, the lowest rate was 7% in 2018 and the highest was 13% in 2020. As with subject injury 

complaints, officer injury rates are also within range of previous years and have decreased in frequency.   

Table 4. Use of Force with Injury or Complaints of Pain 

 
Subject Injured Officer Injured  

Year Count Rate Count Rate UoF 

2021 748 67.03% 113 10.13% 1,116 

2022 790 61.96% 109 8.55% 1,275 

2023 807 61.00% 113 8.54% 1,323 

Source: SPD Data Analytics Platform. Injuries related to uses of force 

Total subjects’ injury or complaints of pain were the lowest recorded in 2021. Since 2015, injury or 

complaints of pain ranged from lows of 896 in both 2017 and 2019 to highs of 1,610 in 2018.3 The lowest 

count of officer injury or complaints of pain was reported in 2022, followed by 113 reports in 2021 and 

2023, the second lowest record since 2019.   

Figure 5 shows use of force with injury or complaint of pain by subject race. A higher percentage of 

white subjects were reported to be injured or complained of pain during force encounters during the 

past three years, followed by Black subjects.  

 

 

 

 

 

 
7 Comprehensive Assessment of the Seattle Police Department, 2022. Since January 2019, handcuffing discomfort is 

separately tracked from Type I use of force. 
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Figure 5. Count of Injury or Complaint of Pain by known Race of Subject 

 

Source: SPD Data Analytics Platform. Based on Injured subject count.  

Between 2021 and 2023, individuals with recorded unknown race8 had the third highest rates of injury or 

complaints of pain. While rates of injury or complaints of pain for white, Native Hawaiian/Other Pacific 

Islander and two or more races decreased from 2021 to 2023, rates for Black individuals increased by 

3.98% and rates for individuals with unknown or not specified race increased by 11.94% in the same 

period.  

Demographic of Force Subjects  
Table 5 shows uses of force by race from 2021 to 2023 as well as Seattle race estimates. White 

individuals were the most frequent subjects of force, followed by Black, and unknown race. While 

Hispanic/Latino subjects were involved in 7.32% (142) of all use of force incidents, they were subjects of 

force in 7.69% (1) of Type III-OIS and 11.76% (2) of Type III: Other force incidents. Black subjects were the 

most frequent subjects of Type III and OIS incidents including OIS, followed by unknown race, and white 

subjects.  

Table 5 indicates where rates of force are higher for a racial/ethnic group than their percentage of the 

Seattle population. The information in this table is not sufficient to draw conclusions of bias. Besides 

Black, American Indian/Alaska Native and Native Hawaiian/Other Pacific Islander, subjects are 

represented less in the population of force subjects than their comparative share of the Seattle 

population. Black subjects’ representation is higher in all types of force, particularly for Type III uses of 

force (both OIS and other serious uses of force).  

 

 
8 SPD is aware of the unknown race issue raised in this report and are in the process of working to understand and 
resolve the issue. 
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Table 5. Use of Force by Race 2021-2023 combined 

Race Pop Total Type I Type II Type III: OIS 
Type III: 
Other 

White 63.60% 673 34.71% 536 33.71% 200 36.68% 4 28.57% 4 23.53% 

Black 6.70% 613 31.61% 505 31.76% 171 33.08% 3 21.42% 7 41.18% 

Hispanic 7.50% 142 7.32% 112 7.04% 34 6.58% 1 7.14% 2 11.76% 

Asian 16.80% 59 3.04% 48 3.02% 16 3.09%     

Am Indian 0.60% 35 1.81% 29 1.82% 8 1.55%     

NPI 0.20% 23 1.19% 19 1.19% 9 1.74%     

Two or More Races 9.40% 8 0.41% 7 0.44% 2 0.39%     

Not Specified   406 20.94% 352 21.14% 83 16.05% 6 42.85% 4 23.53% 

Source: SPD Data Analytics Platform. US Census Bureau, retrieved Feb, 2024. Counts based on use of force by subject. Multiple types of 
force can be applied to a subject. The OIS data includes a duplicate case and a case where two race categories were counted.  

 

Figure 6 visualizes changes between 2021 and 2023 in racial classification of uses of force. The counts of 

Type 1 and Type 2 subjects of force remained steady for white and Asian populations, while counts of 

force against Black, Hispanic/Latino, and other minorities increased.  

Figure 6. Race of Subjects of Use of Force: Type I and Type II combined 

 

Source: SPD Data Analytics Platform. Data was retrieved in Feb 2024. Counts based on use of force by subjects.  

Pointing of a firearm has reduced between 2021 and 2023, and over the course of the Consent Decree. 

Figure 7 shows pointing of a firearm categorized by subject race. Black subjects are still most likely to be 
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subject to pointing of a firearm, despite not being subjects of force as frequently as white or unknown 

race persons (See Figure 6 and Table 5). In 2021, 11.48% of force subjects were reported as an unknown 

race. This percentage increased to 28.28% in 2023. 

Figure 7. Pointing of Lethal Firearms by Race of Subject. 

 

Source: SPD Data Analytics Platform. Counts based on use of force incidents.  

Use of Force and Behavioral Crisis  
Table 6 summarizes the rates and counts of use of force incidents by SPD in crisis contacts. In 2021, SPD 
responded to 10,503 behavioral crisis incidents, followed by 10,082 in 2022 and 9,833 in 2023. SPD used 
force in approximately 1.42% of crisis contacts between 2021 and 2023. 2021 had the lowest rate of use 
of force in crisis contacts since 2016.  

Table 6. Use of Force in Behavioral Crisis 

 
2021 2022 2023 

UoF Count Rate Count Rate Count Rate 

No 10,361 98.65% 9,935 98.54% 9,688 98.53% 

Yes 142 1.35% 147 1.46% 145 1.47% 

 
10,503 

 
10,082 

 
9,833  

Source: SPD Data Analytics Platform. Behavioral crisis count.  

Figure 8 presents the count and rate of use of force in behavioral crisis by force type. Rates are 

determined by the type of force and the number of crisis contacts where force was used. No Type III uses 

of force were reported in 2022 and 2023, marking the first years with no Type III force in crisis incidents 
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since consistent data collection began in 2015. The lowest percentage of Type II force was reported in 

2021 (66.67%).9  

Figure 8. Type of Use of Force in Behavioral Crisis 

 

Source: SPD Data Analytics Platform. Counts based on use of force incidents.  

Demographics of Crisis Contacts Involving Force 
Figure 9 depicts the race of subjects of force in behavioral crisis. Between 2021 and 2023, more than 

60% of force in crisis contacts involved white subjects, around 30% involved Black subjects, and the rest 

involved subjects of other races. Between 4.23% and 9.66% crisis contacts were documented as 

unknown or not specified race. Contacts with race listed as unknown increased 5.43% from 2021 to 

2023.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
9 These numbers reflect the data that was retrieved by OIG on January 12, 2024. These numbers are subject to 
changes and revision by SPD. 

 
2 

1.41% 
4 

2.82% 
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Figure 9. Race of Subjects of Force in Behavioral Crisis 

 

Source: SPD Data Analytics Platform. Based on behavioral crisis count.  

Accountability 
OPA investigates misconduct allegations. A misconduct investigation case refers to a unique event which 

is under investigation for one or more allegations of misconduct. Investigations data is available for 

public inspection on the City of Seattle’s open data portal. The following visualizations are presented by 

case and allegation.  

Figure 10 depicts misconduct investigation cases involving use of force in the past nine years. The highest 

levels on record within that period were reported in 2018 (184) followed by 2020 (181). The number of 

force-related misconduct investigations opened between 2021 and 2023 are the lowest since 2015.   

Figure 10. Misconduct Investigation Cases Involving Use of Force 

 

Source: SPD Data Analytics Platform - OPA investigations data. Based on received date for allegations due to more 
complete data than is available for incident date. 

OPA tracks allegations of use of force policy violations in four categories: inappropriate use of force, de-

escalation, reporting, and investigation. Figure 11 tabulates the number of cases involving these force 
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allegations between 2021 and 2023. There were no allegations related to force investigations reported in 

2023. Note the total number of cases listed on Figure 11 is greater than the total listed on Figure 10, as 

one case related to use of force may have multiple different allegations related to force.  

Figure 11. Number of Cases Involving Various Force Allegations 

 

Source: SPD Data Analytics Platform: OPA investigations data. Based on received date for allegations due to more complete 
data than is available for incident date.  

Figure 12 shows the number of force-related misconduct allegations over the past three years. These 

numbers are higher than the counts of cases above, as one case can involve multiple allegations against 

different officers. 2021 had the highest number of total allegations due to the high number of allegations 

of inappropriate use of force (Force – Use). The numbers for total allegations related to use of force 

decreased in the years 2019 to 2023, with the exception of 2020, due to all other categories decreasing. 

Figure 12 will change as outstanding cases are resolved for 2023 and data becomes available.  

Figure 12. Use of Force Misconduct Allegations 

 

Source: OPA open data. Based on received date for allegations due to more complete data than is available for incident date. 

Figure 13 tabulates the number of sustained allegations in use of force investigations. The years between 

2021 and 2023 recorded the lowest number of sustained force allegations.10 Figure 13 will change as 

outstanding cases are resolved for 2023 and data becomes available. 

 
10 Note this data was retrieved in January 2024. 
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Figure 13. Sustained Force Findings 

 

Source: OPA open data. Percentage of sustained allegations in parentheses. Based on received date for allegations due to 
more complete data than is available for incident date. 

Figure 14 provides counts of misconduct investigations with sustained allegations between 2015 and 

2023. Consistent with the graph above, 2017 and 2020 had the highest totals of sustained findings on 

record in the past nine years. The lowest number of sustained cases since 2016 were reported between 

2021 to 2023.11 

Figure 14. Use of Force Misconduct Investigations Cases with a Sustained Allegation 

 

Source: SPD Data Analytics Platform: OPA investigations data. Based on received date for allegations due to more complete 
data than is available for incident date. 

Figure 15 shows the percentage of use of force allegations resulting in sustained or not sustained 

findings between 2021 and 2023. For completed cases, OPA sustained findings in 3.87% of use of force 

allegations and delivered not sustained findings for 69.24% of cases. The remaining cases were listed as 

 
11 Some cases may remain pending for 2023 as of the generation of this analysis in January 2024. 
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“Resolved Outside of OPA Investigation” and were all considered resolved through Supervisor Action.12 

2023 reported the lowest percentage of sustained cases since 2017. Some cases may still be open as of 

the end of 2023.  

Figure 15. Percentage of Use of Force Allegations Sustained by OPA 

 

Source: SPD Data Analytics Platform: OPA investigations data. Based on received date for allegations due to more complete 
data than is available for incident date. Other category indicates active cases within OPA.  

Of the not sustained allegations between 2021 and 2023, OPA found 75.38% of force related allegations 

were Lawful and Proper or did not occur as alleged (44.16% and 31.22%, respectively). OPA found 7.61% 

of allegations Inconclusive, and 13.45% of allegations were resolved through Training Referral. 2022 had 

the lowest number of not sustained use of force allegations in this nine-year period.  

 

 

 

 

 

 

 

 

 
12 Supervisor Action resolution is used when a complaint involves a minor policy violation or performance issue that 
is best addressed through training, communication, or coaching by the employee's supervisor. In these instances, 
OPA sends a memo mandating the employee's supervisor to take specific, relevant action with the employee. 
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Figure 16. Percentage of Use of Force Allegations not sustained by OPA, over the years and 2021-
2023 combined 

 

 

Source: SPD Data Analytics Platform: OPA investigations data. Based on received date for allegations due to more complete 
data than is available for incident date. 

2021-2023 continued the overall trend of force decreasing. For instance, 2021 had the lowest record of 

uses of force in this nine-year period, and 2022 and 2023 had the second and third lowest uses of force, 

respectively.  Furthermore, the period from 2021 to 2023 had the lowest record of frequency of force 

used by officers since 2015. Use of force during crisis contacts were at the lowest rate in 2021. 2022 and 

2023 had no Type II use of force on crisis contacts for the first time since 2015.  Unknown and not 

specified race designations in reporting have increased in the past three years. Rates of unknown race of 

subjects of force, subjects with complaints of pain, and civilians subject to pointing of firearm have 

increased more than ten percent. 

  

Percentage of 

Use of Force 

2021-2023 

combined. 
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Force Review Board Assessment 
The Force Review Board (FRB) is a group of SPD personnel who meets regularly to review use of force 

cases and make determinations as to (1) whether a use of force investigation is thorough and complete 

and (2) whether the force was consistent with SPD policy, training, and core principles. The FRB may 

provide feedback and recommendations. The goal of the FRB is continual improvement of SPD use of 

force practices and ensuring the Department remains updated on evolving best practices.  

The FRB is composed of standing members selected by the Assistant Chief of the Professional Standards 

Bureau (PSB). Only standing members of the FRB may participate in the deliberations and vote during 

Board sessions. Standing members include one representative from the Training Section, three 

representatives from the Patrol Operations Bureau, one representative from the Policy & Research 

Section, and one representative from the Investigations Bureau. A quorum of four voting members must 

be present for the Board to review completed investigations. The Captain of the Force Review Unit (FRU) 

(or Assistant Chief of PSB in the case of an OIS review) is the standing Chair and casts the final vote if the 

Board’s vote is evenly split. Other observers to the FRB may include the Department’s Executive Director 

of Legal Affairs, the Office of the Inspector General, and a representative from OPA. These observers may 

attend FRB meetings, but they are not permitted to vote.   

The FRB includes a non-voting participant from the Crisis Intervention Team (CIT) to assist the FRB in 

determining if an officer used “best practices” in de-escalation. Where appropriate, subject matter 

experts from specialty units (e.g. Canine, SWAT, Communications, or the Range) are asked to attend an 

FRB to answer specific questions requiring expertise that may arise.  

Case selection for the FRB is determined by policy and handled by the Force Review Unit (FRU). All 

completed use of force investigations are forwarded to the FRU. These cases include Type I, Type II, Type 

III uses of force, and firearm discharges.  

By policy, the FRB reviews all Type III cases. The FRU reviews all Type II use of force reports and sends 

Type II cases for review by the FRB when any of the following factors are involved: 

• Possibility of misconduct;  

• Significant policy, training, equipment, or tactical issues;  

• When FIT was contacted for consultation and declined to respond or investigate;  

• When less-lethal tools were used on the subject;  

• When a canine makes physical contact with the subject;  

• When the subject is transported to an emergency room.  

FRU staff and FRB members undertake the same inquiry and apply the same standard of review when 

reviewing cases. FRU staff and FRB members attend the same annual training on the objective analysis of 

force. All cases not selected for FRB review are reviewed by the FRU detectives and their chain of 

command. The FRU captain makes the final determination based on the FRU’s reviews and 

recommendations.  

Force Review Board Meetings  

The FRB is tasked with conducting a timely, comprehensive, and reliable review of select Type II use of 

force cases referred by the FRU, and of all Type III use of force cases including OIS.  
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The FRB determines: 

• Whether the investigation is thorough and complete; 

• Whether the force was consistent with SPD policy, training, and core principles; and 

• Whether, with the goal of continual improvement, there are considerations that need to be 

addressed regarding: de-escalation, supervision, equipment, tactics, training, policy, or 

department best practices.13 

FRB members have the following responsibilities: 

• Review the relevant materials for each use of force to determine whether the COC appropriately 

identified any deficiencies and whether appropriate corrective action was taken; 

• Confirm that uniform standards were applied in any uses of force and monitor all aspects of the 

department’s use of force with the goal of continual improvement;  

• Identify instances, trends, or patterns of deficiencies regarding policy, training, supervision, 

equipment, or tactics; 

• Assess the wellness impact of involved and witness officers and their treatment during the use of 

force investigation and reporting; and 

• Assess the impact of the incident on community trust and efforts taken to mitigate the impact.14 

The six standing FRB members are tasked with voting on the following aspects of each case: 

• Tactics and decision-making; 

• De-escalation; 

• Compliance with SPD use of force policies; 

• Communications; 

• Supervision; and 

• COC review and investigation. 

All FRB determinations require a majority vote.15 Board members are expected to vote “yes,” “no,” or 

“not feasible.” The votes recorded in the Findings template and detailed in the Findings document.   

OIG Assessment Goals for FRB 

OIG provides ongoing and periodic evaluation and feedback about the FRB process to the FRB Chair and 
Bureau Chief, with the following assessment goals: 

• Proper facilitation by FRB Chair; 

• Thorough presentation; 

• Adequate identification and discussion of issues; 

• Thorough discussion; 

• Robust evaluation and discussion of crisis elements, response, and opportunities for de-
escalation; 

• Identifying and addressing issues properly, especially COC;  

• Proper referral of issues to OPA, COC, Training, or other appropriate entity; 

• Robust feedback to COC/Force Investigation Team (FIT); 

 
13 SPD Policy Manual, Interim Policy 8.500 Reviewing Use of Force, POL-4 Force Review Board, Section 1. 
14 SPD Policy Manual, Interim Policy 8.500 Reviewing Use of Force, POL-4 Force Review Board, Section 1. 
15 SPD Policy Manual, Interim Policy 8.500 Reviewing Use of Force, POL-4 Force Review Board, Section 7. 
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• Meaningful dissemination of lessons learned/findings/outcomes to SPD; 

• Follow-up/implementation of Board actions;  

• Proper assessment of investigation quality;  

• Transparency of process and decisions to community; and 

• Inclusion of community perspective.  

OIG strives to deliver timely feedback after each FRB session to the FRB Chair and staff regarding the 

assessment goals. This immediate feedback provides the FRB Chair the opportunity to make timely 

adjustments, if needed.  

OIG Review   
The Inspector General and certain OIG staff attend FRB meetings to observe the deliberations and 

monitor ongoing fidelity to the Consent Decree. The mode of FRB assessment has been an iterative 

process, evolving from the use of an assessment tool (Appendix B) to a more general assessment 

framework that helps OIG identify trends and areas for suggested improvement. At the end of 2023, OIG 

formally incorporated a debrief meeting with the Board Chair and other SPD leadership after each FRB 

meeting. These meetings provide a forum for immediate discussion of OIG feedback.  

Areas of Assessment 

Facilitation 
The Board Chair facilitates and guides discussion, ensuring adherence to FRB protocol and parameters. 

The Chair is expected to begin each meeting by framing the values, expectations, and parameters for 

engagement, and solicit input from OIG and OPA following discussion of each case. OIG observes 

whether the Chair adheres to the FRB guidelines by discouraging Board members from guessing or 

assuming an officer’s mindset, encouraging the sharing of minority opinions, and creating an 

environment that is hospitable to critique. If a Board member deviates from protocol, OIG notes whether 

and how the Chair redirects the discussion. OIG evaluates the efficacy of the Chair’s facilitation, including 

whether they refrain from asking leading or anchoring questions and adequately explore the necessary 

aspects of the case. OIG also observes whether the Chair appropriately identifies and addresses any bias 

within the discussion.  

Since 2022, OIG has observed six Board Chairs facilitate Board meetings for Type II uses of force, Type III 

uses of force, and OIS incidents.16 Despite differences in facilitation styles, each Chair generally starts the 

meeting by reading from a script that frames the values, expectations, and parameters for engagement.  

The Chair usually seeks input from OIG and OPA following the discussion of each case. OIG finds Chairs 

generally adhere to the guidelines discouraging making assumptions about an officer’s mindset and 

appropriately redirect the conversation when a member deviates from these guidelines.17  

 
16 OIG has observed three Chairs facilitate Type II and III Boards: The former Chair, a temporary replacement, and the 
current Chair. OIG has observed two Chairs facilitate OIS Boards: The Chief of the PSB and a temporary Assistant 
Chief. Additionally, the Lieutenant of the FRU occasionally chairs Type II, III, and OIS Boards when needed. 
17 The importance of preventing speculation about the mindset of an officer or making assumptions about decision-
making or evidence cannot be overstated. Analysis of a use of force necessarily must explore the officer’s reasoning, 
in the moment, for the need to use force. Speculating about why an officer used force does not allow for the 
evaluation of whether the officer actually had a legal basis to use force in the situation, and it likely flags a deficiency 
in the underlying investigation that made speculation necessary rather than relying on the officer’s own statement 
about the rationale for force used. 
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Some variation was noted in the thoroughness of discussion across meetings which reflects observed 

differences in facilitation. The most robust discussions are observed when Board Chairs ask open-ended 

questions not anchored in opinion or pre-drawn conclusion. This approach fosters discussion and 

provides a space where differing opinions and ideas can be shared. When a facilitator shares their 

opinion before members discuss a matter or phrases questions in a way that signals a viewpoint, OIG has 

seen conversations limited or foreclosed, with members primarily agreeing with the position of the Chair 

or being less willing to offer critical comments or explore alternative opinions.  

Presentation of Case 
Case presentations by Board members should be objective and include all relevant facts and video 

footage. The case presentations consistently meet these standards. During FIT presentations for Type III 

uses of force, the FIT Captain includes whether the involved officers were CIT-trained and certified. This 

component is not included in the presentations for Type II reviews. Including this information, as well as 

additional details regarding what officers knew before and during crisis interactions, would allow the 

Board to engage in a more thorough discussion of crisis response issues.  

Board Discussion 
Investigation and Chain of Command Review 

In this component of the review, the Board is expected to discuss whether the on-scene investigations 

are thorough and complete and to identify any gaps that may exist. The Board is expected to discuss the 

COC review and whether the COC identified any deficiencies in training, equipment, or supervision.  

OIG finds Board members’ discussion on these topics to be thorough and complete. When any deficits in 

the on-scene investigation or COC reviews are identified, the Board issues appropriate referrals via FRB 

Actions, Lessons Learned, or a referral to OPA. 

Tactics 

The Board is expected to discuss whether there were sufficient personnel and supervision on scene, the 

appropriateness of approach and time used to plan, the availability of less lethal tools, and 

communication amongst officers. Much of the Board’s overall discussion is dedicated to the topic of 

tactics. The tactics discussions are thorough and substantial time is spent discussing whether officer’s 

actions align with policy, training, and best practices.  

De-Escalation 

SPD policy defines de-escalation as “Taking action to stabilize the situation and reduce the immediacy of 

the threat so that more time, options, and resources are available to resolve the situation.”18 According 

to policy, the goal of de-escalation is to “gain the voluntary compliance of subjects, when feasible, and 

thereby reduce or eliminate the necessity to use physical force.”19 The policy encourages officers to 

utilize communication, time, distance, and shielding for de-escalation.  

Because the definition of de-escalation, both by policy and in usage by Board members, encompasses so 

many facets, the discussion does not always include thorough attention to each component. The de-

scalation discussion focuses primarily on opportunities to stabilize a situation using time, distance, and 

shielding techniques.20 The communication component generally receives less discussion, though SPD 

 
18 SPD Policy Manual, Interim Policy 8.050 Use of Force Definitions. 
19 SPD Policy Manual, Interim Policy 8.050 Use of Force Definitions. 
20 SPD Policy Manual, Interim Policy 8.100 De-Escalation. 
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trains officers to calm subjects using verbal and non-verbal communication strategies to gain compliance 

without the need for force. It would improve the quality of discussion if all components received 

thorough attention in the review. 

OIG suggests restructuring the Findings template to better guide evaluation of de-escalation. The Board 

should begin by discussing whether officers made reasonable efforts to de-escalate a situation. If the 

Board concludes reasonable efforts were made, discussion should center around whether those efforts 

were successful. If the Board feels officers did not make reasonable efforts to de-escalate, the Board 

could examine whether officers were hindered by concerns for safety, lack of feasibility, or other 

legitimate issues. Barring a legitimate reason for not making efforts to de-escalate, the Board might 

conclude proper de-escalation attempts were not made. Moving away from the limited yes/no/not 

feasible vote to a framework that allows for consideration of nuanced factors that impact de-escalation 

would provide better discussion opportunities for the Board and learning opportunities for the 

department.21  

OIG also notes the Board’s conversations around de-escalation communication and crisis intervention 

intersect substantially. While the Board routinely discusses de-escalation tactics, the discussion of de-

escalation communication is often missing or limited when there is not a perceived crisis component.22  

Crisis 

A Sergeant or other representative from the Crisis Response Unit (CRU) serves as a subject matter expert 

at FRB meetings to provide input on crisis response and de-escalation. OIG notes whether this 

information includes identification of a subject’s crisis history, the on-scene officers’ knowledge of a 

subject’s crisis history, and the relevance of that history. OIG also assesses the Board’s discussion (or 

absence thereof) of: 

• CIT-trained communication options used with subjects, 

• opportunities to modulate tactics based on known or observed crisis information, 

• how those modified tactics impact the outcome of an incident, and 

• whether officers explored alternative crisis resources to resolve a situation. 

There are areas where the crisis conversation could be bolstered. CRU officers begin by identifying 

whether the subject was known to the department to have crisis history, but this should also include 

what officers knew of a subject’s crisis history at the time of the incident so the Board can assess 

whether and how that knowledge impacted their decision-making. In the absence of knowledge about a 

person’s crisis history, the Board should discuss whether an officer’s response was appropriate if a 

subject presented as possibly having a mental health condition or experiencing a crisis. Crisis information 

not known to the scene officers should not be considered when reviewing decisions of scene officers at 

the time of incident. OIG would encourage more discussion about whether CIT-trained tactics are used 

(when appropriate) and how they impacted the outcome of an interaction. OIG will continue to monitor 

this aspect of the FRB discussion through ongoing assessment of FRB and in future Crisis Assessments. 

 
21 OIG has discussed this suggested change with SPD. SPD is currently working on revisions to the de-escalation 
portion of the FRB template. 
22 It should be noted that at the time of publication of this report, FRU leadership has already begun working with 
SPD on changing the de-escalation question and format on the Findings document to foster a more thorough and 
robust discussion.  
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Officer Wellness 

The Board’s discussion of officer wellness and the impact of the interaction on involved officers focuses 

primarily on any injuries to officers during the interaction, or the potential for injuries based on tactics 

used. The discussions are thorough, particularly in identifying ways to avoid future injuries. In OIS cases, 

the Board discusses an officer’s treatment at the scene and whether appropriate mental health and peer 

support are provided to involved officers post-incident. In these discussions, the Board notes measures 

taken to support officer wellness such as finding a safe place for officers to stay while awaiting an 

interview and the speed with which they are photographed so they can change their clothing. Additional 

information about whether the officer felt appropriately supported might be helpful to the Board to 

better assess SPD efforts. 

Impact of OPA Investigations on Discussion 
SPD policy states “the FRB may review, discuss, and make recommendations to matters under OPA 

investigation, but will not make a final determination on these matters, unless requested by the OPA 

Director.”23 Board Chairs regularly outline this policy and voting restrictions at the outset of FRB 

meetings, however, the level of discussion varies based on the Chair. It appears this lack of uniformity is 

based on differing understanding of how OPA investigations impact what can be discussed and to what 

degree. OPA should provide adequate information to the Board to allow for discussion and deliberation, 

and to provide necessary resources for the Board regarding allegations under investigation, so the Board 

understands any limitations on voting. 

Referral Process 
For each case, the Board can make referrals to address lapses identified in the review. OIG finds that FRB 

appropriately addresses identified issues by making proper referrals and recommendations. Serious 

policy violations are referred by the Chair to OPA.24 Referrals concerning policy, equipment, and training 

issues are sent as an FRB Action by the FRB Chair to the Assistant Chief (AC) of the PSB.25 Policy provides 

that the AC of the PSB will, as appropriate, forward any policy, equipment, or training referrals as FRB 

Actions from the Board to the appropriate bureau chief or section for review and implementation. 

Individual training recommendations are to be referred as FRB Actions to the COC of the involved officer 

for follow up.26 The follow-up options are:  

1. No further action;  

2. Performance Appraisal System (PAS) entry;  

3. Refer to COC for counsel;  

4. Refer to training;  

5. Refer to OPA;  

6. Refer to other.  

Although not outlined in policy, the Board also issues Lessons Learned, which are shared more broadly 

with the department.  

 
23 SPD Policy Manual, Interim Policy 8.500 Reviewing Use of Force, POL-4 Force Review Board, Section 11. 
24 SPD Policy Manual, Interim Policy 8.500 Reviewing Use of Force, POL-4 Force Review Board, Section 10. 
25 SPD Policy Manual, Interim Policy 8.500 Reviewing Use of Force, POL-4 Force Review Board, Section 13. 
26 SPD Policy Manual, Interim Policy 8.500 Reviewing Use of Force, POL-4 Force Review Board, Section 13. 
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The PSB maintains records of FRB recommendations and their status.27 While the PSB maintains the 

required record, it would also be useful to track potential patterns or trends in referrals. The Board 

currently does not receive any follow-up on implementation of recommended Actions. It would be 

beneficial for the Board to see the impact of their review and referrals on use of force practices. OIG 

suggests a single location to house FRB Actions and Lessons Learned, along with Findings documents, 

which is accessible to Board members and, potentially, others in the Department.28 Widespread sharing 

of the insight gained in FRB discussions could add to the collective knowledge and expertise of officers 

and would better serve the FRB’s goal of continual improvement of use of force practices. Developing a 

means to share these actions and outcomes with the public would benefit ongoing efforts related to 

transparency, accountability, and trust.  

Continued Monitoring of Force Review Board 
OIG finds that FRB consistently completes a thorough review of the cases. Overall, FRB identifies any 

issues in the use of force, including whether force complies with policy and training, whether force 

reporting is consistent with policy, and whether the COC consistently complies with policy and identifies 

any noncompliance. OIG has observed that FRB consistently makes appropriate recommendations or 

referrals for corrective actions. OIG finds the current structure and processes of the FRB to be in line with 

the requirements of the Consent Decree, and notes the following areas where the FRB process could be 

improved:  

• New Board Chairs should receive formal training in meeting facilitation.  

• Case presentations should always include whether involved officers are CIT-certified, any relevant 

crisis information the officers had at the time of the incident, and if/how officers modulated tactics 

based on that information. 

• Board discussions of de-escalation should always thoroughly assess involved officers’ 

communication efforts with the subject and the relative effectiveness, with as much focus and 

attention as is paid to the use of time, distance, and shielding.  

• The Board should examine officers’ use of CIT-trained communication and tactics and whether 

officers modulated their decision-making and tactics based on what they knew at the time of 

interaction. If there is not appropriate modulation or application of CIT principles, the Board 

should discuss what officers could have done differently and whether those tactical differences 

were available to them at the time. 

• OPA should provide adequate information to the Board to allow for discussion and deliberation, 

and to provide necessary resources for the Board regarding allegations under investigation, so the 

Board understands any limitations on voting.  

• SPD should develop a mechanism for sharing a periodic summary of the outcomes and impacts of 

FRB Actions and Lessons Learned within the department and with external stakeholders.29 

OIG will continue to monitor FRB meetings with attention to the areas outlined above. OIG will provide 

real-time feedback to FRB leadership, and work collaboratively to identify areas for further review by 

 
27 SPD Policy Manual, Interim Policy 8.500 Reviewing Use of Force, POL-4 Force Review Board, Section 13. “The PSB 
will maintain a record of all recommendations and their status.” 
28 Currently, Lessons Learned are shared on the internal SPD homepage and FRB Actions are distributed to the COC 
via Blue Team. 
29 OIG acknowledges that some FRB Actions relate to a particular officer and the details of some outcomes may need 
to be aggregated to comply with relevant personnel rules.  
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OIG. Formalized feedback regarding FRB will be provided to SPD in periodic reports, with a summary in 

the OIG annual report.  

FRB Stakeholder Interviews 

Overview 
OIG conducted in-depth, semi-structured interviews with various SPD stakeholders for this assessment. 

Respondents were asked about their role on the FRB, the FRB process, and its effectiveness. This section 

outlines the perspectives and experiences of interview respondents, and, as such, does not represent 

the views of the FRU, SPD, or OIG.  

Methodology 
OIG requested interviews with seventeen current FRB stakeholders and conducted interviews with 

thirteen. The following is a breakdown of the respondents OIG interviewed: 

• Seven standing Board members (representing the Investigations Bureau, Patrol Operations 

Bureau, Training Section, and Audit, Policy and Research Section) 

• One alternate Board member with experience as a standing Board member 

• Four members of leadership from the:  

o FRB (i.e. current Board Chairs) 

o FRU 

o FIT  

• One representative from the CRU 

The standing Board member respondents represent 70% (7) of all standing Board members. Board 

member respondents (including the alternate) have served anywhere between seven months and six 

years on the FRB, with most serving between two and three years.   

Questions to Board members and FRU and FRB leadership focused on the respondent’s perceptions of:  

• Their roles and responsibilities and the goals of the FRB;  

• The evolution of the FRB and specific changes to the process;  

• The impact of Board facilitation;  

• Process and procedures such as training and meeting preparation, FRB Actions, and limitations on 

discussion of cases under OPA investigation;  

• The quality of the various Board discussions; and  

• The overall effectiveness and impact of the FRB.  

FRU and FRB leadership were asked about the current organizational structure and membership, 

including how FRB members and Chairs are selected to participate in FRB. FIT leadership were asked 

about the FRU-FIT relationship, and the CRU representative was asked about the impact of the crisis 

component of FRB discussion and their suggestions for improving the crisis discussion. 

Summary of Interviews 

FRB Process and Respondent’s Role 
FRB Process and Goals 

Overall, Board members’ and leadership’s responses regarding the FRB process and goals emphasized 

FRB’s role in: 
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• Thoroughly evaluating tactics, equipment, training, decision-making, and policy to identify 

problems, gaps, and areas for improvement, as well as to provide feedback and make 

recommendations; 

• Ensuring SPD is using force consistent with law and policy; and 

• Contributing to the continual improvement of departmental use of force practices.  

Less common but still notable responses that emerged were FRB’s role in: 

• Ensuring all parties reviewing use of force, especially the Chain of Command, are in compliance 

with reporting and review requirements;  

• Providing public transparency in the use of force review process;  

• Ensuring consistent application of force across all precincts; and 

• Serving as a mechanism for organizational and individual accountability. 

Also mentioned was FRB’s role in imparting police legitimacy by helping SPD grow and change, and in 

lessening departmental liability by identifying and responding to problems before they escalate. 

Board Member Role, Responsibilities, and Qualities for Effectiveness 

In describing their role and responsibilities and what they considered to be important qualities for being 

effective on the FRB, Board members responses fell into four main themes: (1) knowledge of SPD policy 

and procedures and staying informed about best practices; (2) experience—particularly a broad range of 

experience in different units; (3) a willingness to “speak their mind” when discussing difficult topics, 

regardless of whether others on the Board agree with those views or not; and (4) the ability to practice 

objectivity and impartiality in case review. Some leadership respondents similarly emphasized the 

importance of Board members being neutral and objective, as well as their willingness to provide critical 

feedback and to disagree with other members when necessary.  

Other qualities important to Board members include: (1) willingness to surface and discuss issues 

overlooked by supervisors and others; (2) knowledge of departmental goals and objectives; (3) 

willingness to listen to others without judgment; and (4) an understanding of community expectations 

and how officers’ actions influence public perceptions. 

Board Chair Role, Responsibilities, and Qualities for Effectiveness 

When asked about their role and responsibilities, Board Chair respondents emphasized the importance 

of creating the conditions for a thorough discussion while maintaining impartiality so as not to unduly 

influence Board members. Board Chairs described varying approaches to encourage comprehensive 

discussion. Some implement a passive, conversational approach to broadly seek input from the Board 

without calling on individual members. Others rely on a more decisive approach, directly questioning 

Board members when needed to encourage discussion (i.e., when the Board has not identified an 

important issue or if a Board member has not contributed to the discussion) 

When asked about the qualities of an effective Chair, many Board members similarly valued neutrality, 

explaining the Chair’s role is to manage the discussion, not steer it in a specific direction. Furthermore, 

many shared that an effective Chair understands the cadence of Board meetings and where to focus 

conversation. Board member respondents said an effective Chair can discern which topics to expand 

upon and which require less mining and discussion. 
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Evolution of FRB 
Interviews with FRB and FRU leadership show SPD’s review of use of force has changed since the 

inception of the Consent Decree in 2012. According to respondents, the process for reviewing force has 

evolved to become more systematic and detailed in nature. 

Before 2012, SPD reviewed 20-25 cases per FRB meeting (the FRB currently reviews three Type II cases 

per meeting or one Type III or OIS case per meeting). Board members recalled cases were largely 

“rubber-stamped,” even those presenting serious policy violations. Unlike the current structure, the FRB 

previously had no standardized framework for evaluating uses of force.  

A more formalized FRB process was eventually developed and implemented. Meetings now are three 

and a half hours per week, with one to three cases reviewed per meeting. According to respondents, the 

current process allows for a more methodological breakdown of each case, more time dedicated to case 

review, and high-quality discussion. Other important changes mentioned are attendance of OPA at 

meetings, the inclusion of a crisis element to discussions, and the attendance of a CRU representative as 

a non-voting member. This process was eventually codified into SPD policy. 30 

Current Organizational Structure and Membership 
Selection of Standing Board members and Facilitators  

The AC of the PSB selects standing Board members, who are expected to serve a minimum of 18 

months.31 There is no formal selection process the AC is required to undertake, or eligibility criteria they 

must consider when selecting candidates (e.g., competencies or knowledge, experience, skills, abilities). 

Interviews with leadership show selection of Boad members is informal and discretionary, often based 

on reputation as a supervisor. Openings are not widely publicized, and there is no formal application or 

vetting process. Instead, leadership respondents describe soliciting recommendations from the COC, 

reading performance reviews, and surveying line officers about their supervisors to identify candidates 

who are “vocal,” experienced, and who, in their estimation, will not be punitive. Leadership may also 

reach out to individual candidates to solicit their interest. Candidates may directly appeal to FRB 

leadership for consideration, but this appears to be less common. One respondent was critical of this 

process, noting department connections and timing are the most important selection factors. 

Board Staffing 

There is no guidance on how FRB meetings are staffed (i.e. how standing Board members are selected to 

attend which meetings). Leadership described a rotating schedule to mitigate burnout. In contrast, the 

frequency of attendance described by Board member respondents varied greatly, with some serving 

more often than others; some Board members reported serving once a week or once every two weeks, 

while others reported attending 1-2 times a month or bimonthly. Board members often described 

coordinating with others in their unit to divide up Board attendance when possible. Some Board 

members also noted they have provided coverage during their “off time” when the Board was short 

voting members. These individuals noted an increased need for alternates in recent months, which they 

attributed to recent Board turnover.  

 
30 SPD Policy Manual, Interim Policy 8.500 Reviewing Use of Force, POL-4 Force Review Board, Section 3. 
31 SPD Policy Manual, Interim Policy 8.500 Reviewing Use of Force, POL-4 Force Review Board, Section 4. 

Case 2:12-cv-01282-JLR   Document 792-1   Filed 02/29/24   Page 30 of 65

https://public.powerdms.com/Sea4550/tree/documents/2555271
https://public.powerdms.com/Sea4550/documents/2555271


   

 

31 
 

Interviews with Board members indicated some respondents do not have a concrete idea of when they 

are expected to serve. Some members expressed confusion related to attendance expectations, 

inconsistency in meeting scheduling, and the apparent “ad-hoc” nature of selecting case presenters.   

Training 

Board Member Training 

Each standing FRB member is required to attend a minimum of eight hours of basic FRB training per 

year.32 Interviews indicate training for new Board members is largely informal. New Board members 

receive access to case materials and observe two to four Board meetings as non-voting members. The 

observation period helps to familiarize new members with the structure of meetings, as well as the 

typical issues discussed and questions asked. Some Board members also reported receiving in-depth, 

one-on-one training from FRU leadership.  

Many Board members shared that new FRB members would benefit from additional training and 

guidance. Collectively, Board member and leadership respondents offered the following suggestions to 

improve FRB training: 

• Continue to emphasize the importance of maintaining neutrality as a Board member;  

• Provide an overview of the roles, responsibilities, and expectations for reviewing uses of force;  

• Teach Board members to critically discuss and analyze force;  

• Include an overview and definition of all the possible remedies and outcomes available to Board 

members and the FRB broadly (e.g. Lessons Learned, FRB Actions, etc.);  

• Provide investigations training for Board members without experience; and  

• Provide training on use of force and constitutional law. 

Board Chair Facilitator Training 

There are no training requirements for Board Chairs, and interviews with leadership indicate Chairs do 

not receive formalized training. Instead, Chairs describe their policing experience as training. One 

leadership respondent suggested new Chairs would benefit from public speaking training. 

Board Meeting Preparation 

Interviews show Board members prepare thoroughly for FRB meetings, and largely prepare in a similar 

way. Most members review all provided materials, read COC reports to understand flagged issues, and 

compare videos to written statements. Many noted selectivity in viewing videos due to amount and 

length of files. Some also prepare questions in advance to guide their review and analysis.  

Board members reported dedicating two to three hours to reviewing each Type II case, and longer for 

cases they present to the Board and for OIS cases. As a result, some respondents reported spending as 

much as 12 hours per week preparing for FRB meetings. Some expressed their work duties do not allow 

sufficient time for this level of preparation; these respondents reported using overtime hours to prepare 

for weekly meetings.  

Process and Procedures 
FRB Voting Process  

Some respondents noted the FRB voting structure presents a challenge for more complex issues where a 

ternary yes/no/not feasible vote may be reductionist. Both a Board member and leadership respondent 

 
32 SPD Policy Manual, Interim Policy 8.500 Reviewing Use of Force, POL-4 Force Review Board, Section 5. 
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raised the distinction between acceptable and optimal tactics or decision-making: some actions may be 

within policy and training but are not optimal given the circumstances. An action can be necessary, 

reasonable, and proportionate yet still have room for improvement. In such cases, Board members may 

discuss potential tactical improvements but still vote that actions fall within policy/training, despite this 

vote not reflecting the nuances of the discussion. SPD Leadership shared that while the Board currently 

votes without such caveats, the Findings document includes a record of the nuances discussed. It would 

be useful for Board members to have access to the Findings document to understand how the additional 

information is incorporated.   

FRB Actions  

Leadership respondents reported some cases in which the same FRB Action is sent to multiple SPD 

sections without explanation or context as to how the FRB action applies to each entity.  

OPA Limitations  

OIG received varied responses from Board member and leadership respondents about the impact of 

active OPA investigations on FRB discussion and voting. Some Board members expressed confusion 

around the restrictions for discussion and voting, noting they do not receive clear or consistent 

guidelines. Most respondents noted discussion can be somewhat stymied or restricted because the 

Board cannot vote on whether force was within policy and training. Some respondents also observed 

less thorough discussions for active OPA cases because Board members were concerned about 

influencing the outcome of the OPA investigation. Others shared that the restrictions on OPA cases do 

not affect the thoroughness of discussion and, although there is no official vote, the opinion of the Board 

members is recorded in discussion notes.  

Quality of FRB Discussion  
Impact of Facilitation 

Most Board member respondents noted they have experienced a range of Chairs throughout their 

tenure on the Board. These respondents described the Board Chair as a key driver in the quality of 

discussion, noting substantial variation in discussions due to differences in facilitation style and level of 

experience. Many distinguished between Chairs who directly “push back” against Board member 

statements and Chairs with more conversational approaches who broadly seek input from Board 

members. Some respondents expressed concern about facilitation styles they perceive to undermine the 

flow of discussion, either by spending too much time on certain topics or by utilizing approaches which 

do not generate enough discussion to comprehensively review a case. They also expressed concern 

about the objectivity of some Chairs and their ability to influence the Board, with some describing Chairs 

who would altogether override or disregard collective Board opinions or decisions about referrals and 

recommendations. Board member respondents also expressed appreciation for facilitators who directly 

seek input from individual members, noting this inclusive approach ensures everyone is provided the 

opportunity to speak and ensures topics are adequately discussed. 

Discussion of Minor Type II Uses of Force 

Board member respondents expressed frustration that Type II cases involving “minor” uses of force (i.e., 

handcuffing discomfort or small abrasions) are reviewed with the same level of detail as cases involving 

more “serious” force (i.e., taser or 40 mm launcher). These respondents expressed a desire for a more 

expedited discussion and review process for minor Type II uses of force. 
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Patrol Experience and Perspective on the Board  

A common theme in interviews with Board members was the desire for better representation of patrol 

officers on the FRB. These respondents described the discussion as feeling theoretical and disconnected 

from the realities of patrol officers on the ground. They spoke of the importance of having Board 

members who have patrol training and experience but also advocated for having officers on the Board 

who are currently working patrol and could speak to the current realities of that role. 

Crisis Discussion and Role of the CRU Representative  

Most Board member and leadership respondents expressed that information shared by the CRU 

representative focuses primarily on a subject’s crisis history. They noted that if this information is not 

known by the officer at the scene (which is often the case), it is irrelevant for assessing the involved 

officer’s use of force. Some expressed the desire for the CRU representative to focus more attention on 

whether involved officers’ actions were consistent with CIT training, especially regarding de-escalation. 

Other Board member respondents shared that most FRB members have CIT training and having the CRU 

representative in attendance did not provide additional perspective. A CRU respondent similarly shared 

that the Board is already aware of the crisis elements CRU highlights, and that CRU attends solely in a 

consultation capacity. Some shared it was helpful to have a CRU representative in attendance at FRB to 

answer questions from Board members. One Board member respondent expressed that having the CRU 

representative at Board meetings foreclosed crisis discussion, since questions about crisis from the Chair 

were directed to that person, who “does all the talking.”  

De-Escalation Discussion 

Most Board member and leadership respondents focused their definition of de-escalation on tactical de-

escalation, i.e. using time, distance, shielding techniques to stabilize a situation. Only a small minority 

also described de-escalation in terms of de-escalation of the subject, using verbal and non-verbal 

communication strategies to gain compliance without having to resort to force. Respondents were 

divided on whether de-escalation was sufficiently discussed, with some saying that it is robust and 

others expressing that it could be improved. Those who thought it could be improved reported that 

more time should be dedicated to discussing de-escalation by Board members and that de-escalation 

should not just be the purview of the CRU representative. Leadership respondents worried that de-

escalation is not sufficiently addressed by the FRB because of differing perspectives among different 

generations of officers around what constitutes de-escalation, or because Boad members do not have 

adequate knowledge of de-escalation to identify it or the language/vocabulary to discuss it.  

Impact and Effectiveness of FRB 
COC Accountability 

Some respondents reported insufficient emphasis on COC accountability for deficiencies in use of force 

practices by Patrol officers. These respondents expressed concern that individual Patrol officers are held 

accountable for systemic issues or for issues that should have otherwise been identified and addressed 

by the COC. In these instances, respondents would prefer to also see the COC disciplined or re-trained.  

Timeliness of FRB Review and Feedback 

For Type II use of force, the COC has 60 days to complete the use of force packet or request an extension. 

The case then moves to the FRU for review to determine if it meets the criteria to be sent to the Board. 

Subsequently, the Board schedules the case for the weekly FRB meeting where three cases are typically 

reviewed each time. The number of cases coming into FRU is greater than three per week, creating a 

backlog. Many Board member respondents said the review process is not conducted in a timely manner. 
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They noted many cases are not reviewed until months after the case occurred, leaving the involved 

officer responding to calls in that period of time, with potential gaps in their knowledge or training 

before feedback or recommendations are delivered. These respondents expressed concern that such a 

delay may undermine the effectiveness of the FRB and its intended purpose to continually improve use 

of force practices.33   

Conclusions  

Board Selection and Participation 
Interviews showed the process for Board member selection is informal and ad-hoc.34  A formalized 

application and selection process could be implemented with clear eligibility requirements to establish a 

transparent vetting process. These practices could help improve the diversity and representativeness of 

FRB composition. 

Interviews indicated substantial discrepancy in the frequency with which Board members attend FRB 

meetings. This creates differing burdens on members given the significant time commitment required to 

prepare for and attend meetings, and lends to over-representation of certain voices in serious force 

review.   

Board Facilitation 
Board member respondents noted significant differences in facilitation styles which greatly impacted the 

quality of FRB discussion. Standardized training for all Chairs may help mitigate some of this variance. In 

addition to teaching facilitation skills (e.g. how to encourage discussion, how to ask open-ended 

questions, how to follow-up for clarity), this training should inform all Chairs of the parameters for 

discussion, including the topics to cover each meeting and rules governing OPA limitations. The training 

should also provide Chairs with awareness of how hierarchical power dynamics might unduly influence 

Board discussion and voting, and thus the importance of maintaining neutrality and objectivity as a 

facilitator. 

Board Preparation 
Interviews with member respondents indicated a lack of standardized training other than annual training 

required by policy. New member training should be standardized and required for all newly selected 

members. It should provide an overview of expectations and responsibilities and include guidance on, 

among other things, how to prepare for meetings, analyze use of force, and practice neutrality in 

discussion.  

Many Board members expressed interest in receiving regular feedback on their contributions in 

meetings. Feedback would help Board members feel supported and that their contributions and 

 
33 SPD is internally discussing the use of training bulletins to disseminate Board feedback in a timelier way to the 
whole department. OIG commends this innovative and proactive approach to further the impact of 
recommendations made in FRB meetings. 
34 Empirical research shows the process described by leadership disadvantages candidates who are Black, people of 
color, and women. Lucas, B, Berry, Z., & Chugh, D. (2021). A longer shortlist increases the consideration of female 
candidates in male-dominant domains. Nature Human Behavior, 5, 736-742. 
https://www.nature.com/articles/s41562-020-01033-0. Beaman, L., Keleher, N., & Magruder, Jeremy. (2017). Do 
Job Networks Disadvantage Women? Evidence from a Recruitment Experiment in Malawi. Journal of Labor 
Economics, 36(1). Holzer, H. (1987). Informal Job Search and Black Youth Unemployment. The American Economic 
Review, 77(3): 446-452. https://www.jstor.org/stable/1804107.  
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perspectives are valuable (especially important given how much time they dedicate to the FRB) and help 

to improve the force review process overall. 

Board Procedures 
The FRB Findings document provides a record of the Board’s vote and includes the nuances of Board 

discussion. Board members should have access to the Findings document to review how the additional 

information is incorporated. The voting structure should similarly reflect this nuance and be modified to 

allow for additional options. The current voting structure (yes/no/not feasible) does not account for the 

complexity of cases reviewed by the FRB or instances when use of force is within policy or training but is 

not optimal. Adding additional options may help to accommodate instances where use of force is within 

policy and training, but improvement may be necessary to advance the FRB’s goal of continual 

improvement of use of force practices. Accordingly, discussion should also include a component distinct 

from whether the actions were within law and policy, to instead focus on how to optimize actions to 

produce a better outcome. 

When voting on the topic of de-escalation specifically, the vote should be done in two parts. First the 

Board should address whether the officer made reasonable efforts to de-escalate using time, distance, 

shielding, and communication. If the officer made reasonable efforts, the Board should summarize those 

efforts. If the officer did not make reasonable efforts, the Board should discuss why efforts were not 

made and include possible justifications around whether it was safe or feasible.  

Most respondents did not distinguish between (a) tactical de-escalation using time, distance, and 

shielding techniques to stabilize a scene and (b) de-escalation of subjects through non-verbal and verbal 

communication to gain compliance without having to use force. In defining de-escalation, these 

respondents focused primarily on the former. Both are integral for effective de-escalation and a holistic 

assessment of de-escalation by the Board requires consideration of both. Accordingly, Chairs should 

require Board members to differentiate between the two and discuss whether both were adequately 

considered and implemented by involved officers. 

Most Board member respondents reported they do not receive follow-up about FRB Actions. FRB Actions 

are a key metric for tracking improvement in use of force practices, and both Board members and the 

community would benefit from regular reporting on the outcome of FRB Actions. Consistent reporting 

will help provide transparency for the community and may help increase the legitimacy of the FRB by 

demonstrating Board members’ impact on use of force practices. 

Many respondents reported concern about the lack of timeliness of FRB feedback due to the lag time in 

reviewing cases. Timelier review of cases would ensure problematic use of force practices are addressed 

and remedied soon after they happen. Timely feedback is also an important component of effective 

supervision and development for officers. SPD is aware of the delay and agrees more timely review 

would be beneficial. SPD has identified the current process and volume of cases contribute to the delay 

and is reviewing policy modifications to improve timeliness.  
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Use of Force in Crowd Management  

OIG has worked in collaboration with SPD to improve SPD response to mass demonstration and crowd 

management. One area of collaboration was development of a means to handle force reporting and 

review in mass use of force situations, as occurred in the summer of 2020. In December 2023, SPD 

submitted an alternative reporting process for emergency situations involving mass use of force 

reporting and review.35 This process follows best practices and was reviewed by OIG prior to submission. 

Additionally, OIG will conduct a review of the Police Outreach and Engagement Team (POET).36  

SPD Response to SER Crowd Management Recommendations 
The Sentinel Event Review (SER) Panel issued 140 recommendations to SPD across the four Waves of 

protest review. Recommendations fell into seven categories: accountability, communication, crowd 

management, procedures, situational awareness, training, and use of force/crowd control. Though 36 of 

the recommendations were specific to crowd management, the theme carried through in 

recommendations from each of the other categories.  

SPD accepted 32 of the 36 crowd management recommendations, marking 20 as accepted and 

complete, seven as accepted and ongoing, three as accepted but deferred to other departments, one as 

accepted in part, and one as accepted. Four crowd management recommendations were not accepted 

and deferred by SPD to other departments.  

The SER recommendations suggest a necessary shift in SPD strategy from a “crowd 

management/control” approach to one centering the facilitation of peaceful assembly. Broadly, the 

recommendations highlighted the need for increased situational awareness, both by the department 

and officers on-scene. Specifically, recommendations centered on the need for SPD to prioritize 

communication, tactics to limit force, and community legitimacy.   

Communication 
Communication recommendations focused on improving SPD’s capability to inform and communicate 

with demonstrators during group events, and on improving internal channels of communication to allow 

efficient and collaborative decision-making amongst command and with officers.  

External communication recommendations pointed to the use of new or improved communication 

technologies, and to the need for alternative methods for real-time engagement with protestors. SPD 

addressed external communications with the introduction of a new technology, the long-range acoustical 

device (LRAD), and the establishment of the POET. The LRAD is now used as a loudspeaker to ensure 

clear and audible communications during largescale events. In his response to Wave 1 

recommendations, Chief Diaz stated the LRAD has “proven effective in ensuring that all members of a 

crowd are able to clearly hear information and directions presented.”  

SPD implemented the POET program in response to recommendations across the four waves suggesting 

the need for officers to better communicate with crowd members and to inform other officers on-scene 

 
35 SPD is currently reporting no uses of force in crowd management settings between 2021 and 2023. As SPD does 
not report uses of force in crowd management as separate from other uses of force, OIG is unable to validate that 
information at this time. OIG will continue to track SPD response to demonstrations.  
36 See: SPD Response to SER Crowd Management Recommendations. 
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of the feasibility of crowd compliance with various commands. The program, which SPD initiated in 2020, 

is based in principles of crowd psychology and supports engagement with community before, during, 

and after crowd events. POET officers wear special, more “dressed down” uniforms and are strategically 

stationed among protestors to facilitate communication between crowd organizers and members, 

operational commanders, and frontline officers. SPD notes, “the success of this approach can be argued 

from the fact that, since this unit was stood up, it has deployed to approximately 20 large scale city-wide 

events, all of which have proceeded without incident.”   

Panelists recommended SPD improve internal channels of communication to increase efficient, timely, 

and collaborative decision making amongst command, with officers, and with City partners. SPD 

accepted this recommendation as written in the Wave 3 Report and categorizes its response as ongoing. 

Within recommendations related to internal communications, panelists specifically suggested a circular 

organization chart to improve internal communications and decision-making processes. SPD accepted 

the recommendation and has incorporated a circular organization chart. In Wave 1, panelists 

recommended the establishment of an Incident Command post and communication lines to officers to 

provide real-time updates about the event. This recommendation was accepted by SPD. Wave 3 

recommendations included the implementation of processes to ensure SPD and Seattle Fire Department 

(SFD) operational staff have real-time, direct lines of communication during emergencies. 

Recommendations for direct communication between SPD and SFD are marked as “under consideration” 

by SPD.  

Tactics 
Recommendations across the four waves directed SPD to review and clarify policies for crowd control 

tactics. SPD accepted six tactical recommendations, including evaluating the use of bicycle tactics and 

armored vehicles during crowd events, ensuring access to adequate supplies of OC spray to minimize the 

need for CS gas, and reviewing policy and training for all less-lethal munitions in crowd management 

situations. SPD marked three recommendations related to defining and reporting bicycle tactics and 

reviewing the use of batons to facilitate crowd management as “under consideration.” 

SPD declined two Wave 1 recommendations related to tactics: 1) limit arrests during protests targeted at 

the police to individuals committing immediate or imminent harm to people or property, and do not 

arrest individuals for offenses committed at an earlier time unless they can be accomplished in a way 

that will not escalate emotions in the crowd; and 2) train bicycle officers not to arrest individuals for 

passive resistance techniques unless they determine the acts are clear, deliberate, and intended to 

substantially interfere with the ability of officers to perform immediate public safety responsibilities. 

Both recommendations aimed to increase SPD’s focus on community legitimacy by isolating individuals 

engaging in criminal or harmful activities rather than dispersing or employing wholesale uses of force 

against the larger crowd. Panelists offered additional recommendations in this area, as described in the 

next section.  

Community Legitimacy 
For panelists, SPD’s response to the 2020 protests indicated a significant gap between structural and 

perceived legitimacy wherein SPD emphasized “instrumental compliance” (the use of tools to force 

compliance) over “normative compliance” (crowd agreement with legitimate SPD directives). 

Recommendations in this area include broad suggestions aimed at shifting SPD perspectives and 

priorities, as well as specific recommendations to facilitate that shift.  
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Two recommendations aimed to encourage normative compliance by centering procedural justice in 

crowd management strategies. In Wave 1, panelists recommended that SPD focus more explicitly and 

comprehensively on the facilitation of peaceful assembly and ensuring the safety of protestors, noting 

SPD’s focus should move away from crowd control to the facilitation of free speech and crowd safety. 

SPD marked this recommendation as “accepted and complete.” In Wave 2, panelists recommended SPD 

embrace and maintain principles of procedural justice in communications and tactics relative to the 

facilitation of crowd events. SPD marked this recommendation as “accepted and complete.”  

Panelists highlighted the need for SPD to change its mindset when responding to protests, particularly 

where police themselves are the focus, by minimizing the belief within SPD that protesters work as a 

unified, oppositional group, rather than a diverse population of individuals with a diverse set of reasons 

for attending a protest. To support this change, panelists recommended SPD provide clear guidance for 

officers on when to disperse an entire crowd and when to arrest and remove individuals while allowing 

the rest of the event to continue undisturbed. SPD accepted these recommendations, and its updated 

crowd management policy includes guidance on crowd dispersal versus removal of individuals engaging 

in property crimes or activities that may cause danger to the public or officers.  

SPD has implemented two programs to encourage perceptions of police legitimacy through improved 

interactions between officers and community. The Outward Mindset program, initiated in 2020, teaches 

officers and command staff to consider the unique needs, challenges, and goals of every community 

interaction, and to employ tactics that support more equitable interactions with community members 

and others in the department. The Before the Badge program, launched in 2022, addresses themes of 

community legitimacy and the role of police in public safety. Each module of the program is designed to 

provide pre-academy recruits with foundational knowledge, skills, and relationships to succeed as 

partners in the community and leaders in the department. The Community Centered Dialogue and 

Learning module, based in principles of relational policing, teaches recruits to prioritize transparency, 

honesty, and trust building in interactions with community. The Public Safety 360 module provides new 

officers with a basic understanding of the role of police in a holistic, community-centric model of public 

safety. 

Next Steps  
OIG will continue to utilize qualitative and quantitative methods for ongoing assessment of SPD’s efforts 

to ensure constitutional and lawful policing which promote public trust and officer safety.  In order to 

continue to provide timely and consistent feedback to SPD regarding force investigation and review, OIG 

will attend FRB meetings and meet with SPD leadership regularly to share observations. These meetings 

will also provide an opportunity for OIG, with input from SPD, to identify additional areas of review. The 

feedback will be summarized and provided to SPD in periodic formalized reports and as well as a yearly 

summary in the OIG annual report. OIG will complete additional qualitative assessments of SPD 

processes. Additionally, OIG will continue to work in collaboration with SPD to advance the SER 

recommendations and to ensure SPD crowd management policies and training are adhering to best 

practices and continue to increase SPD legitimacy and community trust. This will include a review of 

SPD’s dialogue policing unit, POET and working with SPD and international experts to build a robust 

crowd management plan for the 2026 World Cup.  
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Appendix A 

Below is the Use of Force Workflow Process which includes a descriptive “map” of SPD force 

investigation and review process. 
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Appendix B 

FRB Process Assessment Tool 

Facilitation 

Protocol assessment:  

➢ Did facilitator follow FRB protocol?  

o Considerations: 

▪ Facilitator starts the FRB by framing values and expectations, as well as by 

stating parameters for engagement for the discussions 

▪ Facilitator requests input from OIG/OPA for each case 

▪ Facilitator redirects board members if/when they deviate from stated 

parameters/framework for engagement 

▪ Facilitator appropriately explores all necessary aspects of case (i.e., de-

escalation) [If no, which items missed?] 

Discussion facilitation assessment:  

➢ Did facilitator supervise discussion appropriately?  

o Considerations: 

▪ Facilitator asks leading or anchoring questions vs using open-ended questions to 

allow FRB members to raise and explore issues 

▪ Facilitator allows Board members to extrapolate, assume, or guess information 

not provided in reports; and were Board members redirected back to the stated 

parameters/framework for engagement for the discussions? (i.e., officer thought 

processes, COC review, non-verbal communications.)  

▪ Facilitator identifies bias in discussion and addresses appropriately 

➢ Overall quality of facilitation:   

➢ Possible improvements to future facilitation:  

Crisis Elements 

General: 

➢ Overall quality of discussion: Thorough and sufficient to identify possible deficiencies? 

o Considerations: 

▪ Officer knowledge of crisis history discussed 

▪ Relevance of crisis history considered 

➢ Possible improvements to future crisis discussions:  

Presenter: 

➢ Presentation included discussion of crisis information: 

o Considerations: 

▪ Identification of subject crisis history in initial incident summary  

▪ Officers modulated plan in response to known crisis history or on-viewed signs of 

crisis?  

▪ Crisis Response Team (CRT) officers responded to call? 

➢ Overall quality of presenter discussion of crisis elements:  

➢ Possible improvements to future presentation of crisis elements:  
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Board: 

➢ Board members engaged in thorough discussion of crisis elements and response tactics: 

o Considerations: 

▪ Did Board identify and discuss opportunities to modulate tactics based on known 

crisis history or emerging signs of crisis?  

▪ Did Board identify and discuss how modified tactics could impact outcome of 

incident?  

➢ Overall quality of Board discussion of crisis elements:  

➢ Possible improvements to future Board discussion of crisis elements:  

Crisis Response Unit Discussion: 

➢ Appropriate consideration of crisis information: 

o Considerations: 

▪ Did CRT officer identify subject crisis history?   

▪ Did CRT officer describe how crisis diagnosis (history and/or emerging elements) 

impact interaction with officers?  

▪ Did CRT officer engage in inappropriate speculation about impact of subject’s 

demeanor or potential crisis condition on situation/SPD tactics? 

➢ Appropriate discussion of tactics:  

o Considerations: 

▪ Did CRT officer discuss if/how officers modulated tactics based on known crisis 

history or emerging signs of crisis?  

▪ Did CRT officer discuss how officers could better modulate tactics in future 

incidents?  

➢ Overall quality of CRT officer discussion of crisis elements:   

➢ Possible improvements to future CRT input on crisis elements:  

Meeting Structure & Discussion 

➢ Facilitator and Board members adherence to FRB guidelines: 

o Considerations: 

▪ Did Board members attempt to extrapolate or guess information not provided in 

reports? (i.e., mindset of officers)  

▪ Did Board members allow facilitator to fully ask questions before answering?  

➢ Thorough consideration and discussion of all opinions and critiques:  

o Considerations: 

▪ Atmosphere where minority opinions can be shared and discussed? 

▪ Hospitable environment where board members feel free to share critiques / 

engage in critical thinking not shared by majority?   

➢ Overall quality of meeting and discussion:   

➢ Possible improvements for future meetings: 

Referral Process 

➢ Did Board appropriately identify issues to refer to COC?  

➢ Did Board appropriately identify issues to refer to OPA?  

➢ Did facilitator identify appropriate process for referral?  
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FRB Content Assessment Tool  

Tactics Assessment 

1. Special weapons and tactics (SWAT)/Hostage Negotiation Team (HNT) Involvement: 

a. Proper identification of need for SWAT? 

b. Is negotiation appropriate and feasible?  

i. If so, was discussion thorough? 

c. Discussion of SWAT criteria and appropriateness of response? 

d. Discussion of SWAT tactics and decision-making? 

2. Tactics Assessment: 

a. Were there sufficient personnel on scene?  

b. Was a supervisor on scene, if appropriate? 

c. Proper discussion of response?  

d. Did someone assume control or leadership of the incident?  

e. Did responding officers discuss approaches or use time to plan? 

i. Was the plan adequate and given proper time? 

f. Were sufficient less lethal tools available? 

g. Proper communication between responding officers? 

3. Use of Force Assessment: 

a. Force properly classified?  

ii. Corrections made, if necessary?  

b. Feedback provided appropriately? 

c. Adequate discussion of appropriateness of tools/weapons?  

d. Thorough discussion of if the officer’s force consistent with SPD policy? 

e. Deficiencies in UoF identified?  

f. Issues with UoF properly referred to OPA, COC, Training? 

Case Assessment 

4. Call Center Communications: 

a. Information properly obtained and conveyed to responding officers? (Weapons 

present/mental health information, etc.) 

b. Discussion of response times and proper referral or feedback provided to 

Communications, if appropriate? 

c. Any gaps related to call taking, dispatch, or sufficiency of information identified and 

referred? 

5. De-Escalation: 

d. Were opportunities to de-escalate properly identified? 

a. Was scene management adequately addressed? 

i. Were there enough resources on the scene?  

ii. Was time used properly? 

iii. Was shielding used if necessary? 

b. Was CIT trained communication used with the subject? 

iv. Were CIT skills used effectively? 

v.  If not, were alternative ways explored? 

c. Proper identification of deficiency/policy violation?  

vi. Issues properly referred to OPA, COC, Training? 
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6. Mental Health/Crisis Issues: 

a. Appropriate identification of mental health factors?  

a. Crisis template completed if appropriate? 

b. Relevance to situation identified/discussed? 

c. Involvement of CIT officers?  

vii. Were CIT skills used effectively?  

viii. Could feedback or training increase effectiveness of CIT response? 

d. Was communication effective/were alternatives used to establish 

communication/rapport? 

e. Were other crisis resources explored to resolve the situation? 

7. Officer Wellness: 

a. Officer injuries are noted and discussed to ensure proper treatment was provided? 

b. Ways to avoid injury in future are discussed with any feedback provided to 

Training/COC/Policy? If needed, was the issue forwarded to the department’s Safety 

Officer? 

c. EIS and overall wellbeing are discussed, if appropriate? 

8. Co-Response with SFD: 

a. Issues with dispatch or staging identified and discussed? 

b. Feedback or issues provided to SFD? 

c. If needed, was a unified command established? 

Investigation Assessment 

1. Presentation of Case: 

a. Relevant facts provided? 

b. Case presented objectively/without opinion? 

c. Sufficient presentation of relevant Body Worn Video (BWV)? 

d. Board members properly prepared to discuss and have opportunity to discuss facts to 

ensure shared understanding of the case? 

2. Underlying Investigation: 

a. Complete? 

i. Is the Use of Force investigation by COC thorough and complete? 

1. If not, what were noted deficiencies? 

ii. If applicable: 

1. Is the Use of Force investigation by FIT thorough and complete? 

a. If not, what were noted deficiencies? 

2. Is the criminal investigation of the subject by COC complete? 

a. If not, what were noted deficiencies? 

3. Is the criminal investigation of the subject by FIT complete? 

a. If not, what were noted deficiencies? 

b. Were gaps properly identified by board? 

c. Discussion of necessary/desirable feedback to FIT/COC regarding material deficiencies. 

d. BWV and In-car Video (ICV) available?  

i. Any malfunction of equipment or unavailability of video is identified, discussed, 

and addressed? 
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e. Proper discussion of legal bases for contacts, stops, detentions, arrests, other types of 

custody, and use of force, as appropriate? 

3. Chain of Command Review: 

a. Did the COC identify training deficiencies appropriately?  

i. Was corrective training provided by the appropriate entity?  

ii. Was the training properly documented? 

b. Did the COC identify equipment, training, policy, and supervision deficiencies 

appropriately? 

i. Were the deficiencies addressed properly?  

ii. Were the deficiencies documented properly? 

c. Did the COC identify deficiencies in policy? (i.e., BWV review) 

4. Were the Typical Patrol Use of Force guidelines followed adequately?  

OPA Referrals  

5. OPA Referral: 

a. Case referred to OPA? 

b. OPA investigation initiated? (OIG Follow-up) 

c. OPA allegation sustained? (OIG Follow-up) 
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Appendix C 

OIG interviewed various FRB Stakeholders. Given the different roles and responsibilities of these 

individuals, OIG developed role-specific interview protocols to explore the different perspectives.  

Interview Protocol: FRB Leadership  
Opening Script 

Thank you for taking the time to speak with us today. By way of background, OIG is working on an 

assessment of the FRB process as part of our overall assessment of SPD use of force. As part of the FRB 

assessment, we are speaking with various SPD stakeholders about their experience with the FRB. Your 

responses are important for helping improve the FRB process, and, ultimately, use of force practices. 

This interview will last about one hour. Although we will be taking notes, your responses will not be 

quoted, and our conclusions will only be shared with stakeholders in the aggregate.   

Do you have any questions before we begin? 

Background/Warm-up 

1. How long have you been involved with the FRB?  

2. What roles have you had with the FRB? 

3. How long have you been in this current role? 

Changes in FRB 

4. How often do you attend FRB meetings?  

a. When did you last attend a meeting? 

5. How has the FRB changed since you became involved?  

6. Has the process for FRB actions (i.e. recommendations regarding policy, equipment and training 

issues) changed? 

a. If yes, how has it changed? 

7. What are your criteria for selecting FRB members (beyond the policy that requires 

representatives from certain sections, e.g. one from the Training Section, three from Patrol 

Operations Bureau, etc.)? 

a. What are important qualities in selecting a board member? 

8. What is the process for determining which FRB members will staff an FRB meeting? 

a. What are the considerations in selecting which Board members will staff an FRB meeting 

(other than meeting the requisites in policy)?  

b. Who makes those selections? 

9. What is the process for determining who facilitates an FRB meeting?  

Meeting Preparation 

10. What are your expectations for facilitator preparation for FRB meetings and how do you 

communicate those expectations? 

11. What are your expectations for board member preparation for FRB meetings and how do you 

communicate those expectations? 
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Quality of FRB Facilitation and Discussion 

12. What are important qualities for effective facilitation? 

13. If you’ve observed different facilitation styles, please tell me about ones you’ve found to be 

effective or less effective? (e.g. in terms of types of questions the facilitator asks, facilitation 

style, etc.)?  

14. What is currently working well in the facilitation of FRB meetings? 

15. Are there any improvements you think could be made in the facilitation of FRB meetings?  

16. Do you think facilitation has an impact on the quality of discussion? 

17. Have you observed variations in the level or robustness of the discussion? 

18. How well do you think the following issues are discussed by the board? 

a. Investigation  

b. COC review  

c. Tactics 

d. De-escalation  

e. Crisis 

i. Is the crisis information provided helpful in the discussion? 

1. Would other types of information around crisis help the board make 

determinations or provide more clarity? 

2. Would more information help to facilitate a thorough discussion of crisis 

issues? 

19. Are there any improvements or changes you would like to see in FRB discussions?  

FRB actions 

20. Do you feel FRB Actions have impacted use of force policy or practices? 

21. How do you determine which FRB Actions to forward? 

22. Do you feel there is appropriate follow through on implementation of FRB Actions by bureau 

chiefs and sections? 

a. If not, what changes or improvements would you like to see? 

OPA 

23. How do the limits on cases under OPA investigation impact FRB discussion?  

24. Would you like to see the outcome of the underlying OPA investigation reflected in FRB 

materials? 

Closing 

25. Is there anything else you’d like to add? 

26. Do you have any questions for me? 

This concludes our interview. Thank you for your time. 
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Interview Protocol: Board Chair/Facilitators  
Opening Script 

Thank you for taking the time to speak with us today. By way of background, OIG is working on an 

assessment of the FRB process as part of our overall assessment of SPD use of force. As part of the FRB 

assessment, we are speaking with various SPD stakeholders about their experience with the FRB. Your 

responses are important for helping improve the FRB process, and, ultimately, use of force practices. 

This interview will last about one hour. Although we will be taking notes, your responses will not be 

quoted, and our conclusions will only be shared with stakeholders in the aggregate.   

Do you have any questions before we begin? 

Background/Warm-up  

1. What is your rank/title? 

2. How long have you served (did you serve) as an FRB facilitator?  

3. Were you ever a board member? 

a. If yes, during what time period? 

FRB process and Respondent’s Role  

4. If you were to explain the FRB to someone who didn’t know anything about it, how would you 

explain what it is and how it works?  

5. How would you explain the goals of the FRB? 

6. How would you describe your role and responsibilities as facilitator?  

7. What are important qualities for an effective facilitator? 

 Changes in FRB 

8.  Have you noticed changes or differences in the board process or discussions during your 

tenure? 

Current Organizational Structure and Membership 

9. What is the criteria for selecting FRB members (beyond the policy that requires representatives 

from certain sections, e.g. one from the Training Section, three from Patrol Operations Bureau, 

etc.)? 

a. What are important qualities in selecting a board member? 

10. What is the process for determining which FRB members will staff an FRB meeting? 

b. What are the considerations in selecting which Board members will staff an FRB meeting 

(other than meeting the requisites in policy)?  

c. Who makes those selections? 

11. What is the process for determining who facilitates an FRB meeting? 

Process and Procedures 

12. Meeting preparation 

a. Can you please describe your process to prepare for FRB? 

b. Do you generate discussion questions in advance?  

i. How do you encourage discussion? 
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c. Is there anything that can be improved regarding the information you receive to prepare 

for the FRB? 

13. Training 

a. What training did you receive regarding FRB facilitation?  

b. Did this training occur before you facilitated a board meeting?  

c. What did you think was effective about the training? 

d. Are there any changes you would make to the training? 

e. Are there any areas where you would like more guidance or training? 

14. OPA 

a. How do the limits on cases under OPA investigation impact FRB discussion?  

b. Are there any ways to adjust the way FRB reviews and OPA investigations are sequenced 

that would improve the FRB discussion? 

Quality of FRB 

15.  What responsibility does the facilitator have to encourage thoughtful discussion? 

16. Are there any resources, information, or formal training that could improve board members’ 

preparation for board meetings? 

17. How well do you think the following issues are discussed by the board? 

a. Investigation  

b. COC review  

c. Tactics 

d. De-escalation  

e. Crisis 

i. Is the crisis information provided helpful in the discussion? Expand on yes/no. 

1. Would other types of information around crisis help the board make 

determinations or provide more clarity? 

2. Would more information help to facilitate a thorough discussion of crisis 

issues? 

18. Are there any improvements or changes you would like to see in FRB discussions?  

Effectiveness of FRB 

19. According to SPD policy, the goal of the FRB is continual improvement of use of force practices. 

As the board is currently structured, do you think it achieves this? 

a. Can you please explain your answer providing examples if appropriate?  

20.  Are you aware of any changes to policies, practices, or procedures resulting from FRB Actions?  

Closing 

1. Is there anything else you’d like to add? 

2. Do you have any questions for me? 

This concludes our interview. Thank you for your time. 
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Interview Protocol: FRU Sergeant 

Opening Script 

Thank you for taking the time to speak with us today. By way of background, OIG is working on an 

assessment of the FRB process as part of our overall assessment of SPD use of force. As part of the FRB 

assessment, we are speaking with various SPD stakeholders about their experience with the FRB. Your 

responses are important for helping improve the FRB process, and, ultimately, use of force practices. 

This interview will last about one hour. Although we will be taking notes, your responses will not be 

quoted, and our conclusions will only be shared with stakeholders in the aggregate.   

Do you have any questions before we begin? 

Background/Warm-up  

1. What is your rank/title?  

2. Can you describe your role and responsibilities within the FRU and specifically at FRB meetings? 

3. How long have you served in this capacity?  

4. How often do you attend FRB meetings? 

FRB process and the Respondent’s Role 

5. If you were to explain the FRB to someone who didn’t know anything about it, how would you 

explain what it is and how it works?  

6. How would you explain the goals of the FRB? 

7. How are cases selected for board review?  

a. Which are sent automatically?  

b. When there is only a sample of certain cases reviewed, how is that sample chosen? 

8. What are the criteria for selecting FRB members (beyond the policy that requires representatives 

from certain sections, e.g. one from the Training Section, three from Patrol Operations Bureau, 

etc.)? 

a. What are important qualities in selecting a board member? 

9. What is the process for determining which FRB members will staff an FRB meeting? 

a. What are the considerations in selecting which Board members will staff an FRB meeting 

(other than meeting the requisites in policy)?  

b. Who makes those selections? 

10. What is the process for determining who will present a case? 

Training 

11. What training do board members receive? 

Changes in FRB 

12. Have you noticed changes or differences in the board process or discussions during your time on 

the FRB?  

13. How many Board Chair/facilitators have you experienced?  

a. Do you know the process for deciding who will facilitate a board? (Assistant Chief vs. 

Captain vs. Lieutenant) 

b. Has the facilitation changed during your time (i.e. in terms of types of questions the 

facilitator has asked, facilitation style, etc.)?  
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i. If yes, how has it changed? 

ii. What do you like about these changes? 

iii. What don’t you like about these changes? 

Quality of FRB  

14. What are important qualities for being an effective Board Chair/facilitator for the FRB? 

15. In your experience, how has facilitation impacted FRB discussion? 

a. Can you provide examples of positive and negative impacts of facilitation? 

16. How well do you think the following issues are discussed by the board? 

a. Investigation  

b. COC review  

c. Tactics 

d. De-escalation  

e. Crisis 

i. Is the crisis information provided helpful in the discussion? 

1. Would other types of information around crisis help the board make 

determinations or provide more clarity? 

2. Would more information help to facilitate a thorough discussion of crisis 

issues? 

17. Are there any improvements or changes you would like to see in FRB discussions?  

FRB actions  

18. Has the process for FRB Actions changed during your time in FRU? 

a. If yes, how has it changed? 

19. What can you tell us about the process for FRB findings and FRB actions? 

20. Can you provide any examples of how FRB actions have been implemented? 

Effectiveness of FRB 

21. According to SPD policy, the goal of the FRB is continual improvement of use of force practices. 

As the board is currently structured, do you think it achieves this? 

a. Can you please explain your answer providing examples if appropriate? 

Closing 

12. Is there anything else you’d like to add? 

13. Do you have any questions for me? 

This concludes our interview. Thank you for your time. 
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Interview Protocol: FIT Captain  
Opening Script 

Thank you for taking the time to speak with us today. By way of background, OIG is working on an 

assessment of the FRB process as part of our overall assessment of SPD use of force. As part of the FRB 

assessment, we are speaking with various SPD stakeholders about their experience with the FRB. Your 

responses are important for helping improve the FRB process, and, ultimately, use of force practices. 

This interview will last about one hour. Although we will be taking notes, your responses will not be 

quoted, and our conclusions will only be shared with stakeholders in the aggregate.   

Do you have any questions before we begin? 

Background/Warm-up 

1. What is your rank/title? 

2. How long have you been in this role?  

3. Can you share with us your background and other roles you’ve held within the department? 

4. Have you served in any other roles related to the FRB? 

History of FRU/FIT Relationship 

5. When did FIT begin participating in FRB?  

6. Has the way FIT participates changed at all? 

7. How do you view the relationship between FIT and FRU?  

8. How would you describe FIT’s contribution to FRB?  

9. Can you explain how FIT enhances FRB?  

FRB process and Respondent’s Role  

10. If you were to explain the FRB to someone who didn’t know anything about it, how would you 

explain what it is and how it works?  

11. How would you explain the goals of the FRB? 

12. How would you describe your role and responsibilities as FIT Captain at FRB meetings?  

Process and Procedures 

13. Can you please describe your process to prepare for an FRB meeting? 

Effectiveness of FRB 

14. According to SPD policy, the goal of the FRB is continual improvement of use of force practices. 

As the board is currently structured, do you think it achieves this? 

a. Can you please explain your answer providing examples if appropriate?  

15.  Are you aware of any changes to policies, practices, or procedures resulting from FRB actions on 

FIT cases? 

a.  What about any FRB actions coming from other types of cases the board reviews? 

Closing 

16. Is there anything else you’d like to add? 

17. Do you have any questions for me? 
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This concludes our interview. Thank you for your time. 
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Interview Protocol: Board Members 

Opening Script 

Thank you for taking the time to speak with us today. By way of background, OIG is working on an 

assessment of the FRB process as part of our overall assessment of SPD use of force. As part of the FRB 

assessment, we are speaking with various SPD stakeholders about their experience with the FRB. Your 

responses are important for helping improve the FRB process, and, ultimately, use of force practices. 

This interview will last about one hour. Although we will be taking notes, your responses will not be 

quoted, and our conclusions will only be shared with stakeholders in the aggregate.   

Do you have any questions before we begin? 

Background/Warm-up  

1. What is your rank/title? 

2. Can you share with us your background and other roles you’ve held within the department? 

3. How long have you served on the FRB?  

4. How often do you attend as a board member? 

5. Which entity do you represent as Board member (Training, Patrol, Audit, Policy and Research)? 

FRB process and the Respondent’s Role 

6. If you were to explain the FRB to someone who didn’t know anything about it, how would you 

explain what it is and how it works?  

7. How would you explain the goals of the FRB? 

8. How would you describe your role and responsibilities as a board member?  

9. What are important qualities for an effective board member? 

Changes in FRB 

10. Have you noticed changes or differences in the board process or discussions during your time on 

the FRB?  

11. How many board chairs/facilitators have you experienced?  

a. Has the facilitation changed during your time as a board member (i.e. in terms of types 

of questions the facilitator has asked, facilitation style, etc.)?  

i. If yes, how has it changed? 

ii. What do you like about these changes? 

iii. What don’t you like about these changes? 

Process and Procedures 

12. Meeting preparation 

a. Can you please describe your process to prepare for FRB? 

b. Is there anything that can be improved regarding the information you receive to prepare 

for the FRB? 

c. Are there any ways that leadership can better prepare you and other board members for 

participation in FRB meetings? 

13. Training 

a. What training did you receive for your role as a board member? 

b. Did this training occur before you served on the board? 
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c. How did this training prepare you for the role? 

d. What did you think was effective about this training? 

e. Are there any changes you would make to the training? 

f. Are there any areas you would like more guidance or training on, either for yourself or 

your fellow board members? 

14. FRB actions  

a. Has the process for FRB Actions changed since you started as a Board member? 

i. If yes, how has it changed? 

b. What factors or considerations impact your decision to recommend/suggest an FRB 

Action to the rest of the Board?  

i. Can you walk us through your decision-making process? 

c. According to policy, the FRB “will identify instances, trends, or patterns of deficiencies 

regarding policy, training, equipment or tactics.”  

i. How do you determine whether something rises to the level of a “pattern” or 

“trend?” 

ii. Can you share an example of when this occurred? 

d. Have you ever received follow-up from FRB leadership and/or facilitators about 

implementation of FRB Actions? 

i. Can you share an example of when this occurred? 

15. OPA 

a. How do the limits on cases under OPA investigation impact FRB discussion?  

b. Would you like to see the outcome of the underlying OPA investigation reflected in FRB 

materials? 

Quality of FRB  

16. What are important qualities for being an effective facilitator for the FRB? 

17. In your experience, how has facilitation impacted FRB discussion? 

a. Can you provide examples of positive and negative impacts of facilitation? 

18. How well do you think the following issues are discussed by the board? 

a. Investigation  

b. COC review  

c. Tactics 

d. De-escalation  

e. Crisis 

i. Is the crisis information provided helpful in the discussion? 

1. Would other types of information around crisis help the board make 

determinations or provide more clarity? 

2. Would more information help to facilitate a thorough discussion of crisis 

issues? 

19. Are there any improvements or changes you would like to see in FRB discussions?  

Effectiveness of FRB 

20. According to SPD policy, the goal of the FRB is continual improvement of use of force practices. 

As the board is currently structured, do you think it achieves this? 
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a. Can you please explain your answer providing examples if appropriate? 

Closing 

21. Is there anything else you’d like to add? 

22. Do you have any questions for me? 

This concludes our interview. Thank you for your time. 
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FRB Interview Protocol: Crisis Officer  
Opening Script 

Thank you for taking the time to speak with us today. By way of background, OIG is working on an 

assessment of the FRB process as part of our overall assessment of SPD use of force. As part of the FRB 

assessment, we are speaking with various SPD stakeholders about their experience with the FRB. Your 

responses are important for helping improve the FRB process, and, ultimately, use of force practices. 

This interview will last about one hour. Although we will be taking notes, your responses will not be 

quoted, and our conclusions will only be shared with stakeholders in the aggregate.   

Do you have any questions before we begin? 

Background/Warm-up   

1. What is your rank/title?  
2. Can you share with us your background and the other roles you’ve held within the department? 
3. How long have you served on the FRB as a CRU representative?  
4. Have you ever served in any other capacity on the FRB? 
5. How often do you attend FRB meetings? 

FRB process and the Respondent’s Role  

6. How would you describe your role and responsibilities as a CRU representative on the FRB to 
someone who is new to the FRB?  

7. How would you describe the purpose of the crisis discussion for a new FRB member?  

Process and Procedures  

8. Can you please describe your process to prepare for FRB? 
a. Is there anything that can be improved regarding the information you receive to prepare 

for the crisis discussion in FRB meetings?    

Impact of Crisis Discussion and FRB  

9. What impact has the crisis component made to the overall FRB process?  
10. Do you have any suggested improvements for these areas: 

a. The crisis component of the FRB? 
b. The board members’ discussion of crisis?  

11. Do you have any suggested improvements for the FRB overall?  

Effectiveness of FRB 

14. According to SPD policy, the goal of the FRB is continual improvement of use of force practices. 

As the board is currently structured, do you think it achieves this? 

a. Can you please explain your answer providing examples if appropriate?  

15.  Are you aware of any changes to policies, practices, or procedures resulting from FRB actions? 

Closing 

12. Is there anything else you’d like me to add? 

13. Do you have any questions for me? 

This concludes our interview. Thank you for your time.
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Appendix D 

Acronyms, initialisms, and abbreviations: 

AC: Assistant Chief 

APRS: Audit, Policy, and Research Section 

BWV: Body-Worn Video  

CIT: Crisis Intervention Team  

COC: Chain of Command  

CRT: Crisis Response Team   

CRU: Crisis Response Unit 

FIT: Force Investigation Team   

FRB: Force Review Board  

FRU: Force Review Unit  

HNT: Hostage Negotiation Team 

ICV: In-Car Video  

LRAD: Long-range acoustical device 

Monitor: Seattle Police Monitor 

OIG: Office of Inspector General   

OIS: Officer Involved in Shootings   

OPA: Office of Police Accountability  

PAS: Performance Appraisal System 

POET: Public Outreach and Engagement Team 

SER: Sentinel Event Review 

SFD: Seattle Fire Department 

SPD: Seattle Police Department  

SWAT: Special Weapons and Tactics 

UoF: Use of Force 
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I. Introduction 
 
Under the Court’s September 7, 2023, Order Granting in Part and Denying in Part the Parties’ Joint 
Motion to Approve Proposed Agreement on Sustained Compliance (Order), the Seattle Police 
Department has the following obligation: To ensure that the progress documented in previous 
assessments is sustained, SPD shall update outcome measures regarding the use of force (including 
crowd management); crisis intervention; stops and detentions; bias-free policing; and supervision 
(including the Early Intervention System, now known as the Equity, Accountability & Quality 
System).1 OIG shall review SPD’s reporting and data analysis for accuracy. The City shall file these 
outcome measures with the court by February 29, 2024.  
 
Primarily, SPD understands that the purpose of this filing is to bridge data presented by the 
Monitoring Team in the 2022 Seattle Police Monitor Comprehensive Assessment (2022 Monitor 
Assessment), which used data through either 2020 or 2021 depending on the area of analysis, to 
ensure that the Court and our stakeholders have a complete summary of outcomes through the end 
of 2023. However, to level set, SPD did not undertake a qualitative assessment of the areas in this 
report, which is a body of work assumed by the Office of the Inspector General. As such, the 
presentation here is primarily quantitative. Secondarily, SPD views this submission as an opportunity 
to reflect on the accompanying Use of Force Assessment by the Office of the Inspector General and 
to update the Court on several of SPD’s innovations. 
 
SPD appreciates the on-going collaboration with the OIG and its professional staff. While there are 
(and should be) professional tensions between the OIG in its oversight capacity and the department, 
the two entities work well together in a setting of mutual respect with the shared goal of 
improvement at SPD and for public safety in Seattle. 
 

II. Use of Force 
 

A. Overall 
 
In response to the same September 7, 2023, Order, the Office of the Inspector General has 
completed its first assessment of SPD’s use of force, which provides analysis for 2021-2023. 
Intentionally, the OIG report overlaps with the 2022 Monitor Assessment to replicate the prior 
analysis and bring the data and analysis on UOF current. This assessment utilized data “reported” by 
SPD because the OIG has direct, unfettered access to SPD’s Data Analytics Platform (DAP), which the 
OIG can validate. These data have been discussed between SPD and OIG and ultimately, rather than 
reproducing the data on UOF in a separate report, SPD mostly defers to the OIG report as satisfying 
its obligation under the Order. 

 

1 This appears to be a scrivener’s error. EAQ is a program to measure and assess equity and customer satisfaction in the 
delivery of police services; the earlier EIS is being replaced by the Proactive Integrated Support Model (PrISM), discussed 
later in this memorandum.   
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As shown in the OIG’s report, use of force rates remain continually low; sustained misconduct 
complaints involving force are at an all-time low in the modern era of force reporting. 
 

B. “Unknown Race” 
 
The OIG continued prior analysis by the Monitor into the prevalence of “unknown” race in use of 
force reports (and SPD documented “unknowns” in the other areas below). This is a concern to the 
department as our community often interprets this issue to be a resistance by officers to 
documenting the perceived race of individuals to undermine data integrity somehow or skew the 
numbers. First, there is no evidence that officers are doing any such thing, and even if they were, 
SPD converts all “unknown” classifications to Non-White for any data analysis. In other words, by 
design, SPD errs on the side of overestimating any disparity for analytic purposes.  Second, officers 
are required to enter data into multiple systems, which are inherently duplicative. IAPro is the 
primary system for use of force reporting, whereas stops, arrests, crisis, and other information is 
entered into Mark 43, SPD’s records management system. The Computer Aided Dispatch (CAD) 
system is an entirely separate system, which also holds person information entered by dispatchers. 
When there is a use of force, some information is gathered in CAD, then written in Mark 43 and IA 
Pro by officers, which can interject inconsistencies between Mark 43 and IA Pro. The data in CAD is 
unrelated and can be inconsistent. 
 
As such, to sample the “unknown” race issue in UOF reporting, SPD pulled all the instances for Type 
II UOF in 2023 where there was “unknown” race data in IA Pro and compared them against the case 
information for the same subject in Mark 43.  Of the 35 unique cases, 27 had race information in 
Mark 43.  SPD requested that Accenture do a comprehensive analysis, which found that 15.6% of 
total Use of Force for 2021-2023 cases do not have race information in either system. Based on these 
analyses, SPD concludes that this issue is most likely a data entry error and will continue to prioritize 
moving UOF reporting into Mark 43, which should significantly reduce this issue. Again, there is no 
reason to believe that officers are somehow subverting the system when they consistently enter the 
requested information into one system, but not the other. 
 
Finally, for cases investigated by the Force Investigations Team, the officer does not enter the race 
information of the subject.  That is done by FIT. During the discussions with OIG about their findings, 
SPD investigated and corrected four OIS entries that were missing race data and identified one 
subject that had been entered twice, which was also corrected. 
 

C. Use of Force in Crowd Management 
 
The OIG also did not report on the use of force in the crowd management context, so SPD briefly 
updates that topic here.   
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SPD did not use any force in crowd management in 2021, 2022, or 2023,2 despite managing hundreds 
of events on volatile topics such as the war in Ukraine, fallout from the Dobbs decision, and the Gaza 
conflict. Our work with POET and dialogue policing works well to control undesirable outcomes in 
demonstrations. 
 

III. Crisis Intervention 
 
As with the use of force, SPD defers to the accompanying OIG assessment as satisfying this 
requirement under the Order. 
 
SPD is proud that our officers continue to resolve crisis calls with minimal reliance on force.  Despite 
national narratives around police engagement with persons in crisis, SPD used force in these volatile 
situations in only 1.42% of all crisis contacts in 2022 or 2023, and importantly, there were no Type III 
uses of force.  The significance of this cannot be overstated.  As these numbers demonstrate, SPD 
officers rarely use force on persons in crisis and when they do, the force is low-level, continuing a 
trend that has lasted nearly a decade. 
 

IV. Stops and Detentions 
 
For the purposes of this filing, SPD did not conduct a review of whether the stops during this time 
period were supported by reasonable suspicion. Such an analysis requires a manual case review of a 
significant sample of cases and SPD anticipates that such review will occur when the OIG conducts 
its comprehensive assessment as set forth in the OIG workplan. However, SPD notes that all previous 
assessments found that the vast majority of stops have been fully supported by reasonable 
suspicion.3 SPD’s data shows a continuing trend of decreasing use of stops and detentions, a reality 
likely driven by decreased staffing. 
 

A. Update to Monitor’s 2022 Assessment – Overall Data 
 
The below figures and graphs are numbered consistently with the visualizations in the 2022 Monitor 
Assessment to provide an easy comparison for the Court. Note that SPD did not replicate all tables 
but rather, focused on the most probative. SPD also modified some visualizations to improve clarity. 
In compiling this information, SPD used fresh draws from the DAP, which may provide slightly 
different numbers than the Monitor’s report. This is not due to any conflict but because data is 
cleaned and updated over time to ensure accuracy as part of our data governance process. To ensure 
continuity over the years, SPD pulled data from 2015-2023. 

 

2 On February 9. 2024, SPD did utilize pepperballs for area denial; these were deployed into the ground to create a 
“pepper fence” to prevent demonstrators from advancing but were not used directly on any person. This was the first 
reportable force in crowd management since October 2020. 
 
3 10th Systemic Assessment at 3; Dkt. 116 at 27-28; Monitoring Team Systemic Assessment at 111 (finding compliance 
levels in the mid-90%). 
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Figure 31. Stops by Year, 2016-2023 

 
 
As shown in Figure 31, SPD continues to conduct objectively few investigative stops, a finding wholly 
consistent with both the current staffing challenges of the department and the fact that SPD does 
not use “stop and frisk” as a tactical approach.  Instead, Officers limit their use of investigative stops 
to those based on reasonable suspicion as they individually present in field operations. 
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Figure 32. Stops by Race, 2015-2023 

 
 
Figure 32 shows both (1) that the number of stops decreased significantly since 2020 (again 
consistent with decreased staffing) and (2)  that there is a significant curvilinear form in the White 
vs. Non-White trend line. SPD does not know what accounts for this trend, but despite the clear wave 
pattern, the percentages of White and Non-White people stopped by SPD are relatively constant. 
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Figure 33. Stops by Race, 2018-2023 

 
As shown in Figure 33, the percentage of “unknown” race for subjects stopped by officers continues 
to decrease, from almost 20% at the time of the 2022 Monitor Assessment to just over 10% at 
present. This is a meaningful decrease, and while work continues, training and continual reminders 
of the importance of capturing demographics is moving the data in the right direction. This issue will 
be reinforced in the upcoming supervisor training.  (Note: because investigative stops are captured 
within Mark 43 (records management), not IAPro (as is force reporting), the root error underlying 
gaps in this area is different from that in force reporting; again, however, because for analytic 
comparisons “unknown” is captured within “non-White,” disparities observed will reflect an 
overestimation of the actual difference.    
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Table 15. Stop Outcomes, 2016-2023 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

The outcomes captured in Table 15 do not reflect any meaningful trend changes since 2020, although 
the overall activity rate declined significantly in 2020, primarily due to staffing challenges. (Note: 
“referred to prosecution” is no longer an available data stream since 2019.4) 
 

  

 

4 This was a legacy value of case status that will remain incomplete in the RMS until the department has completed the 
integration of Investigations data into RMS, upcoming, and will also require an electronic interface between SPD, the 
City Attorney’s Office, and the King County Prosecutor’s Office.   
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Figure 38. Overlaying Percentage of Stops Resulting in Field Contact Outcomes with Percentage 
of Stopped Subjects of Unknown Race, Over Time 

 

 
 
Figure 38 updates the Monitor’s findings regarding stops of individuals of “unknown” race resulting 
solely in field contacts (i.e., no further action) after the implementation of the new records 
management system in 2019. The Monitor recommended “further inspection by SPD,” presumably 
to determine whether there was any concerning pattern within this subset of data.  As set forth in 
Table 15, the spike in field contacts overall likely reflects the change in process necessitated by the 
migration to the new RMS; for field contacts involving subjects of unknown race, the trend shows a 
return to levels observed prior to the implementation of the new RMS – a steady decrease from over 
20% in 2020 to just over 10% currently –  indicating that officers continue to refine the use of the 
records management system. While SPD will continue to emphasize in training the requirement to 
document, the fact that these trends mirror trends in “field contact” outcomes across the broader 
dataset of all stops strongly suggests that there is nothing unique to this smaller data subset.     
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Figure 40. Stop Activity and Frisk Rates by Year, 2016-2023 

 
 
As shown in Figure 40, frisk rates have increased since 2020, when last measured by the Monitoring 
Team, from 25% to almost 30%, even as the overall number of stops decreased. While SPD will 
continue to monitor this upward trend for insights, this continued trend upwards in the percentage 
of stops that included frisks may indicate that SPD’s stops are becoming more appropriately targeted 
over time. 
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Table 18. Frisk Hit Rates by Race, 2015-2023 

 
 
Figure 18 shows a Frisk Hit Rate Comparison, which collapses individual race categories into White 
and Non-White. Results of a paired sample t-test confirm – again, even erring on the side of an 
overestimation of disparity by defaulting all “unknowns” to “Non-White” – that there is no significant 
difference between the samples (two-sided p = .257).  
 
Figure 44. Frisk Hit Rate Over Time, 2016-2023 

 
 
Consistent with the 2022 Monitor Assessment, SPD’s frisk hit rates remained higher post-2019 
implementation of the new records management system. While some variation occurred as would 
be expected, the peaks to levels over 30% demonstrate improved accuracy. 
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B. Measuring Disparity – EAQ 
 
As reported in previous filings, SPD has transitioned from snapshot reporting to continuous review 
and management of measures of equity. The Propensity Score Weighted equity estimates used to 
launch the Equity pillar of the Equity, Accountability and Quality (EAQ) program (previously described 
at length) continue to run automatically, monthly and at a high resolution (each calculation occurs 
at the precinct-month level). The use of weights (as opposed to matching) allows for an accurate 
estimation of disparate outcomes (here, disparity in decision to frisk), expressed across dimensions 
designed to further enrich active management of the collateral harm associated with this police 
operation (investigative stops).  
 
Estimates of disparity depict a stable state system.5 The dashboard refreshes monthly, after all 
investigative stops from the previous month are processed for weighting. As of the drafting of this 
filing, January 2024 disparity (12.36) was observed to be higher than the calendar year 2023 (9.16), 
and the average, but not significantly so (mean = 9.16, min = 4.19, max = 15.35, symmetrical). 
Optimized forecast models project no significant change (trend) over the next 12 months.  
 
Figure A, below, shows a percentage point difference in officer decisions to frisk an individual, 
controlling all variables available in the data except race. Clearly, the model cannot account for 
variables outside the data, but this approach represents the best estimate for parsing the effect of 
race on decision-making in an actionable format. SPD monitors the changes in this dashboard to 
explore what may be driving the peaks and valleys displayed in the model. Of note, representing 
disparity in a time-series analysis, rather than as a static ratio, allows for more nuanced consideration 
of factors in the criminogenic environment that may be driving or associated with peaks and valleys 
in frisk rates.   
 
  

 

5 This section relates to and follows on Figures 41-44 in the Monitor’s 2022 Assessment. 
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Figure A. Propensity Score Weighted Disparity Over Time6 
 

 
 
 
To the extent that disparities seen in frisk data, or in any dataset, may involve an allegation of bias, 
it is important to remember that all allegations of are required by law and policy to be referred to 
the Office of Police Accountability (OPA). OPA investigates the allegations and makes 
recommendations as to findings and proposed discipline. 
 
  

 

6 Whereas figures and tables that replicate those presented in the Monitor’s 2022 Comprehensive Assessment conform 
to a numbering scheme matching that of the Assessment, SPD uses a lettering scheme with respect to the headers for 
figures and tables newly introduced in this supplement.    
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Table A. Biased Policing Allegations and Outcomes – OPA 
 

 
 
To that end, Table A shows the comprehensive set of bias allegations (the number reflecting 
allegations, not individuals) over the past decade. In total, there have been 1,643 bias allegations 
against SPD employees (not necessarily officers) since 2014, of which 31 have been sustained.  In the 
relevant time period since the 2022 Monitor Assessment (2021-2023), there have been two 
sustained findings of bias, one involving an allegation of bias against two dispatchers and one against 
an officer, who was alleged (and found) to have made biased statements concerning political 
ideology (Antifa), veteran status, and mental illness.   
 
These independent investigations, managed by a civilian Director and certified by the civilian 
Inspector General, are critical to the legitimacy of SPD. OPA’s data reflect that while complaints 
about biased policing may be relatively frequent – perhaps reflecting internal overreporting out of 
caution – sustained complaints after investigation are remarkably rare. 
 

V. Bias-Free Policing – Comprehensive Future Plan  
 
In SPD’s December 2023 filing, SPD reported on its work across three topic areas: (1) status of its 
implementation of RCW 10.114.011 and RCW 43.102.020, regarding the use of deadly force; (2) 
efforts to improve data transparency, usability and accessibility; and (3) its plan for identifying and 
mitigating racial disparities in use of force, crisis intervention, and stops and detentions.  Prior 
Monitoring Team assessments of “bias” in SPD activities have focused on relevant subcategories, 
such as use of force or stops and detentions, and analyzed observed data disparities in outcomes.7 

 

7 SPD notes that no entity – not the department, not the Department of Justice, not the Monitoring Team, not the Court, 
and no external reviewer – has found bias at the Seattle Police Department.  This does not mean that it does not exist 
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Those sections of this report and the accompanying assessment by the OIG similarly discuss such 
outcomes. For purposes of expanding further on the department’s plan “for identifying and 
mitigating racial disparities,” SPD takes this opportunity to holistically supplement its response on 
that topic with developments that have become more concrete since SPD’s December filing.   
 
Mitigating potentially biased outcomes in any organization requires several focal points: 
investigation and review of specific allegations concerning employee behavior (i.e., OPA outcomes, 
described above), monitoring activity to identify and remediate systemic issues (EAQ), and continual 
development of internal procedural justice, wellness, and workplace equity – foundations for driving 
more equitable external outcomes.8  
 
SPD’s December 2023 filing focused on the ongoing work SPD is doing to embrace an Evidence-Based 
Policing (EBP) approach, specifically around its EAQ program and the advent of the Community 
Assisted Response and Engagement (CARE) team. Fundamentally, this was a technical response 
directed towards addressing disparity in data rather than addressing the issue holistically.  SPD 
appreciates this opportunity to expand on the complete spectrum of work to promote equitable 
outcomes in police services, both proactive and reactive. In doing so, SPD continues to move away 
from simply chasing disproportionalities in our data in favor of a more comprehensive and proactive 
approach to equity that leverages the increasing sophistication of both our data applications and 
analytics capacity, potential technology procurements, upcoming advancements in officer wellness, 
and in addressing the impact of the continuing strain under which the department continues to 
operate post-COVID and the events of 2020  on the workplace environment.  
 

A. Methodology  - Risk Adjusted Disparity 
 

As we alluded to in our December filing, dated methodologies that measure any sociological 
observation against population representation census comparisons may be easy, but at best they fall 
needlessly short of the nuance inherent in the question as framed; at worse, they sidestep the 
question altogether and in doing so serve only to exacerbate harm by misdirecting resources from 
where they are needed the most.  If we are to have an honest, productive, and evidence-based 
discussion about the equitable direction of police resources and the costs and benefits of police 
intrusion, it is critical to step away from methodologies that do nothing but perpetuate a narrative 
that disproportionalities in police data are a proxy for police bias and offer no actionable insight to 

 

(and fundamentally science shows that implicit bias exists in every individual and organization) but that methodological 
reviews have not identified explicit bias or racism at the department. 
 
8 See, e.g., Sun I.Y, Wu Y., Van Craen, M. and Hsu, KK (2018). Internal procedural justice, moral alignment, and external 
procedural justice in democratic policing.  Police Quarterly, 21(3), 387-412.  
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accurately assess or address bias if found. Indeed, SPD,9 the Monitor,10 and the academic 
community11,12,13,14,15 have all collectively recognized the limited value of census-based observations 
– particularly if the goal is to remediate practices that can be shown to perpetuate or exacerbate 
disparities resulting from the generational legacy of systemic disparities in areas far upstream of 
police involvement.  Driven by the academic rigor that is at the core of SPD’s data analytics program, 
SPD has been persistent in integrating actionable methodologies, grounded in research-backed 
current and emerging best practice.  While we accept that some may continue to view any challenge 
to a dated methodology as somehow evidencing a resistance to “reform,” or continuous 
improvement, we submit that leaning into research and the advanced analytics emerging in the 
literature is perhaps the clearest evidence of a commitment to continuous improvement and 
refinement of practice.  
 
As is well established, there are a host of reasons why disparities may materialize in policing data. 
Much like mercury bioaccumulates through the food chain, disparities in police service tends to 
reflect accumulated upstream failures, which in turn perpetuate and amplify the systemic racism 
inherent in areas that correlate with crime (e.g., disparities seen in poverty, housing instability, 
education, health care, etc.). The EAQ platform, which we described in our December filing and have 
separately presented to the Court and parties to the Consent Decree, is one more sophisticated 

 

9 One common analysis involves measuring police data in areas such as stops or uses of force against 
population statistics to argue that police actions are impacting certain demographics in a disproportionate 
fashion. Population-based analyses may present insights at a macro level but is an inappropriate measure of 
disparity or potential bias, as it is well established that other sociological factors are often in play. 
Consequently, population-based comparisons do “not tell us much about what is driving disparity,” as noted 
by the previous Monitoring Team. For example, this assessment will show that SPD use of force and stops 
disproportionately impact certain minority groups in Seattle, but these population-based conclusions cannot 
identify to what degree these disparities are caused by SPD policy, practice, or bias apart from broader 
sociological forces.  
 
10 Monitor’s 2022 Comprehensive Assessment 
 
11 Smith, M. R., Tillyer, R., Lloyd, C., & Petrocelli, M. (2021). Benchmarking disparities in police stops: A comparative 
application of 2nd and 3rd generation techniques. Justice quarterly, 38(3), 513-536. 
 
12 Geller, A., Goff, P. A., Lloyd, T., Haviland, A., Obermark, D., & Glaser, J. (2021). Measuring racial disparities in police use 
of force: methods matter. Journal of quantitative criminology, 37, 1083-1113. 
 
13 Sherman, L. W., & Kumar, S. (2021). Equal protection by race with stop and frisk: A risk-adjusted disparity (RAD) index 
for balanced policing. Cambridge Journal of Evidence-Based Policing, 5, 1-19. 
 
14 Engel, R. S., Smith, M. R., & Cullen, F. T. (2012). Race, place, and drug enforcement: Reconsidering the impact of citizen 
complaints and crime rates on drug arrests. Criminology & Pub. Pol'y, 11, 603. 
 
15 Ridgeway, G., & MacDonald, J. M. (2009). Doubly robust internal benchmarking and false discovery rates for detecting 
racial bias in police stops. Journal of the American Statistical Association, 104(486), 661-668. 
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approach to measuring and analyzing disparities to discern what may be an expression of police bias 
(implicit or explicit) and thus subject to control. That is, however, just one facet of what SPD is 
working towards to manage what we term “the total cost of ownership for public safety” through a 
precise, deliberate, evidence-based application of police services. Here, SPD pushes beyond a 
singular focus on disparity to present a comprehensive plan and vision for what has been termed 
“just right policing”.16 
 

1. Evidence Based Policing (EBP) 
 
Evidence-Based Policing (EBP) principles support not only the efficient allocation of resources but 
also enable an implicit control of the kinds of collateral harms that can result from an imprecise 
application of crime control and police services. This effect can be likened to the difference between 
conventional surgery and minimally invasive procedures, like laparoscopic.17  Indeed, EBP has its 
origins in Evidence-Based Medicine (EBM);18 facing austerity measures and an imperative to 
maintain service levels, the National Health Service of the United Kingdom was compelled to improve 
efficiency. By emphasizing what works and eliminating wasteful or even harmful practices, they have 
become a model for socialized medicine in the Western world. Policing in Seattle is similarly 
compelled to establish new levels of efficiency. With rising concern for public safety and sustained 
pressure to control the collateral harms of less-than-precise approaches to providing police services, 
a systematic engagement of the “triple t’s” of EBP – Targeting, Testing and Tracking – is imperative. 
In other words, policing must develop more precise interventions, which can only be done through 
information. 
 

2. Engaging EBP 
 
Even the most sophisticated analytics cannot overcome all the myriad barriers to meaningful 
engagement—science does, however, light the way. SPD has been working to develop the principles 
of EBP since the inception of the Consent Decree, and SPD leadership has repeatedly affirmed – 
across administrations –  that a core goal of the Consent Decree was to create precisely the type of 
learning organization that SPD has become. Although not enumerated, the use of evidence pervades 
our obligations at every level. Over the last decade, high-level comprehensive reporting, research 
and development have given way to continuous improvement and intelligent decision support. Now 

 

16 Sherman, L. W. (2022). Goldilocks and the three “Ts”: Targeting, testing, and tracking for “just right” democratic 
policing. Criminology & Public Policy, 21(1), 175-196. 
 
17 To illustrate, consider: for nearly a century, the appendix was removed through a large incision on the lower abdomen, 
right of the midline. This procedure produced a large scar, as well as damage to muscle tissue and risk of infection. The 
current evidence-based standard of care is to make three small incisions, through which a combination of micro-surgical 
tools and optics are inserted to remove the appendix, with minimal trauma to the body. Recovery is faster, and risks to 
the patient are fewer.     
 
18 Sherman, L. W. (2013). The rise of evidence-based policing: Targeting, testing, and tracking. Crime and justice, 42(1), 
377-451. 
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that the department has fully matured the technical capability for advanced computational statistics 
(DAP 2.0), we are in a period of development focused on “Learn Something New Every Minute,” 
characterized by the development of sophisticated platforms for promoting and maintaining 
engagement. 
 
We have learned to tailor insights to the level and resources needed to engage them. For this reason, 
SPD configures technical systems and processes to reflect the values and best practice guidance of 
the organization, when and where employees, managers and commanders need it. For example, the 
SeaStat tools are designed to promote active management of strategic priorities and illuminate 
controls available to the participants in those sessions (policy, procedure, directive, etc.). Dimensions 
and measures reflecting the total cost of ownership for public safety are presented in an accountable 
and appropriately scoped format. Trends, patterns, and insights tie together past decisions with 
current problem identification to promote active management of that “just right” policing. The 
actions of individual officers are rarely depicted in this forum, as it is inefficient, as well as 
inappropriate. 
 
At an intermediate level, the strategic goals presented at the macro level of SeaStat begin to form 
around a performance management objective. The dashboards and tools configured for this purpose 
distribute the management responsibility to the most granular measure of management possible, 
within the confines and limitations of the data or method presented. At this level, the control input 
to correct an observed inflection in a key measure (either a shock19 or trend20). An identified 
deficiency in response time can translate to a performance coaching conversation with a watch 
commander. Similarly, an identified inflection in the disparate impact rate (Equity) can result in 
valuable feedback illuminating the root cause of the observed effect in an equipping21 exchange. In 
this way, analytics guide a core universal skillset leadership and/or management. Personnel are not 
asked to be experts in complex computational statistics, but rather to be active and engaged 
managers at their individual levels.  
 
Similarly, program specific management tools operate at this level. Dashboards deployed to the 
Crisis Response Unit are configured to identify data quality issues (duplicate profiles of a community 
member identified to be in crisis on more than one report) and in so doing facilitate detection of 
emergent high utilizers of crisis services to assure a crisis response plan is constructed and distributed 
to serve them in a more safe and efficient manner.  
 

 

19 De Jong, P., & Penzer, J. (1998). Diagnosing shocks in time series. Journal of the American Statistical 
Association, 93(442), 796-806. 
 
20 The common definition is adopted here and used in an intentionally flexible nature sufficient to accommodate its 
myriad forms. 
 
21 "Equipping” is the process of communicating feedback to supervisors and managers regarding the resources necessary 
to accomplish a delegated objective.  
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Some applications of EBP are buried deep in the average users experience to enhance efficiency 
and/or objectivity, rendering a higher quality of performance without a lowest common 
denominator limitation risked by a competency-based system. The SPD has recently implemented 
such an intelligent decision support system to support efficient response to hate crimes and bias 
incidents. In close collaboration with our Records Management System (RMS) vendor, the 
department recently implemented an intelligent triage solution reducing the time to identify a new 
hate crime or bias incident to as little as 48 hours. This innovation accelerates early pattern detection 
in a mezzo-level solution (discussed above) to as little as 72 hours. Where once detection was 
dependent on a laborious system of manual review, now that review is assisted by applied statistics, 
to accelerate response to a critical emergent problem.            
 
Culture change is daunting but if actions reflect values, and technology can influence the way people 
act, technology can subtly influence behavior at the most micro level to assure those actions align 
with the values of our community, and industry best practices. These tools that bridge the strategic 
and tactical operations of the organization are critical resources for control of forces. The deliberate 
platforming of advanced analytics also assures that while the SPD may be regarded as among the 
most advanced police services in the US, we meet our employees and stakeholders where they are. 
Wellness, competency and culture do not need to inhibit good policing if the good is inherent in the 
tools used to accomplish the mission.  
 

3. The Total Cost of Ownership for Public Safety 
 
The concept of a “total cost of ownership” is commonly applied to technology projects and 
development initiatives in the private sector. Direct cost (procurement) is rarely the full extent of 
the cost of any capital investment. In addition to tangible costs associated with integration and 
implementation, change incurs indirect costs (e.g., training, efficiency) and deep, implicit costs that 
can result from the adjustment to change (e.g., reputation, trust, legitimacy, etc.).  
 
In the public sector, where material outcomes are very rarely the focus of Profit & Loss (P&L) type 
assessment, many of the costs associated with the delivery of a conceptual good (e.g., public safety, 
trustworthy and legitimate policing, etc.) are difficult to estimate – but their effects are. Nowhere is 
this relationship brought into more stark relief than the process of complying with a consent decree, 
pursuant to a pattern or practice investigation. In these instances, service failures, adverse events 
and compound reputational damage translate into the expenditure of millions of dollars and years 
of effort.  
 
Inherent in the EBP model is the emphasis on the myriad dimensions of just right policing. “Just-
right” policing is not just the efficient allocation of resources in order to achieve the most public 
safety – just-right policing balances the “demand for order in a civil society”22 with the democratic 
values of that society. In the American style of policing, a high premium is placed on liberty and 

 

22 Silver, A. (1967). The demand for order in civil society: A review of some themes in the history of urban crime, police, 
and riot. In Bordua, D.J. (ED.). (1967). The police: Six sociological essays. New York, Wiley.  
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privacy. While intrusion on that liberty is permissible, given a compelling governmental interest, it 
must be limited.  
 
Consent decrees strongly imply an ongoing obligation to manage these collateral harms. While 
individual intrusions may not themselves constitute a pattern or practice of unconstitutional 
policing, time and again these procedures have demonstrated the consequence of a failure to 
recognize and control these effects to be a liability. In statistics, it can be difficult to “make power” 
from a limited set of observations. The signal to be detected may not overwhelm the noise; however, 
more observations, more data, can tease out the effect. SPD has discovered the power of data to 
surface the subtle effects of collateral harms and inscribed the many lessons of more than a decade 
of their intensive study as standard operating procedure.  
 
As of September 2023, with the launch of SeaStat 3.0, the SPD has coordinated the management of 
direct, indirect, and collateral harm by considering a multi-faceted tableau. The department now 
considers not only the crime rate but also measures of Equity, Accountability and Quality, with 
advanced analytical methods representing these three pillars of the total cost of ownership for public 
safety. In a system of cascading objectives, these strategic priorities are communicated in 
performance management tools at the appropriate level of accountability (see Engaging EBP, above). 
 
Hopefully the point is clear – SPD is using advanced computational statistics to provide information 
to management and supervisors to drive “just-right” policing with a focus on effective outcomes 
while monitoring collateral harms. 
 

a. EAQ Recap 
 
As SPD described in its December 2023 filing, the EAQ program was launched in December of 2021 
for the expressed purpose of maintaining consent decree priorities, long after the order is fully 
terminated.  SPD has been the fortunate recipient of support and engagement on these topics and, 
with the goal of not only seeking independent review of this work but to what we have learned about 
standardizing these practices, with other agencies, concurrent with the launch, the SPD contracted 
Research Triangle Institute (RTI), International to assure quality of methods and document the work. 
(That report was concluded in the summer of 2022 and was attached to SPD’s December filing.)  The 
Department has also been featured for our implementation of innovations and best practices in 
police management in a RAND Europe study of approaches to police performance measurement and 
presentations at academic conferences (American Society of Evidence-Based Policing, American 
Society of Criminology).  
 
EAQ initiated operations with three “standard methods”23 reflecting equity in police outcomes, 
accountability for police resources and quality of police service. Between December 2021 and the 

 

23 The SPD Performance Analytics & Research group utilizes “standard data” and “standard methods” to respond to 
questions about the crime rate, hotspots, measures of disparity, police performance and many other routine questions.  
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relaunch of SeaStat in September 2023, the department received third-party validation, as well as 
guidance for implementation, from RTI and stabilized operations in the cloud. Propensity Score 
Weighted (PSW) estimates of disparity, a geostatistics-based visualization of over and under policing 
as measured through Automated Vehicle Locator (AVL) data, and post contact survey measures of 
quality of police service (Net Promoter and change in fear of crime) anchor engagement of this type 
but enhancements that further enrich our understanding of the multi-faceted nature of police 
service are underway.  
 

4. Delivery of Equitable Policing Services 
 
There are many components to the delivery of equitable police services including external legitimacy, 
internal procedural justice and wellness, consistent evolution of practices and approaches based on 
testing the efficacy of different approaches, and integration of police services with other approaches 
to government support. 
 

a. Risk Adjusted Disparity 
 
At the outset, rather than just decrying population-based statistics as a blunt tool, SPD is migrating 
towards Risk Adjusted Disparity (RAD) as a much more accurate proxy for balancing the need for 
police attention and the intrusions of police services. Rejecting the narrative that any contact by 
police is fundamentally a negative, RAD uses a victim-centered approach based on the idea that there 
should be equity in both providing services to those victimized by crime while limiting the collateral 
impacts that may result from unnecessary intrusions (e.g., stop, frisk) by police. As explained by the 
principal authors of this methodology: 
 

We conceptualize the problem of equal protection under law as fundamentally 
protecting the lives and liberties of each citizen from criminal harms, as well as 
from disproportionately intrusive policing. We combine these dimensions into a 
single metric that defines proportionality of policing in relation to risk of violent 
crime victimization, such that whatever intrusion on liberty is applied for the aim 
of protection can be equalized across racial groups.24 

 
In other words, RAD provides a more advanced means of assessing equity in the delivery of police 
services by directing police resources to the areas where it is needed most, while balancing against 
overintrusion (a facet managed as well, as described above, through SPD’s use of AVL data to monitor 
where proactive efforts are focused).25   

 

24 Sherman, Larry, et. al, Equal Protection by Race with Stop and Frisk: a Risk-Adjusted Disparity (RAD) Index 
for Balanced Policing (2021). 
 
25 Given significant racial disproportionality seen in victimization rates, consider, e.g., a police service that deployed 
proactive resources in ratio to a community’s demographic representation.  Such a model would unquestionably be 
challenged as providing greater services to areas that need it less.  
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b. Guided by community: Micro Community Policing Plans 

 
The department has been committed to a collaborative model of policing since the inception of the 
Micro-Community Policing Plan in 2015. This innovative program seeks to engage neighborhoods in 
the construction of their unique policing plans. Comprised of rigorous in-person and remote 
engagement by graduate Research Assistants from Seattle University (under contract and embedded 
with the SPD) and community surveys conducted every October (the Seattle Public Safety Survey), 
the MCPP tailors police services and builds shared ownership to further enhance social cohesion. 
 
While this process has laid the groundwork for adoption in other cities (most recently, Denver) and 
has been the source of publication26 and academic presentations around the world, it is just the 
beginning. In the coming year, the SPD hopes to validate a more high-resolution approach to 
community survey through the ZenCity platform (although currently unfunded) and is engaged in 
the development of a unified performance management solution to manage Targeting, Testing and 
Tracking of crime control efforts, including community-led interventions (non-enforcement police 
service). These assets combined form an agile, collaborative and evidence-based approach to 
community policing—relational policing.     
 

5. Relational Policing27 
 
 Relational Policing is a strategic method to engage the community through various techniques, 
including innovative programs and community partnerships that work to bridge the gap between the 
community and the police. The SPD will continue to build and maintain equitable and respectful 
relationships with the communities we serve through partnerships and meaningful dialogues. The 
concept of Relational Policing within SPD’s Before the Badge (BTB) program includes a multi-week 
experience that introduces pre-academy recruits to community engagement, cultural awareness, 
and officer wellness. Recruits are introduced to various cultures throughout the city to gain 
knowledge on how the police have impacted them and ways to move forward. Recruits are also 
taught innovative techniques to deal with stress and work through traumatic triggers they may 
encounter. 
 
The Before the Badge team ensures that program curriculum encompasses racial and social justice 
content when selecting program presenters from the community, and meetings with community-
based organizations. The intent is to expand on the foundation set forth for BTB through continued 
evaluation of the program content and curriculum. The goal of relational policing is to take a 360-
degree approach with the curriculum provided to Before the Badge (BTB) participants. The initial 
step encompasses granting the opportunity for Field Training Officers to attend identified BTB 

 

26 Helfgott, J. B., Parkin, W., Danner, J., Goodwin, G., Bray, B., Schuur, K., ... & Singer, J. (2018). Seattle Police Department's 
Micro Community Policing Plans: Implementation Evaluation. 
27 Attached as Exhibit A is SPD’s comprehensive Relational Policing Plan, which includes both RSJI and SPD’s Diversity, 
Equity, and Inclusion (DEI) efforts.   
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presentations, followed by Command Staff and Patrol Officers. Weaving this unique program 
through the entire department will strengthen relationships within the Seattle Police Department 
and the community. 
 

6. Race & Social Justice Initiative 
 
The Race and Social Justice Initiative (RSJI) at SPD is a fundamental and long-term commitment to 
address the deep-rooted issues of racial and social injustice that have historically troubled our 
society. SPD has a firm dedication to fostering equity, inclusivity, and fairness in the delivery of law 
enforcement services and the relationships it builds with the diverse communities it serves. 
 
RSJI is not just a program; it is a profound belief that guides SPD's efforts and procedures, 
emphasizing the fundamental principle that justice should be unbiased, neutral, and free from 
prejudice. This initiative recognizes the historical obstacles and systemic imbalances that have 
unfairly impacted marginalized communities and aims to correct these injustices. 
 
Over the years, SPD has consistently invested in RSJI, recognizing the critical importance of 
continuous education and commitment to social and racial justice. This commitment has been 
brought to life through a series of comprehensive training programs aimed at enhancing officers' 
understanding of the complex dynamics surrounding race, social justice, and community 
engagement. 
 
It is equally a priority to incorporate a comprehensive Diversity, Equity, and Inclusion (DEI) strategy. 
This plan will serve as a fundamental framework to ensure fair and just law enforcement practices, 
fostering a more inclusive and equitable environment for both our officers and the communities we 
serve. By actively integrating DEI principles, SPD aims to strengthen community relationships, 
promote understanding, and eliminate biases within our department.  To that end, attached as 
Exhibit B is a copy of SPD’s recently completed DEI guide, Advancing Diversity, Equity, and Inclusion 
in Community Engagement Practices.   
 

7. Precision Policing 
 
Police respond with the best information they have under often rapidly evolving circumstances. 
While SPD has consistently lagged behind other similarly situated cities in embracing the efficiency 
and efficacy that technology offers, the demands on SPD coupled with dire staffing shortages are 
driving a renewed urgency to leverage the capabilities that can be facilitated through technology 
systems that are commonplace around the United States.  This includes access to cameras, license 
plate readers, acoustic gunshot locater systems, and the ability to parse this information in a Real 
Time Crime Center.  While the efficacies of such systems can be amply demonstrated in practice, for 
purposes of equity and accountability such systems also bear enormous promise in advancing 
principles of equity by more precisely focusing on points of interest and thus reducing unproductive 
encounters.   For example, instead of broadcasting over the radio an overbroad description of a red 
sedan, which could lead to the stop and detention of any vehicles that meet that general description, 
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technology offers more detailed information about which car (make/model), other descriptions (e.g. 
two door/four door), plate number, and whatever may already be known about that vehicle’s 
involvement in other crimes (reported stolen, e.g.).  Such details help not only to better inform a 
stop but allows SPD to eliminate a greater swath of vehicles otherwise meeting such description. The 
more precise SPD can be, in terms of the “what” and the “why” about any intrusion into individual 
rights might occur, the fewer collateral impacts will land on uninvolved individuals.  In other words, 
contrary to narratives around increased intrusion on civil liberties, the ability to target intrusions in 
a more evidence-based manner bears great promise in serving to minimize intrusions – and thereby 
reducing disparate collateral impacts.  As part of the proposed upcoming pilot project, SPD will be 
monitoring data around outcome disparities closely.   
 

a. Real Time Crime Center 
 
The hub of the above efforts will be the revitalization of the Real Time Crime Center (RTCC), which 
was launched in 2015 under then-Chief Kathleen O’Toole, but has never been fully equipped or 
properly staffed.  The purpose of the RTCC is to provide situational awareness to increase officer and 
community safety and reactively investigate incidents. Having real-time, accurate information in one 
place helps increase reliability regarding the location of victims and suspects – enabling quicker aid 
and safer apprehension. Having better visual and spatial suspect information helps reduce 
unnecessary stops by officers, focusing their efforts on verified locations and accurate descriptions. 
 
The Real-Time Crime Center (RTCC) software (vendor to be determined) will provide a centralized 
location for real-time information and analysis. At its core, RTCC software integrates dispatch, 
camera, officer location, automatic license plate readers, gunshot detection, 911 calls, computer-
aided dispatch/records management systems, and other information into one “pane of glass” (a 
single view). The software is used to alert RTCC staff to a serious criminal event, see multiple streams 
of information overlaid on a map view, and convey information to officers responding in the field. 
 
The RTCC will be staffed by crime and intel analysts who can utilize the information provided by the 
integration of technologies and records to support responding officers. Again, while there are many 
benefits to this strategy in terms of effective policing, in this context we stress the benefits to 
individual rights to be free from intrusion by providing the “particularity” inherent in the Fourth 
Amendment. While SPD understands some community concerns around privacy, these technologies 
are only used in open, public spaces, where no expectation of privacy is recognized in law; moreover, 
SPD submits that some perceived infringement on privacy is far outweighed by the benefits of 
alleviating the risk of more significant intrusion of government action resulting from less-precise 
information.   
 

8. Internal Procedural Justice and Wellness 
 

It is a central tenet of modern policing that effective public safety depends on strong relationships 
between the police and the communities they serve.  Police must be perceived as legitimate, fair, 
unbiased, and reflective of their communities’ values.  While we know that the overwhelming 
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majority of Seattle police officers come to this career out of genuine commitment to give back to 
their communities, we also know that police, like all first responders and those whose careers mire 
them in unrelenting trauma and tragedy, are susceptible to falling into what is broadly termed the 
police “culture.”  

At a macro level, both occupational and organizational culture comprise a set of shared beliefs, 
attitudes, and values driven in large part by the nature of police work and the environments in which 
officers serve and are commonly understood as a foreseeable response to conflicts between roles 
and expectations inherent in the work.  This has been described as follows:   

[P]olicing can be understood to have instrumental and symbolic roles. The former 
has to do with issues such as crime reduction, public safety, and prosecution of 
offenders; the latter is concerned with public perception of safe communities, as 
well as trust and confidence in, and the legitimacy of, the police profession. These 
roles, and public perceptions of how successful police are in performing them, are 
increasingly in conflict because of social change. One such change is reflected in 
“non-crime demands” on police, which are estimated to account for about 80% of 
police calls for services. These calls result mainly from failures in other social 
service delivery and criminal justice systems, such as mental health, drug, and 
alcohol treatment; housing; public schools; the courts and correctional 
institutions. As the instrumental police role broadens, the number of non-crime 
contacts with citizens increases. But when responding to non-crime calls for 
service involving the mentally ill, the homeless, and parties in dispute, the 
potential for violent escalation also increases, which undermines public 
assessment of police officers in their symbolic role.28  

In other words, “culture” can and should be understood as a predictable sociological and 
psychological response to the unique constellation of stressors under which police operate.  For this 
reason, just as we take seriously our responsibility to sustain a healthy ecosystem that encourages 
true community engagement in fostering public safety, we must also take seriously our responsibility 
to provide a working environment that mitigates to the extent we can against the stressors that so 
often are at the root cause of an unhealthy culture. 
 

The integrity of officer wellness to comprehensive reform efforts is evidenced through the evolution 
of DOJ investigations and actions since the issuance of the Final Report of President Obama’s Task 
Force on 21st Century Policing, published in 2015. This report, which now sets the standards on which 
federal consent decrees are based, calls out Officer Wellness as a key pillar of reform, on equal footing 
with other core pillars reflected in consent decrees prior to 2015.  For example, whereas Seattle’s 
consent decree focuses almost exclusively on issues concerning transparency and accountability in 

 

28 Corey, D.M. and Zelig, M. (2020).  Evaluations of Police Suitability and Fitness for Duty. New York: Oxford University Press 
(citing Hales, G. and Higgins, A. (2016). Prioritisation in a changing world: seven challenges for policing. The Police 
Effectiveness Project in a Changing World, Paper 2. London: Police Foundation.)   

[1] https://www.justice.gov/opa/file/925846/download 
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police/community interactions and operations, consent decrees implemented in the years following 
show the increasing awareness to holding jurisdictions and agencies equally accountable to their 
officers – to ensure that officers are receiving not just the training they need to provide the 
community the safe and Constitutional policing it deserves, but the support they need to mitigate 
against the daily trauma they are expected to bear.  See, for example, the DOJ’s 2017 Findings Letter 
into the practices of the Chicago Police Department[1] that was the precursor to the Consent Decree 
issued in that city in January 2018: 

Policing is a high-stress profession.  Law enforcement officers often are called upon 
to deal with violence or crises as problem solvers, and they often are witness to 
human tragedy. … The President’s Task Force on 21st Century Policing put it well, 
noting that “the ‘bulletproof cop’ does not exist.  The officers who protect us must 
also be protected – against incapacitating physical, mental, and emotional health 
problems as well as against the hazards of their job.  Their wellness and safety are 
crucial for them, their colleagues, and their agencies, as well as the well-being of 
the communities they serve.’”   

Good mental and psychological health is just as essential as good physical health 
for law enforcement personnel to be effective in keeping our country and our 
communities safe from crime and violence. An officer’s mental state affects his or 
her behavior in a variety of situations and can influence decision-making and 
judgment. However, the current state of support for officer wellness nationally is 
disjointed and faces both cultural and logistical obstacles.  

The daily realities of the job can affect officers’ health and wellness. They face a 
constant need to be vigilant, long hours and shift work, exposure to the daily 
tragedies of life, and regular interaction with people who are in crisis or hostile 
toward them. Patrol officers face a national undercurrent of heightened public 
scrutiny of the profession that overshadows the legitimacy of their individual 
efforts. Corrections officers can expect to encounter verbal abuse and physical 
assaults from prisoners and exposure to hazardous materials and blood-borne 
pathogens.  All of these things added to the ordinary hassles of the workplace and 
their personal lives can lead to cumulative stress and burnout.  

Officers anticipate and accept the unique dangers and pressures of their chosen 
profession. However, people under stress find it harder than people not 
experiencing stress to connect with others and regulate their own emotions. They 
experience narrowed perception, increased anxiety and fearfulness, and degraded 
cognitive abilities.  This can be part of a healthy fight-or-flight response, but it can 
also lead to significantly greater probabilities of errors in judgment, compromised 
performance, and injuries.  Failing to address the mental health and wellness of 

 

[1] https://www.justice.gov/opa/file/925846/download 
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officers can ultimately undermine community support for law enforcement and 
result in officers being less safe on the job.  

Psychological stress may also have serious consequences for the individual 
officer’s health. In particular, traumatic law enforcement work has been shown to 
increase officers’ risk of developing post-traumatic stress disorder (PTSD) 
symptoms. PTSD is associated with major depression, panic attacks, phobias, 
mania, substance abuse, and increased risk of suicide. PTSD can increase the risk 
of cardiovascular disease, hypertension, heart disease, and possibly stroke as well. 

With a professional suicide rate estimated at 28.2/100,000 for men and 
12.2/100,000 for women, officer mental health and wellness needs to be 
discussed openly and honestly by the law enforcement field. In releasing his 
foundation’s report on first responder suicide in April 2018, Jay Ruderman said, 
“We need to end the silence that surrounds the issue of first responder mental 
health.” This echoes what we have been hearing from growing numbers of leaders 
in the field. With the Law Enforcement Mental Health and Wellness Act, we 
believe Congress has taken an important step in making the end of that silence a 
reality. Supporting the expansion of and access to mental health and wellness 
services will help our nation’s more than 800,000 federal, state, local, and tribal 
law enforcement officers identify issues early and get the help they need. And, 
most importantly, it will save lives. 

As continues to be recognized, the urgency at a national and international level around attending to 
officer wellness with the same level of commitment as a department would any other core 
operational responsibility simply cannot be understated. In February 2024, with the support of the 
Mayor’s Office, SPD posted a solicitation for applications to serve as the Department’s first Executive 
Director of Professional Counseling Services.  This position will be staffed by a licensed clinical 
psychologist, with experience in first responder counseling, and will be responsible, among other 
duties, for ensuring the department’s delivery of professional and ethical psychological services, to 
both sworn and non-sworn employees; developing and maintaining department wellness programs; 
providing in-house consultation on organization and management-related issues; conducting needs 
assessment and professional trainings incorporating psychological concepts in support of optimized 
resource management and functioning; providing clinical consultation for mental health providers 
on staff; and exercising supervision over and continuing strategic innovation around programs 
including peer support, counseling support, trauma response, and the chaplaincy program.  SPD 
expects the successful candidate to be in place by the end of Q2 2024. 

VI. Supervision and Early Intervention 
 

A. Supervision 
 
The number of line supervisors declined from the level observed in 2020 (225) to 181 in 2023 –  the 
last full year of reporting. So far, in 2024, the number of supervisors has declined further to 151. 
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The rate of line supervisors in an “acting” (long-term) capacity has decreased from the 28% 
observed in 2020 to 17.3% in 2023. Patrol officers and detectives under “unity of command” – 
sharing the same days off and work hours with their direct supervisor – increased in 2023 to 94%, 
up from the dip to 89.5% noted by the Monitor in 2020 but consistent with the rate reported 
previously observed in 2019 (93.9%). 

These updates to the 2022 Monitor Assessment show that SPD is working hard to continue to balance 
the need for consistent supervision for line officers with the significant reality that SPD has had to 
augment almost every patrol shift with available officers on overtime in order to meet minimum 
staffing levels. Additionally, as noted in other areas, SPD is in the process of overhauling supervisor 
training to provide comprehensive support to new supervisors. 

B. Proactive Integrated Support Mechanism (PrISM) 
 
In 2017, research conducted by Washington State University, at the department’s behest and in 
compliance with SPD’s obligation to critically review the system in place, validated observations of 
the negative effects of a poorly conceived and executed Early Intervention System (EIS). As far back 
as 2014, span of control research noted that less-than-precise alerting systems contribute to 
confusion and hesitance to act on the part of line supervisors. Without an alert, supervisors were 
reluctant to act on their own intuition; by the time an alert was formed, the opportunities to 
intervene ahead of a serious condition (acute stress, fatigue, etc.) were beyond what a supervisor 
could reasonably be expected to process by themselves and constituted a labeling of the employee. 
The WSU research further validated that the threshold-based EIS disparately flagged otherwise high 
performing officers and women.  
 
EIS based on thresholds assumes normality that is difficult to attain in the police performance 
environment. Additionally, our understanding of the relationship between common thresholds (e.g., 
force, complaints, pursuits, etc.) is imprecise. Any action taken in response to a threshold 
exceedance could not reasonably prevent any particular adverse event and in some instances (e.g., 
collision) are after the fact. As part of SPD’s commitment to accountability and in recognition of our 
most valuable asset, the people who deliver service, the department committed, with DOJ’s 
affirmance, to develop a completely new approach to early intervention – one that focuses on 
organizational accountability.  
 
In order to achieve procedural justice in police service, procedural justice must be modeled for the 
service providers. Any system that ignores procedural justice and fosters a sense of powerless, 
confusion, fear and disrespect is antithetical to the notion of justice and service. In the summer of 
2017, the department embarked on a journey to build a system of support, based on principles of 
procedural justice, configured to strengthen the relationship between employees and supervisors to 
assure our most valuable resources understand the procedural justice we wish them to deliver, 
because they have experienced it.  
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The Proactive Integrated Support Mechanism (PrISM) combines highly accurate forecasting methods 
based in machine learning, state of the art explainability modeling founded in game theory29 and the 
principles of human centric design30 to render a highly accurate assessment of emergent risk and 
protective factors in employee behavior. Utilizing the meteorological concepts of watches and 
warnings, PrISM uses our ability to recognize a known pattern of failure to enhance a highly accurate 
forecast to be actionable, or a warning. Where a forecast of failure exists but does not fit a known 
pattern, a watch is communicated. Unlike conventional EIS, these conditions persist (calculated 
every week) until a change in conditions alters the forecast, the pattern of explainability, or both.  
 
PrISM is built to promote early support for employees and accountability for the organization. Our 
understanding of human factors in failure suggests catastrophe is rarely the result of a singular event. 
Rather, and especially in complexity-coupled human systems, failure is the result of a series of 
cascading failures31,32,33. Our understanding of Normal Accidents34 holds that opportunities to avert 
disaster are myriad and occur at every level. When an employee experiences an adverse event (e.g., 
a sustained complaint), the organization is accountable. At minimum, a failure to recognize the 
conditions preceding failure or to take appropriate action suggests systemic accountability. Under 
PrISM, if a watch or warning condition persists for longer than sixty days (configurable, but this is the 
initial parameter indicated by the statistical model), the alerts escalate one level of command 
(typically, to a Lieutenant) to engage line management. The responsibility at this level of command 
is not to engage the employee directly, but rather to 1) confirm that the line supervisor is aware of 
the condition and 2) understands their responsibilities. 
 
If the condition continues for an additional thirty days (ninety days total), without change, the chain 
of command will formally engage the EIS Coordinator to form a more bespoke support plan. This 
plan is additionally enhanced by the documented history of support and accountability inherent in 
the system. In the event all parties agree the alert is a false positive, they can appeal to the 

 

29 Merrick, L., & Taly, A. (2020). The explanation game: Explaining machine learning models using shapley values. 
In Machine Learning and Knowledge Extraction: 4th IFIP TC 5, TC 12, WG 8.4, WG 8.9, WG 12.9 International Cross-
Domain Conference, CD-MAKE 2020, Dublin, Ireland, August 25–28, 2020, Proceedings 4 (pp. 17-38). Springer 
International Publishing. 
 
30 Morrissey, M. (1998). Human-centric design. Mechanical Engineering, 120(07), 60-62. 
 
31 Reason, J., Hollnagel, E., & Paries, J. (2006). Revisiting the Swiss cheese model of accidents. Journal of Clinical 
Engineering, 27(4), 110-115. 
 
32 Wiegmann, D. A., Wood, L. J., Cohen, T. N., & Shappell, S. A. (2022). Understanding the “Swiss Cheese Model” and its 
application to patient safety. Journal of patient safety, 18(2), 119-123. 
 
33 Brennan, P. A., Mitchell, D. A., Holmes, S., Plint, S., & Parry, D. (2016). Good people who try their best can have 
problems: recognition of human factors and how to minimise error. British Journal of Oral and Maxillofacial 
Surgery, 54(1), 3-7. 
 
34 Perrow, C. (1999). Normal accidents: Living with high risk technologies. Princeton university press. 
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Performance Analytics & Research group to review and manually cancel the condition. PrISM would 
then learn that alerts of that type should not be predicted again and use that information to improve 
future performance.  
   
This system is built for random control. Initial launch of PrISM will be as a Phase 1 clinical trial. Under 
these untested conditions, it is considered ethical to randomly control administration of an 
experimental treatment in order to assess the safety and efficacy of the treatment. PrISM will 
operate under a Randomize Controlled Trial condition for the first twelve months. The department 
prefers Continuous Impact Assessments (i.e., “test as you go”)35 for all evidence-based initiative and 
will similarly monitor PrISM, continuously. If validated, PrISM will continue to grow our knowledge 
of what works in supporting employees by testing various treatments, dosage, and monitoring 
persistence and desistance over extended longitudinal periods.    
 
The culmination of many years of research, infrastructure development, and scientific effort, PrISM 
will be ready for discussion with the unions before launching in Q3, 2024.  Below is an example of 
the performance dashboard that hosts the PrISM watches and warnings (Figure B); Figure C is a 
mockup of the automatically customized support prescription supervisors and employees will 
interact with once the system is live.  
 
  

 

35 Sherman, L. W. (2022). “Test-As-You-Go” for Hot Spots Policing: Continuous Impact Assessment with Repeat Crossover 
Designs. Cambridge Journal of Evidence-Based Policing, 6(1-2), 25-41. 
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Figure B. Officer Dashboard – Supervisor View 
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Figure C. PrISM Alert and Support Plan 

 
A low barrier to participation and engagement is essential to the successful engagement of evidence-
based solutions. PrISM will require a brief (10 to 15 min) e-learning orientation but otherwise will be 
driven by the configuration of the tool itself. Supervisors will not be required to attend extended 
training in PrISM, develop and maintain PrISM-specific competency or even learn a new computer 
application. Instead, PrISM supports standard best practice training, education and experience for 
“good supervision.” The system sits on top of those robust human competencies as intelligent 
decision support.36 ,37 This system is not dependent on the lowest common denominator for success 
and is specifically designed to work with the natural faculties and competencies of supervisors and 
managers at SPD.    
 

VII. Conclusion and Next Steps 
 
If a goal of the Consent Decree was to build SPD as a learning organization, capable of critical self-
assessment and dedicated to continual improvement, the Consent Decree has been a resounding 
success.  While we cannot control media headlines that focus on the negative over the positive, we 
own and learn from our self-imposed errors and strive to do better – whether that is in our activities, 

 

36 Gottinger, H. W., & Weimann, P. (1992). Intelligent decision support systems. Decision support systems, 8(4), 317-
332. 
 
37 Phillips‐Wren, G. (2013). Intelligent decision support systems. Multicriteria decision aid and artificial intelligence: 
links, theory and applications, 25-44. 
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our communication, our policies and practices, or our analysis.  Acutely aware of the impact of the 
strain under which our employees have been operating since 2020, the extraordinary sacrifice we 
are asking of them to meet the public safety demands of our community, as reflected in 
augmentation and mandatory overtime numbers, we – like many organizations nationwide, across 
industries – are working hard to re-build following the pandemic and a devastating 2020 and to 
create a healthy work environment consistent with City values.   
 
We do all of this with the goal also of giving back to the field of policing.  Over the past decade, SPD 
has been the fortunate recipient of significant support from our community, our accountability 
partners, academia and policing. We feel it is important to share what we have learned and 
developed for the benefit of all. In addition to a robust open data program which recently achieved 
highest transparency score on the Vera Police Data Transparency Index, the SPD will be launching a 
public repository of computer code, research projects, and statistical models for anyone to view, 
download and use, or even propose enhancements.  We routinely consult with our policing partners 
around the world and offer free support in the form of meetings, visits, documentation, and non-
material assets (statistical models, computer code, etc.) to others attempting to do this work.   
 
Finally, SPD is grateful for the vocal support of our accountability partners, the Mayor’s Office, a City 
Council that has pledged and demonstrated a collaborative relationship, and to all others who have 
engaged in authentic discourse.  We are stronger when we all work together.    
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LIEUTENANT BRANDON JAMES 

DR. JAMEELAH CAGE, 360 RELATIONAL POLICING COORDINATOR 

LUBNA MAHADEEN, DIVERSITY, EQUITY & INCLUSION STRATEGIC ADVISOR  

SEATTLE POLICE DEPARTMENT | 610 Fifth Avenue; Seattle, WA 98124-4986 

Case 2:12-cv-01282-JLR   Document 792-2   Filed 02/29/24   Page 36 of 209



 

1 | P a g e  
 

Relational Policing is a strategic method to engage the community through various techniques, 

including innovative programs and community partnerships that work to bridge the gap 

between the community and the police. Seattle Police Department will continue to build and 

maintain equitable, respectful relationships with communities we serve through partnerships 

and meaningful dialogues. The concept of Relational Policing within Before the Badge (BTB) 

includes a multi-week program that introduces pre-academy recruits to community 

engagement, cultural awareness, and officer wellness. Recruits are introduced to various 

cultures throughout the city to gain knowledge on how the police have impacted them and 

ways to move forward. Recruits are also taught innovative techniques to deal with stress and 

work through traumatic triggers they may encounter.   

 

The Before the Badge team ensures that program curriculum encompasses racial and social 

justice content when selecting program presenters from the community, and meetings with 

community-based organizations. The intent is to expand on the foundation set forth for BTB 

through continued evaluation of the program content and curriculum.  The goal of relational 

policing is to take a 360 approach with the curriculum provided to Before the Badge (BTB) 

participants. The initial step encompasses granting the opportunity for Field Training Officers to 

attend identified BTB presentations, followed by Command Staff and Patrol Officers. Weaving 

this unique program through the entire department will strengthen relationships within the 

Seattle Police Department and the community. 

 

360 Approach 

  

 

 

  

 

Before the Badge 

Field Training Officers 

Command Staff 

Patrol Officers 
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The Relational Policing Team values the importance of trauma-informed policing. Identifying 

the most appropriate training module to present to new recruits, Field Training Officers, 

Command Staff then Patrol Officers is part of the teams 2024 workplan. A subject matter expert 

within Seattle Police Department has been identified, and the team will be working closely with 

that individual to come up with a strategy for curriculum development and an implementation 

plan. 

 

 

Relational Policing Timeline/Workplan  

 

                                                                                                                                 

 

 

 

 

 

 

 

 

 

 

 

 

 

Infuse relational 
policing practices 
throughout the 

department. 

December 
2025 

Develop 
partnerships with 
local companies of 
all sizes to foster 

community. 

December 
2024 

Improve and 
standardize 

Before the Badge 
Training Program. 

Identify and 
implement a 

Trauma-Informed 
Policing Plan. 

Develop and 
Implement a 

Diversity, Equity, 
and Inclusion 

(DEI) Plan. 
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Catalogue of Before the Badge Engagements 

RSJI 

Component 

Course 

Catalog  

Class  # of Sessions 

(to date) 

Dates of Sessions  

Yes Community 

Centered 

Dialog and 

Learning  

African 

American 

Advisory 

Council 

15 06/08/2022; 08/12/2022; 08/17/2022; 

09/15/2022; 11/17/2022; 12/15/2022; 

01/19/2023; 02/16/2023; 03/16/2023; 

04/20/2023; 05/18/2023; 06/15/2023; 

07/20/2023; 08/17/2023; 09/21/2023 

Yes Community 

Centered 

Dialog and 

Learning  

Filipino 

Community 

Meeting  

15 06/15/2022; 07/26/2022; 09/20/2022; 

11/08/2022; 12/13/2022; 01/10/2023; 

02/21/2023; 03/14/2023; 04/11/2023; 

05/09/2023; 06/13/2023; 07/11/2023; 

08/08/2023; 10/11/2023; 12/12/2023 

Yes Community 

Centered 

Dialog and 

Learning  

IF Project  24 09/28/2022; 06/21/2022; 07/20/2022; 

08/01/2022; 08/02/2022; 09/28/2022; 

11/03/2022; 11/04/2022; 12/01/22; 

12/02/22; 01/05/2023; 01/06/23; 

02/02/2023; 02/03/2023; 03/02/2023; 

03/03/2023; 04/06/2023; 04/06/2023; 

05/04/2023; 06/01/2023; 07/06/2023; 

08/03/2023; 09/07/2023; 10/05/2023 

Yes Community 

Centered 

Dialog and 

Learning  

Latinx 

Community 

Meeting  

14 06/16/2022; 08/02/2022; 12/09/2022; 

01/13/2023; 02/10/2023; 03/10/2023; 

04/20/2023; 05/18/2023; 06/15/2023; 

07/20/2023; 08/17/2023; 09/21/2023; 

10/19/2023; 12/21/2023 

Yes Community 

Centered 

Dialog and 

Learning  

LEAD 

Presentation  

15 06/14/2022; 07/22/2022; 10/05/2022; 

11/04/2022; 12/02/2022; 01/06/2023; 

02/03/2023; 03/03/2023; 04/20/2023; 

05/25/2023; 06/22/2023; 07/27/2023; 

08/24/2023; 09/28/2023; 10/26/2023 

Yes Community 

Centered 

Dialog and 

Learning  

LGBTQ+ 

History/ 

Gender 

Presentation  

14 06/07/2022; 07/20/2022; 08/03/2022; 

09/22/2022; 12/29/2022; 03/16/2023; 

04/27/2023; 05/18/2023; 06/15/2023; 

07/20/2023; 08/24/2023; 09/21/2023; 

10/19/2023; 12/21/2023 
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RSJI 

Component 

Course 

Catalog  

Class  # of Sessions 

(to date) 

Dates of Sessions  

Yes Community 

Centered 

Dialog and 

Learning  

LGBTQ+ 

Advisory 

Council 

Meeting  

3 07/05/2023; 10/04/2023; 11/1/2023 

Yes Community 

Centered 

Dialog and 

Learning  

Middle 

Eastern DAC 

Meeting  

17 06/22/2022; 7/28/2022; 09/29/2022; 

10/27/2022; 12/22/2022; 01/26/2023; 

02/23/2023; 03/23/2023; 04/27/2023; 

05/25/2023; 06/22/2023; 07/27/2023; 

08/24/2023; 09/28/2023; 10/19/2023; 

10/26/2023; 12/28/2023 

Yes Community 

Centered 

Dialog and 

Learning  

RSJI  7 05/31/2022; 06/03/2022; 07/26/2022; 

07/27/2022; 08/03/2022; 09/07/2022; 

09/12/2022;  

Yes Community 

Centered 

Dialog and 

Learning  

History of 

Policing 

Presentation  

7 05/27/2022; 07/13/2022; 08/17/2022; 

09/28/2023; 10/31/2023; 11/29/2023; 

12/28/2023 

Yes Community 

Centered 

Dialog and 

Learning  

Relational 

Policing 

Presentation  

15 05/25/2022; 06/24/2022; 07/13/2022; 

09/08/2022; 11/02/2022; 12/14/2022; 

01/04/2023; 02/01/2023; 03/01/2023; 

07/19/2023; 08/28/2023; 09/25/2023; 

10/23/2023; 11/27/2023; 12/20/2023 

Yes Community 

Centered 

Dialog and 

Learning  

CID Tour 9 09/26/2022; 11/01/2022; 12/06/2022; 

01/03/2023; 02/07/2023; 03/07/2023; 

04/04/2023; 10/26/2023; 12/28/2023 

Yes Community 

Centered 

Dialog and 

Learning  

Cultural 

Awareness 

Presentation  

2 7/5/2023; 11/06/2023 

Yes Community 

Centered 

Dialog and 

Learning  

East African 

Community 

Meeting  

6 08/12/2022; 08/17/2022; 09/15/2022; 

01/27/2023; 02/24/2023; 03/24/2023 
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RSJI 

Component 

Course 

Catalog  

Class  # of Sessions 

(to date) 

Dates of Sessions  

Yes Community 

Centered 

Dialog and 

Learning  

Fellowship 

Meeting  

8 10/6/2022; 11/16/2022; 12/21/2022; 

01/18/2023; 02/15/2023; 03/15/2023; 

11/15/2023; 12/23/2023 

Yes Community 

Centered 

Dialog and 

Learning  

Northwest 

African 

American 

Museum Tour  

6 6/14/2022; 09/21/2022; 11/18/2022; 

12/22/2022; 02/17/2023; 03/17/2023 

Yes Community 

Centered 

Dialog and 

Learning  

Rainier Beach 

Highschool 

3 5/3/2023; 11/15/2023; 12/20/2023 

Yes Community 

Centered 

Dialog and 

Learning  

Suquamish 

Museum Tour  

2 10/04/2023; 11/01/2023 

Yes Community 

Centered 

Dialog and 

Learning  

The Collective  16 6/21/2022; 08/2/2022; 09/28/2022; 

11/3/2022; 12/01/2022; 01/05/2023; 

02/02/2023; 03/02/2023; 04/06/2023; 

05/04/2023; 06/01/2023; 07/06/2023; 

08/03/2023; 09/07/2023; 10/05/2023; 

11/02/2023 

Yes Community 

Centered 

Dialog and 

Learning  

Black-Owned 

Businesses 

Tour 

5 04/07/2023; 05/30/2023; 08/07/2023; 

08/31/2023; 12/26/2023 

Yes Community 

Centered 

Dialog and 

Learning  

Bias Free 

Policing  

2 08/03/2022; 09/12/2022;  

Yes Community 

Centered 

Dialog and 

Learning  

Juvenile 

Detention  

2 11/9/2022; 12/14/2023 

No Public Safety 

360 

Risk 

Management: 

Becca 

Boatright 

11 05/25/2022; 07/15/2022; 09/21/2022; 

11/02/2022; 11/04/2022; 12/07/2022; 

01/04/2023; 02/01/2023; 03/01/2023; 

04/05/2023; 06/28/2023; 09/05/2023 
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RSJI 

Component 

Course 

Catalog  

Class  # of Sessions 

(to date) 

Dates of Sessions  

No Public Safety 

360 

OIG: Lisa 

Judge  

10 07/15/2022; 09/21/2022; 11/02/2022; 

12/07/2022; 01/04/2023; 02/01/2023; 

03/01/2023; 04/05/2023; 09/05/2023; 

10/03/2023 

No Public Safety 

360 

OPA 

Presentation: 

Geneva Taylor  

13 05/25/2022; 07/15/2022; 09/21/2022; 

09/30/2023; 11/02/2022; 11/04/2022; 

12/07/2022; 01/04/2023; 02/01/2023; 

03/01/2023; 04/05/2023; 08/31/2023; 

10/03/2023 

No Public Safety 

360 

Precinct Visit: 

East Precinct  

10 06/23/2022; 07/28/2022; 10/06/2022; 

05/05/2023; 05/22/2023; 07/03/2023; 

08/14/2023; 09/25/2023; 10/18/2023; 

10/19/2023;  

No Public Safety 

360 

Precinct Visit: 

South Precinct  

12 07/07/2022; 08/11/2022; 09/15/2022; 

09/19/2022; 10/20/2022; 04/24/2023; 

06/05/2023; 06/12/2023; 07/17/2023; 

07/31/2023; 08/01/2023; 10/02/2023 

No Public Safety 

360 

Precinct Visit: 

West Precinct  

12  06/16/2022; 07/21/2022; 08/25/2022; 

09/29/2022; 11/03/2022; 05/08/2023; 

06/26/2023; 07/24/2023; 10/18/2023; 

10/23/2023; 11/27/2023; 12/14/2023 

No Public Safety 

360 

Precinct Visit: 

Southwest 

Precinct  

13 06/09/2022; 07/14/2022; 08/18/2022; 

09/22/2022; 09/26/2022; 09/29/2022; 

10/27/2022; 05/01/2023; 06/12/2023; 

07/31/2023; 08/28/2023; 10/16/2023; 

12/18/2023 

No Public Safety 

360 

EEO: Rebecca 

McKechnie  

6 05/24/2022; 06/30/2022; 07/26/2022; 

09/01/2022; 09/16/2022; 09/30/2022;  

No Public Safety 

360 

Social Media  8 05/24/2022; 07/15/2022; 10/03/2023; 

12/23/2022; 02/03/2023; 03/03/2023; 

06/29/2023; 09/20/2023 

No Public Safety 

360 

COP: Adrian 

Diaz  

14 9/7/22; 10/02/2022; 11/23/2022; 

01/09/2023; 02/13/2023; 03/20/2023; 

04/17/2023; 05/15/2023; 06/19/2023; 

07/10/2023; 07/17/2023; 08/21/2023; 

09/18/2023; 10/26/2023 
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RSJI 

Component 

Course 

Catalog  

Class  # of Sessions 

(to date) 

Dates of Sessions  

No Public Safety 

360 

Deputy Mayor 

Presentation 

5 09/02/2022; 10/07/2022; 06/26/23; 

08/30/23; 10/04/2023 

No Public Safety 

360 

SPD Crime 

Prevention 

Coordinators 

Staff 

N/A    

No Public Safety 

360 

Victims 

Services Team 

(VST) 

Presentation  

6 07/19/2022; 08/01/2022; 10/3/2022; 

11/29/2022; 03/30/2023; 09/05/2023 

No Public Safety 

360 

Precinct Visit: 

North Precinct  

9 05/26/2022; 08/04/2022; 09/08/2022; 

10/13/2022; 04/17/2023; 05/22/2023; 

09/25/2023; 11/06/2023; 12/11/2023 

No Public Safety 

360 

SPD CSO Staff 5 09/09/2022; 03/29/2023; 05/04/2023; 

07/12/2023; 08/30/2023;  

 Yes  Wellness and 

Professional 

Development  

Dr. David 

Lewis 

(Sessions 1-5)  

72 06/06/2022; 06/27/2022; 07/11/2022; 

07/18/2022; 07/25/2022; 08/01/2022; 

08/08/2022; 08/09/2022; 08/15/2022; 

08/16/2022; 09/06/2022; 09/20/2022; 

09/27/2022; 10/04/2022; 10/11/2022; 

10/18/2022; 10/25/2022; 11/01/2022; 

11/7/2022; 11/08/2022; 11/14/2022; 

11/15/2022; 11/22/2022; 11/21/2022; 

11/29/2022; 12/06/2022; 12/13/2022; 

12/20/2022; 12/27/2022; 01/03/2023; 

01/10/2023; 01/17/2023; 01/24/2023; 

01/31/2023; 02/07/2023; 02/14/2023; 

02/21/2023; 02/28/2023; 03/07/2023; 

03/14/2023; 03/21/2023; 03/28/2023; 

04/04/2023; 04/18/2023; 04/25/2023; 

05/02/2023; 05/09/2023; 05/16/2023; 

05/23/2023; 05/30/2023; 06/06/2023; 

06/13/2023; 06/20/2023; 06/27/2023; 

07/11/2023; 07/18/2023; 07/25/2023; 

08/01/2023; 08/08/2023; 08/15/2023; 
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RSJI 

Component 

Course 

Catalog  

Class  # of Sessions 

(to date) 

Dates of Sessions  

08/22/2023; 08/29/2023; 09/05/2023; 

09/19/2023; 09/26/2023; 10/03/2023; 

10/10/2023; 10/17/2023; 10/24/2023; 

10/31/2023; 12/12/2023; 12/19/2023 

 No Wellness and 

Professional 

Development  

SPD K9 Staff  4 06/10/2022; 07/29/2022; 10/12/2022 

03/29/2023 

No Wellness and 

Professional 

Development  

SPD Mounted 

Unit Staff  

7 06/10/2022; 07/12/2022; 10/05/2022; 

11/30/2022; 01/31/2023; 02/27/2023; 

10/17/2023 

No Wellness and 

Professional 

Development  

TCIS Unit 

Presentation  

9 06/10/2022; 08/05/2022; 09/30/2022; 

11/23/2022; 12/16/2022; 01/27/2023; 

03/29/2023; 07/19/2023; 09/20/2023 

 Yes  Wellness and 

Professional 

Development  

Outward 

Mindset  

 

11 06/01/2022; 06/02/2022; 07/05/2022; 

07/06/2022; 08/23/2022; 08/24/2022; 

09/13/2022; 09/14/2022; 10/19/2022; 

10/21/2022; 12/13/2023 

 No Wellness and 

Professional 

Development  

Wellness Unit 99 05/24/2022; 05/25/2022; 05/27/2022; 

06/08/2022; 06/10/2022; 06/17/2022; 

06/22/2022; 07/01/2022; 07/08/2022; 

07/12/2022; 07/22/2022; 07/26/202; 

07/29/2022; 08/02/2022; 08/05/2022; 

08/09/2022; 08/12/2022; 08/16/2022; 

08/19/2022; 08/26/2022; 09/02/2022; 

09/06/2022; 09/09/2022; 09/16/2022; 

09/23/2022; 09/27/2022; 10/04/2022; 

10/11/2022; 10/14/2022; 10/18/2022; 

10/25/2022; 10/28/2022; 11/01/2022; 

11/04/2022; 11/15/2022; 11/18/2022; 

11/30/2022; 12/02/2022; 12/09/2022; 

12/16/2022; 12/23/2022; 12/30/2022; 

01/06/2023; 01/13/2023; 01/30/2023; 

02/03/2023; 02/10/2023; 02/17/2023; 

02/24/2023; 03/03/2023; 03/10/2023; 

03/17/2023; 03/24/2023; 03/31/2023; 

04/07/2023; 04/12/2023; 04/18/2023; 

04/19/2023; 04/25/2023; 04/26/2023; 
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RSJI 

Component 

Course 

Catalog  

Class  # of Sessions 

(to date) 

Dates of Sessions  

05/02/2023; 05/09/2023; 05/10/2023; 

05/16/2023; 05/17/2023; 05/23/2023; 

05/25/2023; 05/30/2023; 05/31/2023; 

06/01/2023; 06/06/2023; 06/13/2023; 

06/14/2023; 06/20/2023; 06/21/2023; 

06/27/2023; 06/29/2023; 07/18/2023; 

07/19/2023; 07/25/2023; 07/26/2023; 

08/01/2023; 08/08/2023; 08/09/2023; 

08/15/2023; 08/16/2023; 08/29/2023; 

08/30/2023; 09/19/2023; 09/20/2023; 

09/27/2023; 10/03/2023; 10/10/2023; 

10/11/2023; 10/17/2023; 10/18/2023; 

10/24/2023; 10/25/2023; 10/31/2023 

 Yes Wellness and 

Professional 

Development  

Growth 

Mindset  

17 07/08/2022; 07/25/2022; 09/16/2022; 

10/17/2022; 12/01/2022; 01/17/2023; 

02/23/2023; 03/09/2023; 03/21/2022; 

04/18/2023; 05/16/2023; 06/20/2023; 

07/18/2023; 08/15/2023; 09/19/2023; 

10/17/2023; 12/19/2023 

 No Wellness and 

Professional 

Development  

SPD DV/SA 

Unit Staff 

3 12/16/2022; 03/31/2023; 5/24/2023 

 No Wellness and 

Professional 

Development  

SPD Harbor 

Unit Staff 

5 10/12/2022; 02/22/2023; 03/22/2023; 

03/31/2022; 08/18/2023 
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Race & Social Justice Initiative 

The Race and Social Justice Initiative (RSJI) at the Seattle Police Department (SPD) is a 

fundamental and long-term commitment to address the deep-rooted issues of racial and social 

injustice that have historically troubled our society. SPD has a firm dedication to fostering 

equity, inclusivity, and fairness in the delivery of law enforcement services and the relationships 

it builds with the diverse communities it serves. 

 

RSJI is not just a program; it is a profound belief that guides SPD's efforts and procedures, 

emphasizing the fundamental principle that justice should be unbiased, neutral, and free from 

prejudice. This initiative recognizes the historical obstacles and systemic imbalances that have 

unfairly impacted marginalized communities and aims to correct these injustices.  

Over the years, SPD has consistently invested in RSJI, recognizing the critical importance of 

continuous education and commitment to social and racial justice. This commitment has been 

brought to life through a series of comprehensive training programs aimed at enhancing 

officers' understanding of the complex dynamics surrounding race, social justice, and 

community engagement. 

Presented here is a catalog that reflects on the extensive list of RSJI training programs that have 

shaped the minds and hearts of SPD personnel. These programs represent a legacy of learning, 

growth, and self-awareness, empowering officers to serve as compassionate, empathetic, and 

accountable guardians of the community. 

 

Exploring through the catalog of RSJI training programs, each a testament to SPD's commitment 

to improvement, fostering trust within the communities we serve, and leaving a lasting mark on 

the path toward racial and social justice, we find the following programs: 
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Course Catalog  Class  # of Sessions 

(to date) 

Dates of Sessions  

Community Centered 

Dialog and Learning  

African American 

Advisory Council 

15 06/08/2022; 08/12/2022; 08/17/2022; 

09/15/2022; 11/17/2022; 12/15/2022; 

01/19/2023; 02/16/2023; 03/16/2023; 

04/20/2023; 05/18/2023; 06/15/2023; 

07/20/2023; 08/17/2023; 09/21/2023 

Community Centered 

Dialog and Learning  

Filipino Community 

Meeting  

14 06/15/2022; 07/26/2022; 09/20/2022; 

11/08/2022; 12/13/2022; 01/10/2023; 

02/21/2023; 03/14/2023; 04/11/2023; 

05/09/2023; 06/13/2023; 07/11/2023; 

08/08/2023; 10/11/2023 

Community Centered 

Dialog and Learning  

IF Project  24 09/28/2022; 06/21/2022; 07/20/2022; 

08/01/2022; 08/02/2022; 09/28/2022; 

11/03/2022; 11/04/2022; 12/01/22; 

12/02/22; 01/05/2023; 01/06/23; 

02/02/2023; 02/03/2023; 03/02/2023; 

03/03/2023; 04/06/2023; 04/06/2023; 

05/04/2023; 06/01/2023; 07/06/2023; 

08/03/2023; 09/07/2023; 10/05/2023 

Community Centered 

Dialog and Learning  

Latinx Community 

Meeting  

13 06/16/2022; 08/02/2022; 12/09/2022; 

01/13/2023; 02/10/2023; 03/10/2023; 

04/20/2023; 05/18/2023; 06/15/2023; 

07/20/2023; 08/17/2023; 09/21/2023; 

10/19/2023 

Community Centered 

Dialog and Learning  

LEAD Presentation  16 06/14/2022; 07/22/2022; 10/05/2022; 

11/04/2022; 12/02/2022; 01/06/2023; 

02/03/2023; 03/03/2023; 04/20/2023; 

05/25/2023; 06/22/2023; 07/27/2023; 

08/24/2023; 09/28/2023; 10/26/2023; 

12/28/2023 

Community Centered 

Dialog and Learning  

LGBTQ+ History/ 

Gender Presentation  

13 06/07/2022; 07/20/2022; 08/03/2022; 

09/22/2022; 12/29/2022; 03/16/2023; 

04/27/2023; 05/18/2023; 06/15/2023; 

07/20/2023; 08/24/2023; 09/21/2023; 

10/19/2023 

Community Centered 

Dialog and Learning  

LGBTQ+ Advisory 

Council Meeting  

3 07/05/2023; 10/04/2023; 11/1/2023 
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Course Catalog  Class  # of Sessions 

(to date) 

Dates of Sessions  

Community Centered 

Dialog and Learning  

Middle Eastern DAC 

Meeting  

17 06/22/2022; 7/28/2022; 09/29/2022; 

10/27/2022; 12/22/2022; 01/26/2023; 

02/23/2023; 03/23/2023; 04/27/2023; 

05/25/2023; 06/22/2023; 07/27/2023; 

08/24/2023; 09/28/2023; 10/19/2023; 

10/26/2023; 12/28/2023 

Community Centered 

Dialog and Learning  

RSJI  7 05/31/2022; 06/03/2022; 07/26/2022; 

07/27/2022; 08/03/2022; 09/07/2022; 

09/12/2022;  

Community Centered 

Dialog and Learning  

History of Policing 

Presentation  

7 05/27/2022; 07/13/2022; 08/17/2022; 

09/28/2023; 10/31/2023; 11/29/2023; 

12/28/2023 

Community Centered 

Dialog and Learning  

Relational Policing 

Presentation  

14 05/25/2022; 06/24/2022; 07/13/2022; 

09/08/2022; 11/02/2022; 12/14/2022; 

01/04/2023; 02/01/2023; 03/01/2023; 

07/19/2023; 08/28/2023; 09/25/2023; 

10/23/2023; 11/27/2023 

Community Centered 

Dialog and Learning  

CID Tour 9 09/26/2022; 11/01/2022; 12/06/2022; 

01/03/2023; 02/07/2023; 03/07/2023; 

04/04/2023; 10/26/2023; 12/28/2023 

Community Centered 

Dialog and Learning  

Cultural Awareness 

Presentation  

2 7/5/2023; 11/06/2023 

Community Centered 

Dialog and Learning  

East African 

Community Meeting  

6 08/12/2022; 08/17/2022; 09/15/2022; 

01/27/2023; 02/24/2023; 03/24/2023 

Community Centered 

Dialog and Learning  

Fellowship Meeting  7 10/6/2022; 11/16/2022; 12/21/2022; 

01/18/2023; 02/15/2023; 03/15/2023; 

11/15/2023 

Community Centered 

Dialog and Learning  

Northwest African 

American Museum 

Tour  

6 6/14/2022; 09/21/2022; 11/18/2022; 

12/22/2022; 02/17/2023; 03/17/2023 

Community Centered 

Dialog and Learning  

Rainier Beach High 

School 

3 5/3/2023; 11/15/2023; 12/20/2023 

Community Centered 

Dialog and Learning  

Suquamish Museum 

Tour  

2 10/04/2023; 11/01/2023 
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Course Catalog  Class  # of Sessions 

(to date) 

Dates of Sessions  

Community Centered 

Dialog and Learning  

The Collective  16 6/21/2022; 08/2/2022; 09/28/2022; 

11/3/2022; 12/01/2022; 01/05/2023; 

02/02/2023; 03/02/2023; 04/06/2023; 

05/04/2023; 06/01/2023; 07/06/2023; 

08/03/2023; 09/07/2023; 10/05/2023; 

11/02/2023 

Community Centered 

Dialog and Learning  

Black-Owned 

Businesses Tour 

5 04/07/2023; 05/30/2023; 08/07/2023; 

08/31/2023; 12/26/2023 

Community Centered 

Dialog and Learning  

Bias Free Policing  2 08/03/2022; 09/12/2022;  

Wellness and 

Professional 

Development  

Dr. David Lewis 

(Sessions 1-5)  

72 06/06/2022; 06/27/2022; 07/11/2022; 

07/18/2022; 07/25/2022; 08/01/2022; 

08/08/2022; 08/09/2022; 08/15/2022; 

08/16/2022; 09/06/2022; 09/20/2022; 

09/27/2022; 10/04/2022; 10/11/2022; 

10/18/2022; 10/25/2022; 11/01/2022; 

11/7/2022; 11/08/2022; 11/14/2022; 

11/15/2022; 11/22/2022; 11/21/2022; 

11/29/2022; 12/06/2022; 12/13/2022; 

12/20/2022; 12/27/2022; 01/03/2023; 

01/10/2023; 01/17/2023; 01/24/2023; 

01/31/2023; 02/07/2023; 02/14/2023; 

02/21/2023; 02/28/2023; 03/07/2023; 

03/14/2023; 03/21/2023; 03/28/2023; 

04/04/2023; 04/18/2023; 04/25/2023; 

05/02/2023; 05/09/2023; 05/16/2023; 

05/23/2023; 05/30/2023; 06/06/2023; 

06/13/2023; 06/20/2023; 06/27/2023; 

07/11/2023; 07/18/2023; 07/25/2023; 

08/01/2023; 08/08/2023; 08/15/2023; 

08/22/2023; 08/29/2023; 09/05/2023; 

09/19/2023; 09/26/2023; 10/03/2023; 

10/10/2023; 10/17/2023; 10/24/2023; 

10/31/2023; 12/12/2023; 12/19/2023 
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Wellness and 

Professional 

Development 

SPD- 2023 NAAM- 

Northwest African 

American Museum 

video series, parts 1-3  

 

3 2/1/2023; 3/3/2023; 3/7/2023 

Wellness and 

Professional 

Development  

Anti-Harassment and 

Anti-Discrimination 

online class  

2 2/1/2022; 2018 - 2021; 

Wellness and 

Professional 

Development  

COPS: Changing 

Perceptions: A Fair 

and Impartial Policing 

Approach  

 2020 

Wellness and 

Professional 

Development  

Acknowledging and 

Managing the Hidden 

Bias of Good People 

 2019-2020 

Wellness and 

Professional 

Development  

Law Enforcement and 

Society: Lessons of the 

Holocaust  

 2017 

Wellness and 

Professional 

Development  

Outward Mindset  

 

10 06/01/2022; 06/02/2022; 07/05/2022; 

07/06/2022; 08/23/2022; 08/24/2022; 

09/13/2022; 09/14/2022; 10/19/2022; 

10/21/2022;  

Wellness and 

Professional 

Development 

SPD - Outward 

Mindset for 

Supervisors Part 1 

1 9/29/2022 

 

Wellness and 

Professional 

Development 

SPD - Outward 

Mindset for 

Supervisors Part 2 

1 3/7/2023;  

Wellness and 

Professional 

Development 

SPD - 2022 Growth 

Mindset - Be 

Coachable & Coach 

Others 

1 8/16/2022 

 

Wellness and 

Professional 

Development 

SPD - 2022 Growth 

Mindset - Review and 

Call to Action 

1 8/16/2022 
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Wellness and 

Professional 

Development 

SPD - 2022 Growth 

Mindset - Adapt and 

Improve 

1 7/19/2022 

 

Wellness and 

Professional 

Development 

SPD- 2022 Growth 

Mindset - Always 

Learning 

1 7/5/2022 

 

Wellness and 

Professional 

Development 

SPD- 2022 Growth 

Mindset - Launch 

1 6/21/2022 

 

 SPD - 2022 Tactical 

Response to Edged 

Weapons and Crowd 

Management 

1 9/29/2022 

 

Wellness and 

Professional 

Development 

SPD Coaching Skills for 

People Managers 

1 4/18/2022 

 

 SPD - 2022 Americans 

with Disabilities Act 

(ADA) - Effective 

Communication 

1 3/25/2022 

 

Online Course Uncovering 

Unconscious Bias in 

Recruiting and 

Interviewing 

1 4/10/2021 

 

 SPD - 2021 Active 

Bystander for Law 

Enforcement (ABLE) 

1 2/11/2021 

 

 WSCJTC - 2020 Annual 

Crisis Intervention 

Team Online Course 

1 11/17/2020 

 SPD - 2020 Hate 

Crimes and other Bias 

Incidents eLearning 

1 2/25/2020 
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Upcoming Bias Free Training 

As the Seattle Police Department (SPD) continues its strong commitment to fostering equity, 

inclusivity, and fairness within our law enforcement services and community relationships, we 

acknowledge that progress demands a dedication to ongoing education and self-improvement. 

Our mission to address racial and social injustice remains firm, and part of this commitment 

involves the continuous expansion of our training programs. 

To further our commitment to equity, inclusivity, and fairness, we are forming a series of Bias-

Free Training programs. These initiatives aim to enhance our officers' understanding of racial 

bias, social justice, and community engagement, empowering them to be compassionate, 

empathetic, and accountable guardians of our diverse community. 

The upcoming training programs reflect our continuous dedication to personal and professional 

growth, reinforcing trust within the communities we serve, and making an enduring impact on 

our journey toward racial and social justice. Each program is thoughtfully designed to equip 

officers with the knowledge, skills, and perspectives needed to confront bias, foster inclusivity, 

and build stronger, more trusting community relationships. 

The upcoming catalog details essential future training sessions scheduled for 2024, playing a 

pivotal role in SPD’s ongoing mission and contributing to a more equitable future. We are also 

in the process of planning additional training programs for SPD employees, integrating the RSJI 

component. Here is a preview of some of the upcoming classes, building upon the foundation 

of previous training sessions: 
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Course Catalog  Class  Description # of 

Sessions  

Estimated Dates of 

Sessions  

Cultural Awareness 

Presentation 

Ben McBride – 

Empower Initiative- 

Quadrant Training 

A training that will focus on 
identifying our implicit 
biases, at our faulty 
understanding of power. 
Learning about Quadrant 
concept & the cultural and 
structural belonging of 
individuals. 

4 29/1/2024; 30/1/2024  

24/6/2024; 25/6/2024 

Community 

Centered Dialog and 

Learning 

Northwest African 

American Museum 

video series, parts 

1-3   

 3 January 2024 

June 2024  

 Anti-Harassment 

and Anti-

Discrimination 

online class  

Addressing and preventing 
workplace discrimination 
and harassment to set a 
welcoming, inclusive, and 
safe work environment, 
where everyone can do 
their best work. 

4 January 2024 

April 2024 

July 2024 

October 2024 

e-Learning Course COPS: Changing 

Perceptions: A Fair 

and Impartial 

Policing Approach  

Provides an opportunity to 

assume the roles of three 

different law enforcement 

officers in an interactive 

video-based simulation, 

make decisions for these 

officers, and experience the 

consequences of their 

choices. The modules train 

officers on the effect of 

implicit bias and provide 

them with the information 

and skills they need to 

reduce and manage their 

biases. 

4 January 2024 

April 2024 

July 2024 

October 2024 

 Acknowledging and 

Managing the 

Hidden Bias of Good 

People  

The impact of our implicit 

bias negatively affects legal 

decisions, educational 

outcomes, governmental 

priorities, and employee 

engagement. 

4 January 2024 

April 2024 

July 2024 

October 2024 
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Course Catalog  Class  Description # of 

Sessions  

Estimated Dates of 

Sessions  

Understanding, What is 

implicit bias? Where it 

comes from? How it affects 

our attitudes and behaviors 

of the targeted groups? 

How it can be reduced? 

And, What are the potential 

solutions? How can 

personal and organizational 

behaviors and practices be 

changed? 

 Law Enforcement 

and Society: 

Lessons of the 

Holocaust  

 1 2024 

 Basic Crowd 

Management 

Training.  

Learning basic skills for 

officers pertaining to crowd 

management: 

 -A review of SPD policies 

and procedures related to 

Crowd Management 

-A review of the OPA’s and 

OIG’s crowd management 

recommendations. 

 TBD 

 Crisis Intervention 

Training / Virtual 

Reality (1-hour) 

Allows officers to practice 

effective communication, 

active listening, empathy, 

and de-escalation 

techniques, preparing them 

to respond appropriately 

and safely in real-life 

scenarios where de-

escalation is crucial. 

1-4 TBD 

SPD - Outward 

Mindset series 

SPD - Outward 

Mindset Training 

Viewing people as people 

rather than as objects so 

that adjustments can be 

made to be more effective 

with people.  This will 

1-5 TBD 
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Course Catalog  Class  Description # of 

Sessions  

Estimated Dates of 

Sessions  

consequently increase 

awareness and reduce bias 

based on objectifying 

others. 

 SPD - Outward 

Inclusion Training 

 Training Builds on the 

Outward Mindset program 

to dive deeper into how to 

improve inclusionary 

behaviors. 

1-5 TBD 

 SPD - 2024 Growth 

Mindset Refresher 

 

Training series: 

-Review and call to 

action. 

-Adapt and 

improve. 

-Always learning. 

-Launch. 

A reminder of the core 
concept of growth mindset 
that all people can grow and 
develop because of the 
reality of neuroplasticity. 
 

1-4  TBD 

 SPD Coaching Skills 

for People 

Managers 

 1-4 TBD 

 

As we prioritize the upcoming Bias-Free Training programs, it is important to note that the 

Education and Training Department within the Seattle Police Department collaborates with the 

Anti-Defamation League (ADL) for a delivery of workshops and trainings to ensure sworn 

personnel maintain proficiency with all core competencies. We aim to continue to monitor the 

training offerings provided by the Education and Training Department to ensure the most 

relevant and beneficial programs are available to our officers. These training courses 

incorporate the essential Race and Social Justice (RSJI) component, empowering our officers to 

establish stronger connections with the community and enhancing their awareness of societal 

issues. 

 

Case 2:12-cv-01282-JLR   Document 792-2   Filed 02/29/24   Page 55 of 209



 

20 | P a g e  
 

Develop and Implement a Diversity, Equity, and Inclusion (DEI) Plan 
 

As we move forward in the development of a Rational Policing Plan, it is a priority to 

incorporate a comprehensive Diversity, Equity, and Inclusion (DEI) strategy. This plan will serve 

as a fundamental framework to ensure fair and just law enforcement practices, fostering a 

more inclusive and equitable environment for both our officers and the communities we serve. 

By actively integrating DEI principles, we aim to strengthen community relationships, promote 

understanding, and eliminate biases within our department. 
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Scope 

 

The scope of this manual includes a comprehensive exploration of community engagement practices 

within law enforcement agencies. It explores various strategies and initiatives aimed at fostering 

positive relationships between police departments and the communities they serve. The manual 

covers topics such as the establishment of Community Advisory Boards, cultural awareness events, 

collaborative problem-solving approaches, crisis intervention teams, accountability mechanisms 

through data collection and analysis, community feedback mechanisms, and performance metrics. 

Each section provides insights into the components and significance of these practices, offering 

guidance for law enforcement agencies seeking to enhance their community engagement efforts. 
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Purpose of the Manual 

The purpose of the Diversity, Equity, and Inclusion (DEI) manual is to provide comprehensive 

guidance and resources for promoting diversity, equity, and inclusion within an organization. This 

manual aims to outline the principles, strategies, and best practices necessary for fostering a culture 

of diversity and inclusivity, both internally among staff members and externally in interactions with 

stakeholders and the community.  Key objectives of the DEI manual include: 

1. Establishing a Framework:  

The manual will establish a framework for understanding and implementing diversity, equity, 

and inclusion initiatives within the organization. It will define key terms, concepts, and 

principles related to DEI and provide a roadmap for integrating these principles into all aspects 

of organizational culture, policies, and practices. 

 

2. Promoting Awareness and Education:  

The manual will serve as a resource for raising awareness and promoting education on issues 

of diversity, equity, and inclusion. It will provide information on the importance of DEI in 

fostering a respectful and inclusive work environment, addressing unconscious biases, and 

promoting cultural competence among staff members. 

 

3. Providing Guidance for Implementation:  

The manual will offer practical guidance and strategies for implementing DEI initiatives within 

the organization. It will outline steps for assessing current practices, identifying areas for 

improvement, and developing action plans to address diversity and inclusion challenges 

effectively. 

 

4. Supporting Accountability and Evaluation:  

The manual will emphasize the importance of accountability and evaluation in DEI efforts. It 

will provide guidance on establishing performance metrics, tracking progress over time, and 

conducting regular audits and reviews to ensure that DEI goals are being met and that efforts are 

aligned with organizational values and objectives. 
 

5. Fostering Collaboration and Engagement:  

The manual will encourage collaboration and engagement among staff members, leadership, 

and stakeholders in advancing DEI goals. It will provide strategies for fostering dialogue, 

building partnerships, and engaging with diverse communities to ensure that DEI efforts are 

inclusive, responsive, and sustainable. 

By providing comprehensive guidance and resources, the DEI manual aims to empower 

organizations to create inclusive and equitable environments where all individuals feel valued, 

respected, and supported in achieving their full potential. 
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Introduction 

Diversity, Equity, and Inclusion (DEI) are foundational pillars of any organization striving for 

excellence, innovation, and social responsibility. In today's dynamic and interconnected world, 

embracing diversity, promoting equity, and fostering inclusivity are not just moral imperatives but 

also strategic advantages. Organizations that prioritize DEI not only improve a more engaged and 

resilient workforce but also enhance their ability to adapt, collaborate, and thrive in diverse 

environments. 

This manual serves as a comprehensive guide for organizations committed to building and 

sustaining cultures of diversity, equity, and inclusion. Whether you are a seasoned DEI practitioner 

or embarking on your organization's DEI journey, this manual offers valuable insights, resources, 

and strategies to support your efforts. 

The purpose of this manual is twofold: to provide a framework for understanding and implementing 

DEI initiatives within organizations and to offer practical guidance for fostering inclusive and 

equitable environments. By outlining key concepts, principles, and best practices, this manual aims 

to empower organizations to create workplaces where all individuals feel valued, respected, and 

empowered to contribute their unique perspectives and talents. 

Throughout this manual, you will find: 

1. Definitions and Concepts: We will define key terms and concepts related to diversity, 

equity, and inclusion, providing clarity and context for understanding DEI principles and 

practices. 

2. Strategies and Best Practices: We will explore strategies and best practices for 

promoting diversity, equity, and inclusion within organizations, offering practical 

guidance for implementing DEI initiatives and addressing challenges effectively. 

3. Tools and Resources: We will provide tools, templates, and resources to support 

organizations in assessing their DEI efforts, developing action plans, and measuring 

progress over time. 

4. Commitment to Continuous Learning: Finally, we recognize that DEI is an ongoing 

journey of learning and growth. As such, this manual will emphasize the importance of 

continuous learning, reflection, and adaptation in advancing DEI goals and fostering 

inclusive organizational cultures. 

We invite you to explore this manual with an open mind and a commitment to action. Together, we 

can create workplaces where diversity is celebrated, equity is prioritized, and inclusion is the norm. 

Let us embark on this journey toward a more diverse, equitable, and inclusive future—together. 
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OBJECTIVES  

 

1. To Enhance Community Engagement:  

The manual aims to promote active involvement and collaboration between law 

enforcement agencies and the communities they serve through various engagement 

practices. 

2. To Ensure Accountability and Transparency:  

It seeks to establish systems for data collection, regular audits, community feedback 

mechanisms, and performance metrics to hold law enforcement accountable for their 

actions and decisions. 

3. To Identify and Address Disparities:  

By collecting and analyzing data on officer demographics, citizen complaints, and use of 

force incidents, the manual aims to identify disparities and biases within policing 

practices and implement strategies to address them. 

4. To Improve Police-Community Relations:  

Through community feedback mechanisms and cultural awareness events, the manual 

aims to foster trust, mutual understanding, and positive relationships between law 

enforcement agencies and the communities they serve. 

5. To Promote Diversity, Equity, and Inclusion:  

By setting measurable goals and benchmarks related to diversity, equity, and inclusion, 

the manual aims to create a more inclusive and equitable environment within law 

enforcement agencies and their interactions with the community. 

6. To Ensure Continuous Improvement:  

The manual seeks to facilitate ongoing evaluation, learning, and adaptation within law 

enforcement agencies by promoting regular audits, reviews, and performance monitoring 

to identify areas for improvement and enhance effectiveness. 
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Summary of Components of a Diversity, Equity, and Inclusion (DEI) 

Program for a Police Department 
 

 

1. Policy and Governance:  

Establishing formal policies and governance structures to prioritize diversity, equity, and 

inclusion within the police department. 

 

2. Recruitment and Hiring Practices:  

Implementing strategies to attract and hire a diverse workforce reflective of the community 

served. 

 

3. Training and Education:  

Providing ongoing training and education for officers and staff to promote cultural 

competency, implicit bias awareness, and inclusive practices. 

 

4. Community Engagement:  

Engaging with diverse communities through outreach, partnership-building, and 

collaborative problem-solving efforts. 

 

5. Accountability and Evaluation:  

Establishing mechanisms to monitor, evaluate, and hold the department accountable for 

progress towards DEI goals. 

 

 

 

  

Case 2:12-cv-01282-JLR   Document 792-2   Filed 02/29/24   Page 64 of 209



P a g e  8 | 152 

 

SEATTLE POLICE DEPARTMENT | 610 Fifth Avenue; Seattle, WA 98124-4986 

Comprehensive Overview: Components of a Diversity, Equity, and 

Inclusion (DEI) Program in Police Departments 
 

1. Policy and Governance: 

1.1 Diversity Statement: Formal commitment from department leadership to prioritize 

diversity, equity, and inclusion in all aspects of operations. 

1.2 DEI Committee: Establishing a dedicated committee or task force responsible for 

overseeing DEI initiatives, setting goals, and evaluating progress. 

1.3 Policy Review: Regular review of department policies and procedures to identify and 

address any barriers to diversity, equity, and inclusion. 

1.4 Leadership Training: Providing leadership training to ensure that department leaders 

understand and champion DEI efforts. 

2. Recruitment and Hiring Practices: 

2.1 Diverse Recruitment Strategies: Implementing targeted outreach efforts to recruit 

candidates from underrepresented communities. 

2.2 Implicit Bias Training for Recruiters: Training recruiters to recognize and mitigate 

implicit biases in the hiring process. 

2.3 Community Partnerships: Collaborating with community organizations to identify 

potential candidates and promote career opportunities within the department. 

2.4 Transparency in Hiring: Ensuring transparency and fairness in the hiring process to 

build trust with applicants and the community. 

3. Training and Education: 

3.1 Cultural Competency Training: Providing regular training to enhance officers' 

understanding of diverse cultures, backgrounds, and experiences. 

3.2 Implicit Bias Training: Offering training sessions to help officers recognize and 

address unconscious biases in their interactions with the public. 

3.3 Inclusive Policing Practices: Training officers on de-escalation techniques, conflict 

resolution, and communication skills to promote respectful and equitable interactions. 

3.4 Ongoing Education: Providing ongoing education opportunities to keep officers 

updated on best practices and emerging issues related to diversity, equity, and inclusion. 
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4. Community Engagement: 

4.1 Community Advisory Boards: Establishing advisory boards or councils comprised of 

community members from diverse backgrounds to provide feedback and input on 

policing practices. 

4.2 Cultural Awareness Events: Hosting community events and forums to promote 

cultural understanding and dialogue between police and community members. 

4.3 Collaborative Problem-Solving: Partnering with community organizations and 

stakeholders to address specific issues or concerns within neighborhoods. 

4.4 Crisis Intervention Teams: Training officers to respond effectively to crisis situations 

involving individuals from diverse backgrounds, including those with mental health 

issues or disabilities. 

5. Accountability and Evaluation: 

5.1 Data Collection and Analysis: Collecting data on officer demographics, citizen 

complaints, and use of force incidents to identify patterns and disparities. 

5.2 Regular Audits and Reviews: Conducting regular audits and reviews of departmental 

practices to ensure compliance with DEI policies and goals. 

5.3 Community Feedback Mechanisms: Establishing channels for community members to 

provide feedback on their interactions with police and suggest areas for improvement. 

5.4 Performance Metrics: Establishing measurable goals and performance metrics related 

to diversity, equity, and inclusion, and tracking progress over time. 

By addressing these components comprehensively and consistently, police departments can create a 

more inclusive and equitable environment for both officers and the communities they serve, leading 

to improved trust, safety, and outcomes for all stakeholders. 
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1. Policy and Governance:   
 

The policy and Governance in the DEI program consist of the following: 

 

1.1 Diversity Statement: Formal commitment from department leadership to prioritize 

diversity, equity, and inclusion in all aspects of operations. 

 

1.2 DEI Committee: Establishing a dedicated committee or task force responsible for 

overseeing DEI initiatives, setting goals, and evaluating progress. 

 

1.3 Policy Review: Regular review of department policies and procedures to identify and 

address any barriers to diversity, equity, and inclusion. 

 

1.4 Leadership Training: Providing leadership training to ensure that department leaders 

understand and champion DEI efforts. 
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1. Policy and Governance: 

1.1 Diversity Statement: 

A Diversity Statement is a formal declaration by the department leadership demonstrating their 

commitment to diversity, equity, and inclusion (DEI) principles. It serves as a foundational 

document that outlines the department's values and aspirations regarding diversity and inclusivity. 

The statement should clearly articulate the department's stance on fostering a culture of respect, 

fairness, and equity among its officers and staff, as well as in its interactions with the community. It 

should be prominently displayed in official communications, such as mission statements, websites, 

and recruitment materials, to signal the department's dedication to DEI to both internal and external 

stakeholders. 

1.2 DEI Committee: 

The establishment of a dedicated DEI Committee or Task Force is essential for ensuring that DEI 

initiatives are effectively implemented and supported within the department. This committee is 

responsible for: 

• Overseeing the development and implementation of DEI initiatives, policies, and programs. 

• Setting (SMART) goals, specific, measurable, achievable, relevant, and time-bound related 

to diversity, equity, and inclusion. 

• Identifying barriers and challenges to DEI within the department and developing strategies 

to address them. 

• Monitoring and evaluating efforts towards DEI goals and objectives through regular 

assessments and reporting processes. 

• Serving as a liaison between department leadership, officers/staff, and community 

stakeholders on DEI-related matters. 

The committee should be composed of representatives from diverse backgrounds, including 

officers, staff members, community leaders, and DEI experts, to ensure a comprehensive and 

inclusive approach to decision-making and problem-solving. 

1.3 Policy Review: 

Regular review of department policies and procedures is crucial to identify and address any barriers 

or biases that may hinder diversity, equity, and inclusion within the organization. This involves: 

• Conducting comprehensive audits of existing policies and practices to assess their alignment 

with DEI principles. 
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• Identifying areas where policies may unintentionally enable systemic biases or disparities. 

• Soliciting feedback from officers, staff members, and community stakeholders on the 

impact of existing policies on diversity and inclusion through outreach and engagement. 

• Updating or revising policies as needed to ensure they reflect best practices in promoting 

diversity, equity, and inclusion. 

• Providing training and resources to officers and staff to ensure they understand and comply 

with updated policies. 

Policy review should be an ongoing, iterative process that is integrated into the department's 

broader DEI strategy, with mechanisms in place to ensure accountability and transparency in 

decision-making. 

1.4 Leadership Training: 

Effective leadership training is essential to ensure that department leaders understand, support, and 

champion DEI efforts within the organization. This includes: 

• Providing training sessions or workshops specifically tailored to the needs of department 

leaders, such as executives, commanders, and supervisors. 

• Covering topics such as unconscious bias awareness, inclusive leadership practices, cultural 

competency, and fostering diversity in the workplace. 

• Empowering leaders to model inclusive behaviors, promote open communication, and create 

opportunities for diverse voices to be heard. (i.e. continuous engagement with staff/ officers 

in precincts during roll-call meetings). 

• Incorporating DEI principles into leadership development programs, performance 

evaluations, and promotion criteria to reinforce their importance. 

• Providing ongoing support and resources to leaders as they navigate DEI-related challenges 

and opportunities within the department. 

Leadership training should be viewed as an investment in building a culture of inclusivity and 

equity within the department, with leaders serving as role models and change agents in advancing 

DEI goals and objectives. 
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1.1 Diversity Statement 

 

A Diversity Statement is a formal declaration by the department leadership demonstrating their 

commitment to diversity, equity, and inclusion (DEI) principles. It serves as a foundational 

document that outlines the department's values and aspirations regarding diversity and inclusivity. 

The statement should clearly articulate the department's stance on fostering a culture of respect, 

fairness, and equity among its officers and staff, as well as in its interactions with the community. It 

should be prominently displayed in official communications, such as mission statements, websites, 

and recruitment materials, to signal the department's dedication to DEI to both internal and external 

stakeholders. 

A Diversity Statement is more than just a symbolic gesture; it is a foundational document that sets 

the tone for the entire organization's approach to diversity, equity, and inclusion (DEI). Here's a 

deeper look into the components and significance of a Diversity Statement: 

 

1.1.1 Components  

 

1. Values and Beliefs: The statement should articulate the department's core values and beliefs 

regarding diversity, equity, and inclusion. This may include principles such as respect for all 

individuals, appreciation for diverse perspectives, empathy, collaboration, accountability 

and a commitment to fairness and equity.  

 

2. Commitment to Action: Beyond mere words, the Diversity Statement should express a 

genuine commitment to taking concrete actions to promote diversity, equity, and inclusion 

within the organization. This may include initiatives such as diversifying recruitment and 

hiring practices, providing training on implicit bias and cultural competency, and fostering 

an inclusive workplace culture. 

 

3. Responsibility and Accountability: The statement should emphasize that diversity, equity, 

and inclusion are not only the responsibility of the department's leadership but also of every 

member of the organization. It should hold individuals and the department accountable for 

upholding these values in all aspects of operations and interactions. 

 

4. Alignment with Organizational Goals: The Diversity Statement should align with the 

department's broader mission, vision, and strategic goals. It should demonstrate how 

diversity, equity, and inclusion contribute to achieving the department's objectives and 

fulfilling its mandate to serve and protect the community. 

 

 

 

Case 2:12-cv-01282-JLR   Document 792-2   Filed 02/29/24   Page 70 of 209



P a g e  14 | 152 

 

SEATTLE POLICE DEPARTMENT | 610 Fifth Avenue; Seattle, WA 98124-4986 

1.1.1 Components  

 

1. Values and Beliefs: 

A. Respect for All Individuals: 

• Inclusivity: Embrace individuals from all backgrounds, identities, and perspectives, 

fostering an environment where everyone feels valued and respected. 

• Dignity: Affirm the inherent worth and dignity of every individual, regardless of race, 

gender, ethnicity, sexual orientation, religion, disability, or socio-economic status. 

• Empathy: Cultivate empathy and understanding towards the experiences and challenges 

faced by individuals from marginalized or underrepresented groups. 

 

B. Appreciation for Diverse Perspectives: 

• Open-mindedness: Encourage open-mindedness and receptiveness to diverse viewpoints, 

recognizing that diverse perspectives lead to innovation, creativity, and better decision-

making. 

• Learning Culture: Promote a culture of continuous learning and dialogue, where 

individuals engage in constructive conversations about diversity, equity, and inclusion, 

and actively seek to broaden their understanding of different experiences and 

perspectives. 

 

C. Commitment to Fairness and Equity: 

• Equality of Opportunity: Advocate for equal opportunities for all individuals within the 

organization, ensuring that hiring, promotion, and advancement processes are fair and 

free from bias. 

• Equity: Recognize and address systemic barriers and inequities that may 

disproportionately affect certain groups, striving to create a more equitable and inclusive 

workplace where everyone has the chance to thrive. 

 

2. Commitment to Action: 

• Diversifying Recruitment and Hiring Practices: Implement strategies to attract and retain 

diverse talent, including proactive outreach to underrepresented communities, bias-free 

recruitment processes, and the establishment of diversity goals and metrics. 

• Training and Development: Provide comprehensive training programs on topics such as 

unconscious bias, cultural competency, inclusive leadership, and mitigating discrimination 

and harassment. 

• Inclusive Workplace Culture: Foster a culture of inclusion where all employees feel 

valued, supported, and empowered to contribute their unique perspectives and talents to the 

organization. 
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3. Responsibility and Accountability: 

• Shared Responsibility: Emphasize that promoting diversity, equity, and inclusion is a 

collective responsibility that extends to all members of the organization, from leadership to 

frontline staff. 

• Accountability Mechanisms: Establish clear accountability mechanisms, such as diversity 

task forces, regular progress assessments, and transparent reporting structures, to ensure that 

DEI goals are met and sustained over time. 

 

4. Alignment with Organizational Goals: 

• Strategic Integration: Demonstrate how diversity, equity, and inclusion align with the 

organization's broader mission, vision, and strategic objectives, illustrating how a diverse 

and inclusive workforce contributes to organizational success and effectiveness. 

• Community Impact: Highlight the role of the organization in promoting diversity, equity, 

and inclusion not only internally but also in its interactions with the community, 

emphasizing the importance of building trust and fostering positive relationships with 

diverse stakeholders. 

 

By addressing these components in detail, the DEI document can serve as a comprehensive 

roadmap for fostering a culture of diversity, equity, and inclusion within the organization, guiding 

both leadership and employees in their efforts to create a more equitable and inclusive workplace.  
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1.1.2 Significance  

1. Establishing Organizational Identity: The Diversity Statement serves as a declaration of 

the department's identity and values, both internally and externally. It communicates to 

officers, staff, and the community what the department stands for and what it aspires to 

achieve in terms of diversity, equity, and inclusion. 

 

2. Setting Expectations: By clearly conveying the department's commitment to diversity, 

equity, and inclusion, the Diversity Statement sets clear expectations for behavior and 

conduct within the organization. It establishes a standard of behavior that all members are 

expected to uphold. 

 

3. Guiding Decision-Making: The Diversity Statement provides a guiding framework for 

decision-making at all levels of the organization. It helps leaders and managers make 

informed choices that prioritize diversity, equity, and inclusion in policies, practices, and 

initiatives. 

 

4. Building Trust and Confidence: A strong Diversity Statement can enhance trust and 

confidence in the department among officers, staff, and the community. It signals to 

stakeholders that the department is committed to fairness, respect, and inclusivity in its 

operations and interactions. 

Overall, a Diversity Statement is a powerful tool for shaping organizational culture, driving 

behavior change, and advancing diversity, equity, and inclusion within a police department. It 

serves as a guiding document that informs and inspires action, both internally and externally, in 

pursuit of a more inclusive and equitable workplace and community. 

Establishing a DEI (Diversity, Equity, and Inclusion) Committee within a police department is a 

critical step toward embedding DEI principles into the core operations and culture of the 

organization. Here's an in-depth exploration of the components and significance of a DEI 

Committee: 

 

 

 

 

 

 

Case 2:12-cv-01282-JLR   Document 792-2   Filed 02/29/24   Page 73 of 209



P a g e  17 | 152 

 

SEATTLE POLICE DEPARTMENT | 610 Fifth Avenue; Seattle, WA 98124-4986 

1.1.2 Significance: 

1. Establishing Organizational Identity: 

• Internal Communication: Communicates the department's values and identity to officers 

and staff, fostering a sense of belonging and alignment with organizational goals. 

• External Communication: Sends a clear message to the community about the department's 

commitment to diversity, equity, and inclusion, building trust and credibility. 

 

2. Setting Expectations: 

• Behavioral Standards: Establishes behavioral expectations and norms related to diversity, 

equity, and inclusion, guiding interactions and relationships within the organization. 

• Performance Evaluation: Provides a basis for assessing individual and organizational 

performance in relation to DEI goals, reinforcing accountability and responsibility. 

 

3. Guiding Decision-Making: 

• Policy Development: Informs the development of policies and procedures to ensure they 

align with DEI principles and goals, promoting fairness and equity in all aspects of 

operations. 

• Resource Allocation: Guides resource allocation decisions to prioritize initiatives and 

programs that advance diversity, equity, and inclusion, maximizing impact and 

effectiveness. 

 

4. Building Trust and Confidence: 

• Stakeholder Relations: Enhances trust and confidence among officers, staff, and the 

community by demonstrating a commitment to fairness, respect, and inclusivity. 

• Community Engagement: Fosters positive relationships with diverse stakeholders by 

actively involving them in DEI initiatives and decision-making processes, promoting 

transparency and accountability. 

Overall, the Diversity Statement serves as a foundational document that shapes organizational 

culture, informs decision-making, and builds trust and confidence both internally and externally. By 

emphasizing the importance of diversity, equity, and inclusion, the department can create a more 

inclusive and equitable workplace and community. 
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1.2 DEI Committee: 

 

The establishment of a dedicated DEI Committee or Task Force is essential for ensuring that DEI 

initiatives are effectively implemented and sustained within the department. This committee is 

responsible for: 

• Overseeing the development and implementation of DEI initiatives, policies, and programs. 

• Setting (SMART) goals, specific, measurable, achievable, relevant, and time-bound related 

to diversity, equity, and inclusion. 

• Identifying barriers and challenges to DEI within the department and developing strategies 

to address them. 

• Monitoring and evaluating progress towards DEI goals and objectives through regular 

assessments and reporting mechanisms. 

• Serving as a liaison between department leadership, officers/staff, and community 

stakeholders on DEI-related matters. 

 

The committee should be composed of representatives from diverse backgrounds, including 

officers, staff members, community leaders, and DEI experts, to ensure a comprehensive and 

inclusive approach to decision-making and problem-solving.  Here's a deeper look into the 

components and significance of a DEI Committee: 
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1.2.1 Components: 

1. Composition: The DEI Committee should be comprised of a diverse range of stakeholders 

to ensure representation from various backgrounds and perspectives. This may include 

officers from different ranks, civilian staff, representatives from community organizations, 

DEI experts, and individuals with lived experiences relevant to the community served. 

 

2. Responsibilities: 

• Overseeing DEI Initiatives: The committee is tasked with developing, 

implementing, and monitoring DEI initiatives, policies, and programs throughout the 

department. 

 

• Setting SMART Goals: It sets specific, measurable, achievable, relevant, and time-

bound goals related to diversity, equity, and inclusion, aligning them with the 

department's overall mission and objectives. 

 

• Identifying Barriers: The committee identifies barriers and challenges to DEI 

within the department, such as systemic biases or cultural insensitivity, and devises 

strategies to address them effectively. 

 

• Monitoring Progress: Regular assessments and reporting mechanisms are 

established to monitor and evaluate progress towards DEI goals and objectives. This 

includes analyzing data, gathering feedback from stakeholders, and adjusting 

strategies as necessary. 

 

• Liaison Role: Serving as a bridge between department leadership, officers/staff, and 

community stakeholders, the committee ensures that DEI considerations are 

integrated into decision-making processes and practices at all levels. 
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1.2.1 Components: 

 

1. Composition: 

• Diverse Representation: Ensure that the committee includes members from various 

backgrounds, including different ranks within the department (from officers to senior 

leadership), civilian staff, representatives from community organizations (such as local 

advocacy groups or cultural associations), DEI experts (academics or professionals with 

experience in diversity, equity, and inclusion), and individuals with lived experiences 

relevant to the community served (such as members of marginalized or underrepresented 

groups). 

 

• Inclusive Recruitment: Implement inclusive recruitment practices to ensure that all 

members of the department have the opportunity to participate in the committee. This may 

involve outreach efforts to encourage participation from individuals who may traditionally 

be underrepresented or marginalized within the department. 

 

• Training and Support: Provide training and support to committee members to equip them 

with the necessary knowledge, skills, and tools to effectively fulfill their roles. This may 

include workshops or seminars on topics such as unconscious bias, cultural competency, 

effective communication, conflict resolution, and leadership development. 

 

2. Responsibilities: 

• Overseeing DEI Initiatives: Take the lead in developing, implementing, and monitoring 

DEI initiatives, policies, and programs throughout the department. This includes conducting 

regular assessments of current practices, identifying areas for improvement, and developing 

action plans to address them. 

 

• Setting SMART Goals: Work collaboratively to set specific, measurable, achievable, 

relevant, and time-bound goals related to diversity, equity, and inclusion. These goals 

should be aligned with the department's overall mission and strategic objectives and should 

reflect the needs and priorities of the department and the community it serves. 

 

• Identifying Barriers: Identify barriers and challenges to DEI within the department, such 

as systemic biases, cultural insensitivity, or institutionalized discrimination. Conduct 

thorough assessments to understand the root causes of these barriers and develop strategies 

to address them effectively. 

 

• Monitoring Progress: Establish regular monitoring and evaluation mechanisms to track 

progress towards DEI goals and objectives. This may involve collecting and analyzing data, 
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gathering feedback from stakeholders, conducting surveys or focus groups, and preparing 

reports to document progress and identify areas for improvement. 

 

• Liaison Role: Serve as a liaison between department leadership, officers/staff, and 

community stakeholders on DEI-related matters. Facilitate open communication and 

collaboration between all stakeholders, ensuring that DEI considerations are integrated into 

decision-making processes and practices at all levels of the department. (i.e. through 

precinct visits to engage with officers in conversations as a group or one-on-one meetings). 

 

By fulfilling these responsibilities, the DEI Committee plays a crucial role in advancing diversity, 

equity, and inclusion within the department, fostering a culture of respect, fairness, and belonging 

for all members. Its efforts contribute to the department's overall mission of serving and protecting 

the community with integrity and professionalism. 
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1.2.2 Significance: 

 

1. Holistic Approach: By bringing together diverse perspectives and expertise, the DEI 

Committee ensures that DEI initiatives are comprehensive and inclusive, addressing the 

multifaceted aspects of diversity, equity, and inclusion within the department. 

 

2. Accountability and Oversight: The committee serves as a mechanism for accountability, 

holding the department accountable for progress towards DEI goals and objectives. Its 

oversight role ensures that DEI remains a priority and is integrated into day-to-day 

operations and long-term planning. 

 

3. Cultural Transformation: Through its initiatives and advocacy, the DEI Committee drives 

cultural transformation within the department, fostering a more inclusive and equitable 

environment where all members feel valued, respected, and empowered to contribute their 

perspectives and talents. 

 

4. Community Engagement: By engaging with community stakeholders, the committee 

facilitates meaningful dialogue, builds trust, and promotes collaboration between the 

department and the communities it serves. This engagement is essential for understanding 

community needs and concerns and tailoring DEI initiatives accordingly. 

 

5. Continuous Improvement: The DEI Committee fosters a culture of continuous learning 

and improvement, regularly evaluating the effectiveness of DEI initiatives and refining 

strategies based on feedback, data, and evolving best practices. 

 

In summary, the DEI Committee plays a pivotal role in driving organizational change and 

promoting diversity, equity, and inclusion within a police department. Through its leadership, 

collaboration, and accountability mechanisms, the committee helps build a more just, equitable, and 

responsive law enforcement agency that reflects and serves its diverse community effectively. 
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1.2.2 Significance: 

1. Holistic Approach: 

• Diverse Perspectives: By bringing together members with diverse backgrounds, 

experiences, and expertise, the DEI Committee ensures that DEI initiatives consider a wide 

range of perspectives. This holistic approach helps in identifying and addressing various 

dimensions of diversity, equity, and inclusion within the department, including race, gender, 

sexual orientation, disability, socio-economic status, and more. 

 

• Comprehensive Solutions: With its diverse composition, the committee can develop 

comprehensive solutions to complex DEI challenges. By considering multiple viewpoints 

and experiences, the committee can design initiatives that are inclusive, equitable, and 

responsive to the needs of all members of the department and the community it serves. 

 

2. Accountability and Oversight: 

• Monitoring Progress: The DEI Committee plays a crucial role in monitoring the 

department's progress towards its DEI goals and objectives. Through regular assessments, 

data analysis, and reporting mechanisms, the committee holds the department accountable 

for its commitments to diversity, equity, and inclusion. 

 

• Integration into Operations: By integrating DEI considerations into day-to-day operations 

and long-term planning, the committee ensures that DEI remains a priority for the 

department. This accountability mechanism helps in fostering a culture where diversity, 

equity, and inclusion are valued and upheld by all members of the organization. 

 

3. Cultural Transformation: 

 

• Promoting Inclusivity: Through its initiatives and advocacy efforts, the DEI Committee 

promotes a cultural transformation within the department. By fostering an environment 

where all members feel valued, respected, and empowered to contribute their perspectives 

and talents, the committee helps create a more inclusive and equitable workplace. 

 

• Addressing Bias and Discrimination: The committee works to address systemic biases 

and discrimination within the department, challenging stereotypes and promoting fairness 

and equity in all aspects of operations. This cultural shift towards greater inclusivity benefits 

both departmental personnel and the communities they serve. 
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4. Community Engagement: 

• Building Trust: By engaging with community stakeholders, the DEI Committee helps build 

trust and promote positive relationships between the department and the communities it 

serves. This engagement is essential for understanding community needs and concerns, 

enhancing transparency, and fostering collaboration on DEI-related initiatives. 

 

• Tailoring Initiatives: Through dialogue with community members, the committee can 

tailor DEI initiatives to better meet the specific needs and preferences of different 

demographic groups. This ensures that DEI efforts are relevant, responsive, and effective in 

addressing the unique challenges faced by diverse communities. 

 

5. Continuous Improvement: 

• Feedback and Evaluation: The DEI Committee fosters a culture of continuous learning 

and improvement by regularly gathering feedback from stakeholders and evaluating the 

effectiveness of DEI initiatives. This data-driven approach allows the committee to identify 

areas for improvement and refine strategies based on evolving best practices and community 

feedback. 

 

• Adaptability and Flexibility: In a rapidly changing environment, the DEI Committee 

remains adaptable and flexible, adjusting its approaches and priorities as needed to respond 

to emerging challenges and opportunities. This commitment to continuous improvement 

ensures that the department remains responsive to the evolving needs of its members and the 

communities it serves. 

 

In summary, the DEI Committee plays a fundamental role in driving organizational change and 

promoting diversity, equity, and inclusion within a police department. Through its leadership, 

collaboration, and accountability mechanisms, the committee helps build a more just, equitable, and 

responsive law enforcement agency that reflects and serves its diverse community effectively. 
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1.3 Policy Review 

 

 

Regular review of department policies and procedures is crucial to identify and address any barriers 

or biases that may hinder diversity, equity, and inclusion within the organization. This involves: 

 

• Conducting comprehensive audits of existing policies and practices to assess their alignment 

with DEI principles. 

• Identifying areas where policies may unintentionally perpetuate systemic biases or 

disparities. 

• Soliciting feedback from officers, staff members, and community stakeholders on the 

impact of existing policies on diversity and inclusion. 

• Updating or revising policies as needed to ensure they reflect best practices in promoting 

diversity, equity, and inclusion. 

• Providing training and resources to officers and staff to ensure they understand and comply 

with updated policies. 

 

Policy review should be an ongoing, iterative process that is integrated into the department's 

broader DEI strategy, with mechanisms in place to ensure accountability and transparency in 

decision-making. Here's a deeper look into the components and significance of the Policy Review: 
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1.3.1 Components: 

 

1. Comprehensive Audits: 

o Conducting regular and thorough audits of existing department policies and 

procedures to assess their alignment with DEI principles. This involves examining 

policies with a DEI lens related to recruitment, training, community engagement, use 

of force, disciplinary procedures, and any other areas relevant to policing practices. 

 

2. Identification of Biases: 

o Identifying areas where policies may inadvertently perpetuate systemic biases or 

disparities. This requires a critical examination of language, assumptions, and 

underlying principles within policies to uncover any implicit biases that may impact 

decision-making or outcomes. 

 

3. Stakeholder Feedback: 

o Soliciting feedback from officers, staff members, and community stakeholders on 

the impact of existing policies on diversity and inclusion. This feedback can provide 

valuable insights into the lived experiences of those affected by department policies 

and inform necessary revisions or adjustments. 

 

4. Policy Revision: 

o Updating or revising policies as needed to ensure they reflect best practices in 

promoting diversity, equity, and inclusion. This may involve rewriting policies, 

removing discriminatory language, or introducing new policies to address identified 

gaps or shortcomings. 

 

5. Training and Resources: 

o Providing training and resources to officers and staff to ensure they understand and 

comply with updated policies. This includes training on the rationale behind policy 

changes, procedures for implementation, and any new expectations or requirements. 

 

6. Integration with DEI Strategy: 

o Policy review should be an ongoing, iterative process that is integrated into the 

department's broader DEI strategy. It should not be a one-time exercise but rather a 

continuous effort to adapt and improve policies in response to evolving needs, 

feedback, and best practices. 
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1.3.1 Components:  

 

1. Comprehensive Audits: 

o Recruitment Policies: Evaluate the effectiveness of recruitment strategies in 

attracting diverse candidates and identify any biases or barriers that may exist in the 

recruitment process. 

o Training Procedures: Assess whether training programs adequately address 

diversity, equity, and inclusion topics and ensure equal access to training 

opportunities for all personnel. 

o Community Engagement Practices: Examine the department's efforts to engage 

with diverse communities and assess the effectiveness of outreach initiatives in 

building trust and fostering positive relationships. 

o Use of Force Policies: Review use of force policies to ensure they prioritize de-

escalation techniques, minimize the use of force, and address concerns related to 

disparate impact on marginalized communities. 

o Disciplinary Procedures: Evaluate disciplinary procedures to ensure they are 

applied consistently and fairly across all demographic groups, without bias or 

discrimination. 

o Other Relevant Policing Practices: Consider additional policies and practices, such 

as community policing initiatives or crisis intervention protocols, to assess their 

impact on diversity, equity, and inclusion within the department. 

 

2. Identification of Biases: 

o Language Analysis: Scrutinize policy language for bias or discriminatory 

terminology and identify areas where language may inadvertently reinforce 

stereotypes or perpetuate systemic biases. 

o Assumption Examination: Challenge underlying assumptions in policies to 

uncover implicit biases that may influence decision-making processes or contribute 

to disparities in outcomes. 

o Impact Assessment: Analyze the impact of policies on different demographic 

groups to identify disparities in treatment or outcomes and assess the effectiveness of 

policies in promoting equity and inclusion. 

o Data Analysis: Examine data related to policy implementation, such as disciplinary 

actions or use of force incidents, to identify patterns or trends that may indicate bias 

or disparate treatment. 

o Stakeholder Interviews: Conduct interviews with officers, staff, and community 

members to gather insights into their experiences with department policies and 

identify areas for improvement or revision. 

3. Stakeholder Feedback: 
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o Officer Input: Seek feedback from officers on the front lines to understand their 

perspectives on how policies are implemented and their impact on day-to-day 

operations. 

o Staff Surveys: Administer surveys to staff members to collect anonymous feedback 

on their experiences with department policies, training programs, and organizational 

culture. 

o Community Forums: Hold community meetings or forums to provide opportunities 

for community members to voice their opinions, share concerns, and provide input 

on department policies and practices. 

o Focus Groups: Facilitate focus group discussions with diverse groups within the 

community to gain insights into their perceptions of law enforcement and identify 

areas for collaboration or improvement. 

o Anonymous Feedback Mechanisms: Establish channels for individuals to provide 

feedback anonymously to encourage honest and candid responses from those who 

may be hesitant to speak out publicly. 

 

4. Policy Revision: 

o Language Revision: Update policy language to remove biased or discriminatory 

terminology and ensure clarity, inclusivity, and cultural sensitivity. 

o Inclusion of Diversity Statements: Integrate diversity statements or affirmations of 

commitment to equity and inclusion into policy documents to signal the department's 

values and aspirations. 

o Introduction of New Policies: Develop new policies or revise existing ones to 

address identified gaps or shortcomings and align with best practices in promoting 

diversity, equity, and inclusion. 

o Policy Alignment: Ensure that policies are consistent with legal requirements, 

departmental goals, and community expectations, and that they promote fairness, 

transparency, and accountability. 

o Collaboration with Legal Experts: Consult with legal experts or stakeholders to 

review policy changes and ensure compliance with relevant laws, regulations, and 

constitutional principles. 

 

5. Training and Resources: 

o Training Workshops: Provide training sessions or workshops to educate personnel 

on policy changes, DEI principles, and best practices for implementation. 

o Educational Materials: Develop educational resources, such as manuals, 

handbooks, or online modules, to support ongoing learning and development on 

diversity, equity, and inclusion topics. 
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o Online Resources: Offer access to online resources, webinars, or digital libraries to 

facilitate self-paced learning and provide additional support for personnel seeking to 

deepen their understanding of DEI issues. 

o Guest Speakers: Invite subject matter experts, community leaders, or diversity 

practitioners to deliver presentations or facilitate discussions on relevant topics and 

share insights and best practices. 

o Simulation Exercises: Organize scenario-based training exercises or role-playing 

simulations to help personnel apply policy changes in realistic scenarios and practice 

inclusive decision-making and conflict resolution skills. 

 

6. Integration with DEI Strategy: 

o Strategic Planning Sessions: Hold strategic planning sessions or workshops to align 

policy review efforts with broader DEI goals and objectives and ensure coordination 

across departmental initiatives. 

o Cross-Department Collaboration: Collaborate with other departments, 

committees, or external partners working on diversity, equity, and inclusion 

initiatives to leverage resources, share best practices, and promote synergies. 

o Regular Reviews: Establish mechanisms for regular policy reviews, updates, and 

assessments to monitor progress, track outcomes, and adapt strategies in response to 

changing needs, feedback, or emerging trends. 

o Performance Metrics: Develop performance indicators or metrics to measure the 

impact of policy changes on diversity, equity, and inclusion goals and outcomes and 

evaluate the effectiveness of policy implementation efforts. 

o Continuous Improvement: Foster a culture of continuous improvement by 

encouraging ongoing feedback, reflection, and learning, and by promoting 

accountability, transparency, and shared ownership of DEI goals and initiatives 

throughout the organization. 

 

By addressing these components in detail, the policy review process can serve as a robust 

framework for promoting diversity, equity, and inclusion within the department, driving 

organizational change, and advancing the department's mission and objectives in service to the 

community. 
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1.3.2 Significance: 

 

1. Alignment with DEI Principles: 

o Regular policy review ensures that department policies are aligned with DEI 

principles and contribute to creating a more inclusive and equitable organizational 

culture. It helps identify and rectify any policies that may unintentionally enable 

biases or disparities. 

 

2. Transparency and Accountability: 

o By incorporating stakeholder feedback and conducting transparent audits, policy 

review processes enhance accountability and transparency within the department. 

Officers, staff, and community members have a voice in shaping department policies 

and ensuring they reflect the values of fairness, equity, and respect. 

 

3. Adaptability and Responsiveness: 

o Policy review enables the department to adapt to changing circumstances, emerging 

issues, and evolving best practices in DEI. It allows for timely adjustments to 

policies to address new challenges or opportunities and ensures that the department 

remains responsive to the needs of its diverse community. 

 

4. Professional Development: 

o Providing training and resources as part of the policy review process enhances 

officers' and staff's understanding of DEI principles and their ability to apply them in 

their daily duties. This contributes to their professional development and promotes a 

culture of continuous learning within the department. 

 

5. Enhanced Trust and Confidence: 

o Transparent and proactive policy review processes demonstrate the department's 

commitment to accountability and responsiveness, enhancing trust and confidence 

among officers, staff, and the community. It signals a willingness to listen to 

feedback, address concerns, and strive for continuous improvement in promoting 

diversity, equity, and inclusion. 
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1.3.2 Significance: 

 

1. Alignment with DEI Principles: 

o Ensuring Inclusivity: Regular policy review ensures that department policies are in 

line with diversity, equity, and inclusion (DEI) principles. It helps identify and 

rectify any policies that may inadvertently perpetuate biases or disparities, fostering 

a more inclusive and equitable organizational culture. 

o Promoting Equity: By aligning policies with DEI principles, the department 

demonstrates its commitment to promoting fairness, respect, and equal opportunity 

for all individuals, regardless of background or identity. This alignment helps build 

trust and confidence among officers, staff, and the community. 

 

2. Transparency and Accountability: 

o Stakeholder Engagement: Incorporating stakeholder feedback into the policy 

review process enhances transparency and accountability within the department. 

Officers, staff, and community members have a voice in shaping department 

policies, ensuring that they reflect the values of fairness, equity, and respect. 

o Audits for Oversight: Conducting transparent audits of policies and practices 

further enhances accountability by providing insight into how policies are 

implemented and their impact on diverse stakeholders. This transparency fosters 

trust and confidence in the department's commitment to DEI. 

 

3. Adaptability and Responsiveness: 

o Addressing Emerging Issues: Policy review enables the department to adapt to 

changing circumstances, emerging issues, and evolving best practices in DEI. It 

allows for timely adjustments to policies to address new challenges or opportunities, 

ensuring that the department remains responsive to the needs of its diverse 

community. 

o Flexibility in Implementation: By regularly reviewing and updating policies, the 

department can ensure that its practices remain relevant and effective in addressing 

the evolving needs of the community. This flexibility promotes agility and 

innovation in DEI initiatives. 

 

4. Professional Development: 

o Training and Resources: Providing training and resources as part of the policy 

review process enhances officers' and staff's understanding of DEI principles and 

their ability to apply them in their daily duties. This investment in professional 

development promotes a culture of continuous learning within the department, 

fostering growth and skill development among personnel. 
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o Skill Enhancement: Training on DEI topics equips officers and staff with the 

knowledge and skills needed to navigate diverse situations sensitively and 

effectively. This contributes to their professional competence and enhances their 

ability to serve the community with integrity and respect. 

 

5. Enhanced Trust and Confidence: 

o Demonstrating Commitment: Transparent and proactive policy review processes 

demonstrate the department's commitment to accountability and responsiveness in 

promoting diversity, equity, and inclusion. By actively seeking feedback, addressing 

concerns, and striving for continuous improvement, the department enhances trust 

and confidence among officers, staff, and the community. 

o Building Community Relationships: Engaging stakeholders in the policy review 

process fosters positive relationships with the community. By soliciting input and 

considering diverse perspectives, the department demonstrates its willingness to 

listen and collaborate, strengthening trust and confidence in its ability to serve all 

members of the community equitably. 

 

By addressing these components, the policy review process becomes more than just a bureaucratic 

exercise; it becomes a catalyst for positive change, driving the department towards a more 

inclusive, equitable, and effective approach to policing. 
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1.4 Leadership Training: 

 

Effective leadership training is essential to ensure that department leaders understand, support, and 

champion DEI efforts within the organization. This includes: 

 

• Providing training sessions or workshops specifically tailored to the needs of department 

leaders, such as executives, commanders, and supervisors. 

• Covering topics such as unconscious bias awareness, inclusive leadership practices, cultural 

competency, and fostering diversity in the workplace. 

• Empowering leaders to model inclusive behaviors, promote open communication, and create 

opportunities for diverse voices to be heard. 

• Incorporating DEI principles into leadership development programs, performance 

evaluations, and promotion criteria to reinforce their importance. 

• Providing ongoing support and resources to leaders as they navigate DEI-related challenges 

and opportunities within the department. 

 

Leadership training should be viewed as an investment in building a culture of inclusivity and 

equity within the department, with leaders serving as role models and change agents in advancing 

DEI goals and objectives. Here's a deeper look into the components and significance of a DEI 

Committee: 
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1.4.1 Components: 

 

1. Tailored Training Sessions: 

o Providing training sessions or workshops specifically tailored to the needs of 

department leaders, including executives, commanders, and supervisors. These 

sessions should address the unique challenges and responsibilities that leaders face 

in promoting diversity, equity, and inclusion within their teams and throughout the 

organization. 

 

2. Topic Coverage: 

o Covering a range of topics essential for effective leadership in DEI, such as 

unconscious bias awareness, inclusive leadership practices, cultural competency, and 

fostering diversity in the workplace. Leaders need to understand how their own 

biases and behaviors impact their decision-making and team dynamics, as well as 

how to create an inclusive environment where all individuals feel valued and 

respected. 

 

3. Behavioral Modeling: 

o Empowering leaders to model inclusive behaviors, promote open communication, 

and create opportunities for diverse voices to be heard within the department. 

Leaders set the tone for organizational culture and play a crucial role in shaping 

attitudes and behaviors towards diversity and inclusion among their teams. 

 

4. Integration with Development Programs: 

o Incorporating DEI principles into leadership development programs, performance 

evaluations, and promotion criteria to reinforce their importance. DEI should be 

woven into the fabric of leadership development initiatives, ensuring that leaders are 

evaluated and rewarded based on their commitment to fostering an inclusive and 

equitable workplace. 

 

5. Ongoing Support and Resources: 

o Providing ongoing support and resources to leaders as they navigate DEI-related 

challenges and opportunities within the department. This may include access to 

coaching, mentorship, peer support networks, and relevant literature or research to 

deepen their understanding of DEI issues and strategies. 
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1.4.1 Components: 

 

1. Tailored Training Sessions: 

o Customized Content: Providing training sessions or workshops tailored to the 

needs of department leaders ensures that the content is relevant and applicable to 

their roles and responsibilities. These sessions should address the unique challenges 

and opportunities leaders face in advancing DEI within their teams and throughout 

the organization. 

o Targeted Audience: Executives, commanders, and supervisors have distinct 

leadership roles within the department. Tailoring training sessions to the specific 

needs of each leadership level ensures that the content resonates with their 

experiences and equips them with practical strategies for promoting diversity, equity, 

and inclusion. 

 

2. Topic Coverage: 

o Holistic Approach: Covering a comprehensive range of topics essential for 

effective leadership in DEI ensures that leaders develop a well-rounded 

understanding of the issues at hand. Topics may include unconscious bias awareness, 

inclusive leadership practices, cultural competency, fostering diversity in the 

workplace, and addressing systemic inequities. 

o Relevance to Leadership: Leaders need to understand how these topics apply to 

their roles and influence organizational dynamics. For example, learning about 

unconscious bias can help leaders recognize how their own biases may impact 

decision-making, while understanding inclusive leadership practices can guide them 

in creating environments where all team members feel valued and respected. 

 

3. Behavioral Modeling: 

o Leading by Example: Empowering leaders to model inclusive behaviors is essential 

for creating a culture of diversity and inclusion within the department. Leaders serve 

as role models for their teams, and their actions set the tone for organizational 

culture. By demonstrating inclusive behaviors, such as promoting open 

communication, valuing diverse perspectives, and creating opportunities for all 

voices to be heard, leaders can inspire similar behaviors among their team members. 

 

4. Integration with Development Programs: 

o Incorporating DEI Principles: Integrating DEI principles into leadership 

development programs, performance evaluations, and promotion criteria reinforces 

the importance of diversity, equity, and inclusion within the department. Leaders 

should be evaluated and rewarded based on their commitment to fostering an 
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inclusive and equitable workplace, ensuring that DEI considerations are woven into 

all aspects of leadership development and advancement. 

 

5. Ongoing Support and Resources: 

o Continuous Learning: Providing ongoing support and resources to leaders as they 

navigate DEI-related challenges ensures that they have the tools and knowledge 

needed to drive meaningful change within the department. This may include access 

to coaching, mentorship, peer support networks, and relevant literature or research 

on DEI topics, allowing leaders to deepen their understanding and refine their 

approach over time. 

 

By addressing these components in leadership training, departments can empower their leaders to 

effectively champion diversity, equity, and inclusion initiatives, driving positive change throughout 

the organization. 
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1.4.2 Significance: 

 

1. Cultural Transformation: 

o Leadership training serves as a catalyst for cultural transformation within the 

department, equipping leaders with the knowledge, skills, and mindset needed to 

champion DEI efforts and drive meaningful change throughout the organization. 

 

2. Alignment with Organizational Values: 

o By integrating DEI principles into leadership training, the department reinforces its 

commitment to diversity, equity, and inclusion as core organizational values. 

Leaders become ambassadors for these values, embodying them in their actions and 

decisions. 

 

3. Enhanced Team Performance: 

o Inclusive leadership fosters trust, collaboration, and innovation within teams, leading 

to improved morale, productivity, and outcomes. When leaders prioritize diversity 

and inclusion, they create environments where all team members can thrive and 

contribute their best work. 

 

4. Risk Mitigation: 

o Effective leadership training helps mitigate risks associated with discrimination, 

harassment, and other DEI-related issues within the department. Leaders are better 

equipped to recognize and address biased behavior, creating safer and more 

equitable work environments for all employees. 

 

5. Community Engagement and Trust: 

o Leaders who demonstrate a genuine commitment to DEI principles enhance trust and 

confidence in the department among community members. By fostering inclusive 

practices and building diverse teams, leaders strengthen relationships with the 

communities they serve and promote positive perceptions of law enforcement. 

 

In summary, leadership training plays a pivotal role in shaping organizational culture, driving 

behavior change, and advancing diversity, equity, and inclusion within a police department. By 

investing in the development of inclusive leaders, the department lays the foundation for a more 

equitable and effective law enforcement agency that reflects and serves its diverse community with 

integrity and respect. 
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1.4.2 Significance: 

 

1. Cultural Transformation: 

o Catalyst for Change: Leadership training acts as a catalyst for cultural 

transformation within the department by equipping leaders with the necessary 

knowledge, skills, and mindset to champion DEI efforts. As leaders embrace 

inclusive practices and behaviors, they set an example for their teams, fostering a 

culture where diversity, equity, and inclusion thrive. 

 

2. Alignment with Organizational Values: 

o Reinforcing Commitment: Integrating DEI principles into leadership training 

reinforces the department's commitment to diversity, equity, and inclusion as core 

organizational values. By embedding these principles into leadership development, 

the department signals its dedication to upholding these values in all aspects of its 

operations, from recruitment and hiring to service delivery and community 

engagement. 

 

3. Enhanced Team Performance: 

o Promoting Collaboration: Inclusive leadership fosters trust, collaboration, and 

innovation within teams, leading to improved morale, productivity, and outcomes. 

When leaders prioritize diversity and inclusion, they create environments where all 

team members feel valued and respected, enabling them to bring their unique 

perspectives and talents to the table. 

 

4. Risk Mitigation: 

o Creating Safer Work Environments for all employees: Effective leadership 

training helps mitigate risks associated with discrimination, harassment, and other 

DEI-related issues within the department. By equipping leaders with the skills to 

recognize and address biased behavior, leadership training creates safer and more 

equitable work environments where all employees can thrive without fear of 

discrimination or mistreatment. 

 

5. Community Engagement and Trust: 

o Building Positive Relationships: Leaders who demonstrate a genuine commitment 

to DEI principles enhance trust and confidence in the department among community 

members. By fostering inclusive practices and building diverse teams, leaders 

strengthen relationships with the communities they serve, promoting positive 

perceptions of law enforcement and enhancing community trust and cooperation. 
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In summary, leadership training serves as a cornerstone for shaping organizational culture, driving 

behavior change, and advancing diversity, equity, and inclusion within a police department. By 

investing in the development of inclusive leaders, the department lays the foundation for a more 

equitable and effective law enforcement agency that reflects and serves its diverse community with 

integrity and respect. 
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2. Recruitment and Hiring Practices:  
 

The Recruitment and Hiring Practices in the DEI program consists of the following: 

 

2.1 Diverse Recruitment Strategies:  
Implementing targeted outreach efforts to recruit candidates from underrepresented 

communities. 

 

2.2 Implicit Bias Training for Recruiters:  
Training recruiters to recognize and mitigate implicit biases in the hiring process. 

 

2.3 Community Partnerships:  
Collaborating with community organizations to identify  

potential candidates and promote career opportunities within the department. 

 

2.4 Transparency in Hiring:  
Ensuring transparency and fairness in the hiring process to build trust with applicants and 

the community. 
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2. Recruitment and Hiring Practices: 

 
Recruitment and hiring practices within the DEI program are critical for cultivating a diverse, 

equitable, and inclusive workforce. The strategies employed in this domain aim to attract, select, 

and retain candidates who reflect the diversity of the community served. Here's a detailed 

breakdown of the components: 

 

2.1 Diverse Recruitment Strategies:  

Diverse recruitment strategies involve implementing targeted outreach efforts to attract 

candidates from underrepresented communities. This may include attending job fairs in diverse 

neighborhoods, partnering with community organizations, friends/ family, advertising 

vacancies on platforms frequented by diverse groups, and actively seeking out candidates from 

diverse backgrounds. 

 

2.2 Implicit Bias Training for Recruiters:  

Implicit bias training for recruiters is crucial for mitigating unconscious biases that may 

influence hiring decisions. Recruiters are trained to recognize and address their own biases, as 

well as biases inherent in recruitment processes, to ensure fair and equitable treatment of all 

applicants throughout the hiring process. 

 

2.3 Community Partnerships:  

Collaborating with community organizations is key to identifying potential candidates from 

diverse backgrounds and promoting career opportunities within the department. By building 

partnerships and networks with local community groups, schools, and non-profit organizations, 

the department can tap into networks and resources to reach a broader pool of qualified 

candidates. 

 

2.4 Transparency in Hiring:  

Ensuring transparency and fairness in the hiring process is essential for building trust with 

applicants and the community. This involves clearly communicating job requirements, 

selection criteria, and evaluation methods to all applicants, providing timely feedback 

throughout the hiring process, and establishing mechanisms for addressing grievances or 

concerns related to hiring decisions. 

 

By implementing these practices, the department can enhance the diversity, equity, and inclusivity 

of its workforce, fostering a culture of belonging where all employees feel valued, respected, and 

empowered to contribute their unique perspectives and talents. 
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2.1 Diverse Recruitment Strategies: 
 

Diverse recruitment strategies involve implementing targeted outreach efforts to attract candidates 

from underrepresented communities. This may include attending job fairs in diverse neighborhoods, 

partnering with community organizations, advertising vacancies on platforms frequented by diverse 

groups, and actively seeking out candidates from diverse backgrounds. 

 

2.1.1 Components: 

 

1. Targeted Outreach Efforts: Implementing targeted outreach initiatives to attract 

candidates from underrepresented communities. This involves identifying recruitment 

channels frequented by diverse groups and actively engaging with them to promote career 

opportunities within the department. 

 

2. Partnerships with Community Organizations: Collaborating with community 

organizations, non-profits, and educational institutions to reach potential candidates from 

diverse backgrounds. These partnerships help expand the recruitment network and facilitate 

access to talent pools that may otherwise be overlooked. 

 

3. Advertisement on Diverse Platforms: Advertising job vacancies on platforms and forums 

frequented by diverse groups. This includes leveraging social media, community 

newsletters, ethnic media outlets, and specialized job boards to ensure visibility among 

diverse audiences. 

 

4. Inclusive Recruitment Materials: Developing recruitment materials, such as job postings 

and promotional materials, that reflect the department's commitment to diversity, equity, and 

inclusion. Language and imagery should be inclusive and culturally sensitive to resonate 

with a diverse audience. 
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2.1.1 Components: 

 

1. Targeted Outreach Efforts: 

o Identifying Recruitment Channels: Begin by identifying recruitment channels 

that are frequented by diverse groups within the community. This could involve 

researching local community centers, cultural events, or online forums where 

diverse individuals are active. 

o Engagement with Diverse Groups: Actively engage with these diverse groups 

through targeted outreach initiatives. This might involve hosting information 

sessions, conducting outreach events, or participating in community gatherings 

to promote career opportunities within the department. 

o Tailored Messaging: Customize outreach messages to resonate with the 

specific interests and needs of the diverse communities you're targeting. Ensure 

that the language used is inclusive, culturally sensitive, and highlights the 

department's commitment to diversity and equity. 

 

2. Partnerships with Community Organizations: 

o Identifying Potential Partners: Identify community organizations, non-profits, 

and educational institutions that have strong connections with underrepresented 

communities. This could include ethnic community centers, LGBTQ+ advocacy 

groups, religious organizations, or minority student associations. 

o Establishing Collaborative Relationships: Forge partnerships with these 

organizations through collaborative initiatives, joint events, or sponsorship 

opportunities. Work together to develop outreach strategies that effectively 

reach diverse audiences and promote career opportunities within the 

department. 

o Mutual Benefit: Ensure that partnerships are mutually beneficial, with both 

parties contributing to the success of recruitment efforts. This could involve 

providing resources, training opportunities, or support for community initiatives 

in exchange for assistance with recruitment outreach. 

 

3. Advertisement on Diverse Platforms: 

o Researching Platform Usage: Research platforms and forums that are popular 

among diverse groups, including social media platforms, community 

newsletters, ethnic media outlets, and specialized job boards. Understand how 

these platforms are used and which demographics they reach. 

o Crafting Tailored Messages: Develop recruitment advertisements and postings 

that are tailored to resonate with diverse audiences. Use inclusive language and 

imagery that reflects the diversity of the community and highlights the 

department's commitment to equity and inclusion. 
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o Strategic Placement: Strategically place advertisements on diverse platforms to 

maximize visibility among target demographics. Consider timing, frequency, 

and placement options to ensure that job vacancies reach a wide range of 

potential candidates. 

 

4. Inclusive Recruitment Materials: 

o Language and Imagery: Develop recruitment materials, such as job postings, 

brochures, and promotional videos, that reflect the department's commitment to 

diversity, equity, and inclusion. Use language and imagery that is inclusive, 

culturally sensitive, and representative of diverse communities. 

o Accessibility Considerations: Ensure that recruitment materials are accessible 

to individuals with disabilities and language barriers. Provide translations, 

alternative formats, or accommodation as needed to ensure that all individuals 

can access information about career opportunities within the department. 

o Highlighting Diversity Initiatives: Showcase the department's diversity 

initiatives, employee resource groups, and inclusive policies in recruitment 

materials. Highlight opportunities for professional development, support 

networks, and career advancement for individuals from diverse backgrounds. 

 

In summary, diverse recruitment strategies involve a multi-faceted approach that includes targeted 

outreach efforts, partnerships with community organizations, advertisement on diverse platforms, 

and the development of inclusive recruitment materials. By implementing these components 

effectively, the department can attract candidates from underrepresented communities and build a 

more inclusive workforce reflecting the diversity within the community it serves. 
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2.1.2 Significance: 

 

1. Enhanced Diversity: Diverse recruitment strategies contribute to building a more inclusive 

and representative workforce within the department. By actively seeking out candidates 

from underrepresented communities, the department can broaden its talent pool and reflect 

the diversity of the communities it serves. 

 

2. Community Engagement: Partnering with community organizations and engaging with 

diverse groups fosters trust and collaboration between the department and the community. It 

demonstrates a commitment to inclusivity and strengthens relationships with stakeholders, 

leading to increased community support and cooperation. 

 

3. Improved Cultural Competency: Exposure to diverse candidates and communities 

enhances cultural competency among department personnel. Recruiting individuals with 

diverse backgrounds brings unique perspectives and experiences to the department, 

fostering a more culturally competent and responsive workforce that represents the 

community. 

 

4. Alignment with Organizational Values: Diverse recruitment strategies align with the 

department's commitment to diversity, equity, and inclusion. By prioritizing diversity in 

recruitment efforts, the department reinforces its values and ensures that its workforce 

reflects the principles of fairness, respect, and equity. 

 

Overall, diverse recruitment strategies play a vital role in advancing diversity, equity, and inclusion 

within the department, contributing to a more representative and culturally responsive law 

enforcement agency. These initiatives not only attract a diverse talent pool but also strengthen 

community relationships and promote organizational values of inclusivity and fairness. 
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2.1.2 Significance: 

1. Enhanced Diversity: 

o Broader Talent Pool: Actively seeking out candidates from underrepresented 

communities ensures that the department has access to a wider range of skills, 

experiences, and perspectives. This diverse talent pool enriches the department's 

workforce and enhances its ability to address the complex needs of the 

community. 

o Reflecting Community Diversity: By recruiting individuals from diverse 

backgrounds, the department better reflects the diversity of the communities it 

serves. This not only strengthens community trust and cooperation but also 

allows the department to better understand and respond to the unique needs and 

concerns of different demographic groups. 

 

2. Community Engagement: 

o Trust Building: Partnering with community organizations and actively 

engaging with diverse groups demonstrates the department's commitment to 

inclusivity and fosters trust among community members. This trust is essential 

for effective community policing, as it encourages residents to collaborate with 

law enforcement and report crimes without fear of discrimination or bias. 

o Community Support: A commitment to diversity in recruitment efforts can 

lead to increased community support and cooperation. When residents see that 

the department values diversity and actively seeks to represent the community's 

demographics, they are more likely to support law enforcement initiatives and 

work together with officers to address public safety concerns. 

 

3. Improved Cultural Competency: 

o Understanding Diversity: Exposure to diverse candidates and communities 

enhances cultural competency among department personnel. Officers who have 

experience working with individuals from different cultural backgrounds are 

better equipped to communicate effectively, de-escalate conflicts, and build 

positive relationships with community members. 

o Valuing Diversity: Recruiting individuals with diverse backgrounds sends a 

powerful message that the department values the contributions of individuals 

from all cultures, ethnicities, and identities. This promotes a culture of 

inclusivity within the department and reinforces the idea that diversity is not just 

tolerated but celebrated and embraced. 
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4. Alignment with Organizational Values: 

o Commitment to Diversity and Equity: Prioritizing diversity in recruitment 

efforts aligns with the department's broader values of fairness, respect, and 

equity. By actively seeking out candidates from underrepresented communities, 

the department demonstrates its commitment to providing equal opportunities 

for all individuals, regardless of background. 

o Reflecting Organizational Values: Building a diverse workforce reflects the 

department's commitment to upholding values of inclusivity and fairness, both 

internally and in its interactions with the community. When the department's 

personnel mirror the diversity of the community, it sends a powerful message 

that everyone is welcome and valued. 

 

In summary, diverse recruitment strategies play a crucial role in promoting diversity, equity, and 

inclusion within the department and its interactions with the community. By actively seeking out 

candidates from underrepresented communities, engaging with diverse groups, enhancing cultural 

competency, and aligning with organizational values, the department can build a more 

representative and culturally responsive law enforcement agency. 
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2.2 Implicit Bias Training for Recruiters:  

 

Implicit bias training for recruiters is crucial for mitigating unconscious biases that may influence 

hiring decisions. Recruiters are trained to recognize and address their own biases, as well as biases 

inherent in recruitment processes, to ensure fair and equitable treatment of all applicants throughout 

the hiring process. The components and significance of the Implicit Bias Training for Recruiters 

are: 

 

2.2.1 Components: 

 

1. Identification of Implicit Biases: Recruiters undergo training to identify their own implicit 

biases, which are unconscious attitudes or stereotypes that can influence decision-making. 

They learn to recognize common biases related to race, gender, age, and other factors that 

may impact hiring decisions. 

 

2. Understanding the Impact of Bias: Recruiters gain an understanding of how implicit 

biases can affect recruitment and hiring processes. They learn about the potential 

consequences of bias, such as perpetuating disparities in representation and limiting 

opportunities for underrepresented groups. 

 

 

3. Bias Mitigation Strategies: Training equips recruiters with strategies to mitigate the 

influence of bias in their decision-making. This may include techniques such as slowing 

down decision-making processes, seeking diverse perspectives, and implementing 

standardized evaluation criteria to promote fairness and consistency. 

 

4. Promotion of Inclusive Practices: Implicit bias training promotes the adoption of inclusive 

recruitment practices that prioritize fairness and equity. Recruiters learn to recognize and 

challenge bias in job descriptions, candidate evaluations, and interview processes to ensure 

all applicants are evaluated based on merit and qualifications. 
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2.2.1 Components: 

 

1. Identification of Implicit Biases 

o Self-Reflection and Awareness: Recruiters undergo training to develop self-

awareness and recognize their own implicit biases. Through exercises, discussions, 

and assessments, recruiters explore their unconscious attitudes and stereotypes 

related to race, gender, age, and other factors that may influence hiring decisions. 

This process involves introspection and reflection to identify hidden biases that may 

impact their judgment. 

o Understanding Bias Triggers: Recruiters learn to identify common triggers or 

situations that may activate their implicit biases during the recruitment process. By 

recognizing these triggers, recruiters can become more vigilant and proactive in 

addressing bias when it arises, ensuring fair and equitable treatment of all applicants. 

o Case Studies and Examples: Training sessions may include case studies and real-

world examples to illustrate how implicit biases manifest in recruitment and hiring 

processes. Recruiters analyze these examples to understand the subtleties of bias and 

its potential impact on decision-making, enhancing their ability to recognize and 

address bias effectively. 

 

2. Understanding the Impact of Bias: 

o Awareness of Consequences: Recruiters gain an understanding of how implicit 

biases can affect recruitment and hiring processes. They learn about the potential 

consequences of bias, such as perpetuating disparities in representation, contributing 

to workforce homogeneity, and limiting opportunities for underrepresented groups. 

By recognizing the broader implications of bias, recruiters are motivated to actively 

mitigate its influence. 

o Examining Systemic Impact: Training emphasizes the systemic impact of bias on 

organizational culture, employee morale, and community relations. Recruiters 

explore how biased hiring practices can reinforce existing inequities and create 

barriers to diversity and inclusion within the workforce. This systemic perspective 

encourages recruiters to consider the broader social context and implications of their 

decisions. 

 

3. Bias Mitigation Strategies: 

o Decision-Making Techniques: Recruiters are equipped with practical strategies to 

mitigate the influence of bias in their decision-making processes. This may include 

techniques such as slowing down decision-making to allow for more deliberate 

evaluation, seeking diverse perspectives to counteract bias, and implementing 

standardized evaluation criteria to promote fairness and consistency across 

assessments. 
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o Implicit Association Exercises: Training may incorporate implicit association 

exercises to help recruiters recognize and challenge their unconscious biases in real-

time. These exercises engage recruiters in interactive activities designed to reveal 

implicit biases and encourage reflection on their implications for decision-making. 

By actively engaging in these exercises, recruiters develop strategies to interrupt 

biased thought patterns and behaviors. 

 

4. Promotion of Inclusive Practices: 

o Bias-Free Recruitment Procedures: Implicit bias training promotes the adoption of 

inclusive recruitment practices that prioritize fairness and equity. Recruiters learn to 

recognize and challenge bias in various aspects of the recruitment process, including 

job descriptions, candidate evaluations, and interview procedures. They are trained 

to use language and evaluation criteria that minimize the influence of bias and 

ensure that all applicants are evaluated based on merit and qualifications. 

o Diversity and Inclusion Initiatives: Training may highlight the importance of 

diversity and inclusion initiatives in fostering a more equitable workplace. Recruiters 

are encouraged to actively support diversity recruitment efforts, engage with 

underrepresented communities, and advocate for inclusive policies and practices 

within the organization. By promoting diversity and inclusion, recruiters contribute 

to building a more representative and inclusive workforce that reflects the diversity 

of the community served. 

 

In summary, Implicit Bias Training for Recruiters is a comprehensive program designed to equip 

recruiters with the knowledge, skills, and strategies needed to recognize, address, and mitigate 

implicit biases in the recruitment process. By fostering self-awareness, understanding bias impact, 

providing mitigation strategies, and promoting inclusive practices, this training ensures that 

recruiters can effectively evaluate candidates based on merit and qualifications, leading to fair and 

equitable hiring decisions. 
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2.2.2 Significance: 

 

1. Fair and Equitable Treatment: Implicit bias training ensures that recruiters are equipped 

to provide fair and equitable treatment to all applicants throughout the hiring process. By 

raising awareness of biases and implementing mitigation strategies, recruiters can minimize 

the impact of bias on hiring decisions and promote equal opportunities for all candidates. 

 

2. Enhanced Diversity and Inclusion: Mitigating bias in recruitment processes facilitates the 

recruitment and retention of a diverse workforce. By eliminating barriers to entry for 

underrepresented groups, implicit bias training contributes to building a more inclusive 

organizational culture that values diversity and fosters belonging. 

 

3. Improved Candidate Experience: Candidates experience a more positive and transparent 

recruitment process when bias is addressed effectively. Implicit bias training helps recruiters 

create an environment where all applicants feel valued and respected, regardless of their 

background or identity, enhancing the overall candidate experience. 

 

4. Alignment with Organizational Values: Implicit bias training aligns with the department's 

commitment to diversity, equity, and inclusion. By investing in bias awareness and 

mitigation efforts, the department demonstrates its dedication to promoting fairness, respect, 

and equal opportunity in recruitment practices. 

 

Implicit bias training for recruiters is essential for fostering a recruitment process that is fair, 

inclusive, and aligned with the department's values. By addressing unconscious biases and 

promoting equitable treatment of all applicants, recruiters play a critical role in building a diverse 

and representative workforce that reflects the communities served. 
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2.2.2 Significance: 

 

1. Fair and Equitable Treatment: 

o Minimizing Bias Impact: Implicit bias training ensures that recruiters are equipped 

with the knowledge and skills to provide fair and equitable treatment to all 

applicants throughout the hiring process. By raising awareness of biases and 

implementing mitigation strategies, recruiters can minimize the impact of bias on 

hiring decisions. This promotes equal opportunities for all candidates, regardless of 

their background, identity, or characteristics. 

o Promoting Transparency: Recruiters who undergo implicit bias training are better 

able to recognize and address bias in recruitment practices, leading to greater 

transparency in the hiring process. Candidates can have confidence that their 

applications will be evaluated objectively and fairly, enhancing trust in the 

recruitment process and the organization as a whole. 

 

2. Enhanced Diversity and Inclusion: 

o Removing Barriers to Entry: Mitigating bias in recruitment processes facilitates 

the recruitment and retention of a diverse workforce. By eliminating barriers to entry 

for underrepresented groups, implicit bias training contributes to building a more 

inclusive organizational culture that values diversity and fosters belonging. This 

leads to a workforce that reflects the diversity of the community served and brings a 

wide range of perspectives and experiences to the organization. 

o Creating a Welcoming Environment: Implicit bias training helps create a 

welcoming environment for candidates from diverse backgrounds. When recruiters 

are trained to recognize and address bias, they create an atmosphere where all 

applicants feel valued and respected, regardless of their background or identity. This 

fosters a sense of inclusivity and belonging among candidates, encouraging diverse 

talent to apply and contribute to the organization's success. 

 

3. Improved Candidate Experience: 

o Positive Recruitment Process: Candidates experience a more positive and 

transparent recruitment process when bias is addressed effectively. Implicit bias 

training equips recruiters with the tools to create an environment where all applicants 

feel welcomed, respected and valued. This leads to a smoother and more respectful 

interaction between candidates and recruiters, enhancing the overall candidate 

experience and promoting the organization's reputation as an employer of choice. 

o Increased Confidence: Candidates are more likely to have confidence and trust in 

the fairness of the recruitment process when recruiters demonstrate awareness and 

accountability for bias. Implicit bias training helps recruiters build trust with 
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candidates by ensuring that their applications are evaluated based on merit and 

qualifications, rather than biased assumptions or stereotypes. 

 

4. Alignment with Organizational Values: 

o Demonstrating Commitment: Implicit bias training aligns with the department's 

commitment to diversity, equity, and inclusion. By investing in bias awareness and 

mitigation efforts, the department demonstrates its dedication to promoting fairness, 

respect, and equal opportunity in recruitment practices. This alignment reinforces the 

organization's values and strengthens its reputation as an ethical and socially 

responsible employer. 

 

In summary, Implicit Bias Training for Recruiters is significant for fostering a recruitment process 

that is fair, inclusive, and aligned with the department's values. By addressing unconscious biases, 

promoting equitable treatment of all applicants, and enhancing the candidate experience, recruiters 

play a critical role in building a diverse and representative workforce that reflects the communities 

served and contributes to organizational success. 
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2.3 Community Partnerships:  

 

Collaborating with community organizations is key to identifying potential candidates from diverse 

backgrounds and promoting career opportunities within the department. By building partnerships 

with local community groups, schools, and non-profit organizations, the department can tap into 

networks and resources to reach a broader pool of qualified candidates to consider. The components 

and significance of the Community Partnerships are: 

 

2.3.1 Components: 

 

1. Identification of Community Organizations: The department identifies and establishes 

partnerships with a diverse range of community organizations, including cultural 

associations, advocacy groups, schools, and non-profit organizations. These partnerships 

enable the department to connect with various segments of the community and access 

diverse talent pools. 

 

2. Collaborative Outreach Efforts: Community partnerships involve collaborative outreach 

efforts to promote career opportunities within the department. This may include hosting 

recruitment events, participating in job fairs, conducting informational sessions, and 

engaging in outreach activities targeted at specific communities or demographic groups. 

 

3. Resource Sharing: Partnerships with community organizations facilitate resource sharing 

and mutual support. The department may provide resources such as training materials, 

mentorship programs, or internship opportunities, while community organizations may offer 

access to their networks, facilities, or expertise in cultural competency and community 

engagement. 

 

4. Targeted Engagement Strategies: Community partnerships allow the department to tailor 

its recruitment efforts to the needs and preferences of diverse communities. By working 

closely with community organizations, the department can develop targeted engagement 

strategies that resonate with different cultural, linguistic, and socioeconomic groups. 
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2.3.1 Components: 

 

1. Identification of Community Organizations: 

o Diverse Range of Partners: The department proactively identifies and establishes 

partnerships with a diverse range of community organizations, including cultural 

associations, advocacy groups, schools, and non-profit organizations. These 

partnerships are carefully curated to ensure representation from various segments of 

the community, allowing the department to access a broad and diverse talent pool. 

o Network Expansion: Partnering with community organizations expands the 

department's network beyond traditional recruitment channels, providing access to 

individuals who may not otherwise consider career opportunities within law 

enforcement. By collaborating with organizations deeply embedded within different 

communities, the department can reach individuals with diverse backgrounds, 

experiences, and perspectives. 

 

2. Collaborative Outreach Efforts 

o Promotional Activities: Community partnerships involve collaborative outreach 

efforts aimed at promoting career opportunities within the department. This includes 

hosting recruitment events, participating in job fairs, conducting informational 

sessions, and engaging in targeted outreach activities tailored to specific 

communities or demographic groups. 

o Personalized Engagement: Through collaborative efforts, the department can 

personalize its engagement with diverse communities, addressing their unique needs 

and preferences. By actively participating in community events and initiatives, 

recruiters can establish meaningful connections and build trust with potential 

candidates, fostering a positive perception of law enforcement as an inclusive and 

accessible career option. 

 

3. Resource Sharing: 

o Mutual Support: Partnerships with community organizations facilitate mutual 

support and resource sharing. The department may provide resources such as 

training materials, mentorship programs, or internship opportunities to support 

community members interested in law enforcement careers. In return, community 

organizations may offer access to their networks, facilities, or expertise in cultural 

competency and community engagement, enriching the department's outreach 

efforts. 

o Capacity Building: Collaborative resource sharing enhances the capacity of both 

the department and community organizations to support diverse talent development 

and recruitment initiatives. By leveraging each other's strengths and resources, 
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partners can collectively address barriers and create pathways for individuals from 

underrepresented backgrounds to pursue careers in law enforcement. 

 

4. Targeted Engagement Strategies: 

o Culturally Relevant Approaches: Community partnerships allow the department to 

develop culturally relevant and linguistically appropriate engagement strategies 

tailored to the needs and preferences of diverse communities. By working closely 

with community organizations, the department gains insights into cultural norms, 

values, and communication styles, enabling the development of engagement 

strategies that resonate with different cultural, linguistic, and socioeconomic groups. 

o Inclusive Recruitment Practices: Through targeted engagement, the department 

can ensure that its recruitment practices are inclusive and accessible to individuals 

from diverse backgrounds. By actively involving community partners in recruitment 

planning and implementation, the department can address barriers, dispel 

misconceptions, and create opportunities for meaningful participation in the 

recruitment process. 

 

In summary, Community Partnerships involve the identification of diverse community 

organizations, collaborative outreach efforts, resource sharing, and targeted engagement strategies 

aimed at promoting career opportunities within the department. By leveraging partnerships with 

community organizations, the department can access a broad and diverse talent pool, personalize its 

engagement with different communities, and foster inclusive recruitment practices that reflect the 

diversity of the populations it serves. 
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2.3.2 Significance: 

 

1. Access to Diverse Talent: Community partnerships expand the department's access to 

diverse talent pools that may be underrepresented in traditional recruitment channels. By 

collaborating with community organizations, the department can identify and recruit 

candidates from diverse backgrounds who bring unique perspectives and experiences to the 

workforce. 

 

2. Cultural Competency: Engaging with community organizations enhances the department's 

cultural competency and understanding of the communities it serves. By building 

relationships and fostering trust with diverse community stakeholders, the department 

demonstrates its commitment to cultural sensitivity and responsiveness in recruitment 

practices. 

 

3. Increased Visibility and Trust: Community partnerships increase the department's 

visibility and credibility within the community. By actively engaging with community 

organizations, the department builds trust, fosters positive relationships, and positions itself 

as an inclusive and supportive employer of choice within the community. 

 

4. Enhanced Recruitment Effectiveness: Collaborating with community organizations 

improves the effectiveness of recruitment efforts by tapping into existing networks and 

relationships. Community partners can provide valuable insights, referrals, and 

recommendations that help identify qualified candidates and facilitate their transition into 

departmental roles. 

 

Community partnerships play a vital role in fostering diversity, equity, and inclusion within the 

department by facilitating access to diverse talent pools, enhancing cultural competency, building 

trust with the community, and improving recruitment effectiveness. By leveraging the strengths and 

resources of community organizations, the department can strengthen its workforce and better 

reflect the diversity of the communities it serves. 
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2.3.2 Significance: 

 

1. Access to Diverse Talent: 

o Broadened Talent Pools: Community partnerships expand the department's access 

to talent pools that are often underrepresented in traditional recruitment channels. By 

collaborating with community organizations, the department can tap into diverse 

networks and identify candidates from varied backgrounds who bring unique 

perspectives, skills, and experiences to the workforce. 

o Inclusivity in Recruitment: Partnering with community organizations ensures 

inclusivity in recruitment efforts by reaching individuals who may not have 

considered law enforcement careers through conventional channels. This broadens 

the applicant pool and increases the likelihood of attracting qualified candidates who 

reflect the diversity of the community served. 

 

2. Cultural Competency: 

o Enhanced Understanding: Engaging with community organizations enhances the 

department's cultural competency and deepens its understanding of the communities 

it serves. By building relationships and fostering trust with diverse community 

stakeholders, the department demonstrates its commitment to cultural sensitivity and 

responsiveness in recruitment practices. 

o Effective Communication: Through partnerships, the department learns to 

communicate effectively with diverse communities, respecting cultural norms and 

preferences. This fosters an environment of mutual respect and understanding, 

facilitating meaningful engagement and connection with potential candidates from 

different cultural backgrounds. 

 

3. Increased Visibility and Trust: 

o Community Credibility: Community partnerships increase the department's 

visibility and credibility within the community. By actively engaging with 

community organizations, the department demonstrates its commitment to 

inclusivity and support, fostering positive perceptions and strengthening its 

reputation as an employer of choice. 

o Trust Building: Collaborative efforts build trust between the department and 

community members, breaking down barriers and dispelling misconceptions about 

law enforcement. This trust is essential for attracting candidates who may have had 

negative perceptions of law enforcement careers or concerns about fairness and 

equity in recruitment processes. 
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4. Enhanced Recruitment Effectiveness: 

o Strategic Insights: Community partners provide valuable insights, referrals, and 

recommendations that enhance the effectiveness of recruitment efforts. They can 

identify potential candidates, recommend individuals with relevant skills and 

qualifications, and provide guidance on how to effectively engage with diverse 

communities. 

o Network Expansion: Partnering with community organizations expands the 

department's recruitment network, enabling access to hidden talent and reducing 

reliance on traditional recruitment methods. This diversified approach increases the 

likelihood of attracting high-quality candidates who may not be reached through 

conventional means. 

 

In summary, Community Partnerships are significant for fostering diversity, equity, and inclusion 

within the department by broadening access to diverse talent pools, enhancing cultural competency, 

building trust with the community, and improving recruitment effectiveness. By leveraging 

partnerships with community organizations, the department strengthens its workforce and better 

reflects the diversity of the communities it serves. 
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2.4 Transparency in Hiring:  

 

Ensuring transparency and fairness in the hiring process is essential for building trust with 

applicants and the community. This involves clearly communicating job requirements, selection 

criteria, and evaluation methods to all applicants, providing timely feedback throughout the hiring 

process, and establishing mechanisms for addressing grievances or concerns related to hiring 

decisions. The components and significance for the Transparency in Hiring are: 

 

2.4.1 Components: 

 

1. Clear Communication of Job Requirements: The department clearly communicates the 

job requirements, including qualifications, skills, and responsibilities, to all applicants. This 

ensures that candidates have a comprehensive understanding of the expectations associated 

with the position and can make informed decisions about whether to apply. 

 

2. Transparent Selection Criteria: Transparent selection criteria are established and 

communicated to all applicants to ensure fairness and consistency in the evaluation process. 

These criteria outline the specific qualifications, competencies, and attributes that will be 

assessed during the selection process, helping applicants understand how their qualifications 

align with the job requirements. 

 

3. Open Evaluation Methods: The department utilizes open evaluation methods that are 

objective, standardized, and based on merit. This may include structured interviews, skills 

assessments, and performance evaluations conducted by trained assessors who adhere to 

established evaluation criteria and procedures. 

 

4. Timely Feedback to Applicants: Timely feedback is provided to applicants at various 

stages of the hiring process to keep them informed of their status and provide constructive 

input on their candidacy. This may include updates on application status, interview 

outcomes, and areas for improvement identified during the evaluation process. 

 

5. Mechanisms for Addressing Grievances: The department establishes mechanisms for 

addressing grievances or concerns related to the hiring process, such as appeals procedures 

or channels for submitting feedback and complaints. These mechanisms ensure that 

applicants have recourse if they believe they have been treated unfairly or discriminated 

against during the hiring process. 
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2.4.1 Components: 

 

1. Clear Communication of Job Requirements: 

o Comprehensive Understanding: The department ensures that job requirements, 

including qualifications, skills, and responsibilities, are clearly communicated to all 

applicants. This enables candidates to have a thorough understanding of what the 

position entails, allowing them to make informed decisions about whether to apply. 

o Informed Decision-Making: Clear communication helps applicants assess their 

suitability for the role and determine if their qualifications align with the job 

requirements. This transparency reduces misunderstandings and ensures that 

candidates apply only if they possess the necessary qualifications and are genuinely 

interested in the position. 

 

2. Transparent Selection Criteria: 

o Fair and Consistent Evaluation: Transparent selection criteria are established and 

communicated to all applicants to ensure fairness and consistency in the evaluation 

process. By outlining specific qualifications, competencies, and attributes that will 

be assessed, the department provides clarity on what factors will be considered 

during candidate evaluation. 

o Promotion of Fairness: Clearly defined selection criteria promote fairness by 

ensuring that all candidates are evaluated based on the same standards. This 

transparency helps mitigate biases and perceptions of favoritism, fostering trust in 

the fairness of the hiring process. 

 

3. Open Evaluation Methods: 

o Objective and Standardized Assessment: The department utilizes open evaluation 

methods that are objective, standardized, and based on merit. Structured interviews, 

skills assessments, and performance evaluations conducted by trained assessors 

adhere to established evaluation criteria and procedures, ensuring consistency and 

fairness. 

o Merit-Based Selection: Open evaluation methods focus on assessing candidates' 

qualifications and abilities relevant to the job, rather than subjective factors. This 

promotes merit-based selection and ensures that hiring decisions are made based on 

candidates' skills and competencies. 

 

4. Timely Feedback to Applicants: 

o Applicant Engagement: Timely feedback is provided to applicants at various stages 

of the hiring process to keep them engaged and informed. Updates on application 

status, interview outcomes, and areas for improvement identified during the 
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evaluation process help applicants understand where they stand and how they can 

enhance their candidacy. 

o Enhanced Candidate Experience: Providing feedback demonstrates respect for 

applicants' time and effort invested in the application process. It enhances the 

candidate’s experience by fostering transparency, communication, and a sense of 

respect for applicants' contributions. 

 

5. Mechanisms for Addressing Grievances: 

o Fairness and Accountability: The department establishes mechanisms for 

addressing grievances or concerns related to the hiring process, ensuring fairness and 

accountability. Appeals procedures or channels for submitting feedback and 

complaints provide applicants with recourse if they believe they have been treated 

unfairly or discriminated against. 

o Promotion of Trust: Transparent grievance mechanisms reassure applicants that 

their concerns will be taken seriously and addressed appropriately. This promotes 

trust in the integrity of the hiring process and demonstrates the department's 

commitment to upholding fairness and equity. 

 

In summary, Transparency in Hiring involves clear communication of job requirements, transparent 

selection criteria, open evaluation methods, timely feedback to applicants, and mechanisms for 

addressing grievances. These components promote fairness, accountability, and trust in the hiring 

process, ultimately contributing to the department's ability to attract and retain qualified candidates 

while building positive relationships with the community. 
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2.4.2 Significance: 

 

1. Enhanced Trust and Confidence: Transparency in hiring builds trust and confidence with 

applicants and the community by demonstrating a commitment to fairness, integrity, and 

accountability. When applicants perceive the hiring process as transparent and equitable, 

they are more likely to trust the department and feel confident in its decision-making. 

 

2. Promotion of Diversity and Inclusion: Transparent hiring practices promote diversity and 

inclusion by leveling the playing field for all applicants, regardless of background or 

demographics. By clearly communicating selection criteria and evaluation methods, the 

department ensures that candidates are evaluated based on their qualifications and merit, 

rather than subjective or biased criteria. 

 

3. Improved Applicant Experience: Transparent hiring processes contribute to a positive 

applicant experience by providing clear expectations, timely feedback, and opportunities for 

recourse. Applicants who receive transparent communication and fair treatment throughout 

the hiring process are more likely to have a positive impression of the department, 

regardless of the outcome of their application. 

 

4. Legal Compliance: Transparency in hiring helps the department comply with legal 

requirements and regulations related to equal employment opportunity and non-

discrimination. By establishing clear selection criteria, adhering to standardized evaluation 

methods, and providing mechanisms for addressing grievances, the department mitigates the 

risk of legal challenges or allegations of discrimination. 

 

5. Enhanced Reputation: Transparent hiring practices enhance the department's reputation as 

an ethical, fair, and inclusive employer. A reputation for transparency and fairness in hiring 

can attract high-quality candidates, improve employee morale and retention, and enhance 

the department's standing within the community. 

 

Transparency in hiring is essential for promoting trust, fairness, and accountability in the 

recruitment process. By implementing clear communication, objective evaluation methods, and 

mechanisms for addressing grievances, the department demonstrates its commitment to integrity, 

diversity, and inclusion in all aspects of its operations. 
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2.4.2 Significance: 

 

1. Enhanced Trust and Confidence: 

o Commitment to Fairness: Transparency in hiring cultivates trust and confidence 

among applicants and the community by showcasing the department's commitment 

to fairness, integrity, and accountability. When the hiring process is perceived as 

transparent and equitable, applicants are more likely to trust the department's 

decision-making and have confidence in its operations. 

o Positive Perception: Applicants who experience transparency in the hiring process 

are more likely to view the department favorably, even if they are not ultimately 

selected. This positive perception can contribute to a stronger sense of trust in the 

department's leadership and decision-making, fostering positive relationships with 

the community. 

 

2. Promotion of Diversity and Inclusion: 

o Equal Opportunity: Transparent hiring practices promote diversity and inclusion 

by providing all applicants with an equal opportunity to compete for positions within 

the department. By clearly communicating selection criteria and evaluation methods, 

the department ensures that candidates are evaluated based on their qualifications 

and merit, rather than subjective or biased criteria. 

o Leveling the Playing Field: Transparency in hiring levels the playing field for 

candidates from diverse backgrounds, mitigating the impact of unconscious biases 

and systemic barriers. When applicants trust that the hiring process is fair and 

transparent, they are more likely to apply, resulting in a more diverse pool of 

qualified candidates. 

 

3. Improved Applicant Experience: 

o Clear Communication: Transparent hiring processes contribute to a positive 

applicant experience by providing clear expectations and timely feedback throughout 

the hiring process. Applicants who receive transparent communication and fair 

treatment are more likely to have a positive impression of the department, regardless 

of the outcome of their application. 

o Opportunities for Recourse: Establishing mechanisms for addressing grievances or 

concerns further enhances the applicant experience by providing applicants with 

opportunities for recourse if they believe they have been treated unfairly. This 

demonstrates the department's commitment to accountability and responsiveness in 

the hiring process. 
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4. Legal Compliance: 

o Mitigation of Legal Risks: Transparency in hiring helps the department comply 

with legal requirements and regulations related to equal employment opportunity and 

non-discrimination. By establishing clear selection criteria, adhering to standardized 

evaluation methods, and providing mechanisms for addressing grievances, the 

department mitigates the risk of legal challenges or allegations of discrimination. 

o Demonstration of Compliance: Transparent hiring practices demonstrate to 

regulatory bodies, stakeholders, and the public that the department is committed to 

upholding legal standards and protecting the rights of applicants throughout the 

hiring process. 

 

5. Enhanced Reputation: 

o Ethical and Inclusive Employer: Transparent hiring practices enhance the 

department's reputation as an ethical, fair, and inclusive employer. A reputation for 

transparency and fairness in hiring can attract high-quality candidates, improve 

employee morale and retention, and enhance the department's standing within the 

community. 

o Positive Impact: A positive reputation for transparency in hiring can have far-

reaching benefits for the department, including increased community support, 

stronger relationships with stakeholders, and a more favorable perception among 

prospective applicants and recruits. 

 

In summary, Transparency in Hiring is essential for promoting trust, fairness, and accountability in 

the recruitment process. By implementing clear communication, objective evaluation methods, and 

mechanisms for addressing grievances, the department demonstrates its commitment to integrity, 

diversity, and inclusion in all aspects of its operations. 
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3. Training and Education: 

 

 

3.1   Cultural Training:  

Providing regular training to enhance officers' understanding of diverse cultures, 

backgrounds, and experiences. 

 

3.2   Implicit Bias Training:  

Offering training sessions to help officers recognize and address unconscious biases in 

their interactions with the public. 

 

3.3   Inclusive Policing Practices:  

Training officers on de-escalation techniques, conflict resolution, and communication 

skills to promote respectful and equitable interactions. 

 

3.4   Ongoing Education:  

Providing ongoing education opportunities to keep officers updated on best practices and 

emerging issues related to diversity, equity, and inclusion. 
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3. Training and Education: 

 
Training and education initiatives within the DEI program are vital for equipping officers with the 

knowledge, skills, and attitudes necessary to promote diversity, equity, and inclusion in their 

interactions with the community. Here's an explanation of each training and education item: 

 

3.1 Cultural Competency Training: 

Cultural competency training is an essential component of the DEI program aimed at enhancing 

officers' understanding of diverse cultures, backgrounds, and experiences. Through regular 

training sessions, officers are provided with opportunities to develop cultural awareness, 

sensitivity, and competence. The training modules focus on promoting an understanding of 

various cultural norms, values, and practices to facilitate effective communication and 

engagement with individuals from diverse backgrounds. By participating in cultural 

competency training, officers gain the necessary skills to navigate cross-cultural interactions 

with respect and empathy, ultimately fostering positive relationships with the communities they 

serve. 

 

3.2 Implicit Bias Training: 

Implicit bias training is designed to help officers recognize and address unconscious biases that 

may influence their interactions with the public. Through targeted training sessions, officers 

learn to identify implicit biases and understand how these biases can impact their decision-

making and behavior. The training emphasizes awareness-building activities and discussions to 

increase officers' understanding of the prevalence and consequences of implicit biases in law 

enforcement. By acknowledging and confronting their biases, officers can strive to treat all 

individuals with fairness and impartiality, promoting trust and confidence in police-community 

relations. 

 

3.3 Inclusive Policing Practices: 

Inclusive policing practices encompass a range of training initiatives aimed at promoting 

respectful and equitable interactions between officers and community members. Officers 

receive training on various aspects of inclusive policing, including de-escalation techniques, 

conflict resolution strategies, and effective communication skills. Through specialized training 

programs, officers learn how to defuse tense situations, resolve conflicts peacefully, and engage 

respectfully with individuals from diverse backgrounds. Inclusive policing practices prioritize 

fairness, dignity, and respect for all individuals, regardless of their race, ethnicity, or other 

characteristics, contributing to safer and more harmonious communities. 
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3.4 Ongoing Education: 

Ongoing education initiatives ensure that officers have access to continuous learning 

opportunities to stay informed and up to date on best practices and emerging issues related to 

diversity, equity, and inclusion. The department provides various resources, such as seminars, 

workshops, and online courses, to support officers' professional development in DEI-related 

topics. Through ongoing education, officers have the opportunity to deepen their understanding 

of key concepts, expand their skill sets, and stay abreast of developments in the field of 

diversity and inclusion. By investing in ongoing education, the department demonstrates its 

commitment to fostering a culture of learning and improvement, ultimately enhancing officers' 

effectiveness in promoting diversity and inclusion within the department and the broader 

community. 
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3.1 Cultural Competency Training: 

 

Cultural competency training is a cornerstone of the DEI program, designed to enhance officers' 

knowledge and understanding of diverse cultures, backgrounds, and experiences. Through 

structured training sessions, officers are equipped with the skills and awareness necessary to engage 

effectively with individuals from various cultural backgrounds. Here's a breakdown of the 

components and significance of Cultural Competency Training: 

 

3.1.1 Components: 

 

1. Cultural Awareness: The training aims to increase officers' awareness of different cultural 

norms, values, and practices prevalent within the community they serve. Officers learn to 

recognize and appreciate the diversity present in their jurisdiction, fostering empathy and 

understanding towards individuals from diverse backgrounds. 

 

2. Sensitivity Development: Cultural competency training focuses on developing officers' 

sensitivity towards cultural differences and nuances. Through interactive exercises and 

discussions, officers learn to approach interactions with cultural humility, acknowledging 

their own biases and limitations while respecting the perspectives of others. 

 

3. Communication Skills: Training modules emphasize the importance of effective cross-

cultural communication. Officers learn strategies for overcoming language barriers, 

interpreting non-verbal cues, and adapting their communication style to accommodate 

diverse cultural preferences. 

 

4. Engagement Techniques: Cultural competency training equips officers with practical 

engagement techniques to foster positive relationships with individuals from diverse 

backgrounds. This may include active listening skills, empathy-building exercises, and 

techniques for building rapport across cultural divides. 
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3.1.1 Components: 

 

1. Cultural Awareness: 

o Understanding Diversity: Cultural competency training aims to increase officers' 

awareness of the diverse cultural norms, values, and practices prevalent within the 

communities they serve. This component helps officers recognize and appreciate the 

richness of diversity present in their jurisdiction, fostering empathy and 

understanding towards individuals from different backgrounds. 

o Community Insight: By gaining insights into various cultural perspectives, officers 

are better equipped to navigate complex community dynamics and build trust with 

residents from diverse cultural backgrounds. This understanding enhances their 

effectiveness in addressing community needs and concerns in a culturally sensitive 

manner. 

 

2. Sensitivity Development: 

o Cultural Humility: Cultural competency training focuses on developing officers' 

sensitivity towards cultural differences and nuances. Through interactive exercises 

and discussions, officers learn to approach interactions with humility, recognizing 

their own biases and limitations while demonstrating respect for the perspectives and 

experiences of others. 

o Mitigating Biases: By acknowledging and addressing implicit biases, officers can 

mitigate the risk of misunderstandings or misinterpretations in their interactions with 

community members. This sensitivity development fosters more inclusive and 

respectful interactions, contributing to positive community relations. 

 

3. Communication Skills: 

o Cross-Cultural Communication: Training modules emphasize the importance of 

effective cross-cultural communication skills. Officers learn strategies for 

overcoming language barriers, interpreting non-verbal cues, and adapting their 

communication style to accommodate diverse cultural preferences. 

o Clarity and Understanding: Enhancing communication skills enables officers to 

convey information clearly and build rapport with individuals from diverse 

backgrounds. Effective communication fosters trust and mutual understanding, 

facilitating more productive interactions and conflict resolution within the 

community. 

 

4. Engagement Techniques: 

o Active Listening: Cultural competency training equips officers with active listening 

skills to better understand the perspectives and concerns of individuals from diverse 
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backgrounds. By listening attentively and empathetically, officers can demonstrate 

respect for community members' experiences and build stronger relationships. 

o Building Rapport: Officers learn practical engagement techniques to establish 

rapport and trust with community members. This may include empathy-building 

exercises, demonstrating genuine interest in cultural traditions, and adapting 

behaviors to align with community norms. Building positive relationships enhances 

community cooperation and support for law enforcement initiatives. 

 

In summary, Cultural Competency Training provides officers with essential skills and knowledge to 

engage effectively with individuals from diverse cultural backgrounds. By increasing cultural 

awareness, sensitivity, communication skills, and engagement techniques, officers can foster trust, 

understanding, and cooperation within the communities they serve, ultimately contributing to safer 

and more inclusive neighborhoods. 
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3.1.2 Significance: 

 

1. Enhanced Community Relations: Cultural competency training enhances officers' ability 

to engage with community members from diverse backgrounds in a respectful and culturally 

sensitive manner. By demonstrating cultural awareness and sensitivity, officers build trust 

and rapport within the community, leading to stronger police-community relations. 

 

2. Reduced Bias and Stereotyping: Cultural competency training helps officers recognize 

and mitigate biases and stereotypes that may impact their interactions with individuals from 

different cultural backgrounds. By fostering awareness and understanding, the training 

promotes fair and impartial treatment of all community members, regardless of their cultural 

identity. 

 

3. Improved Service Delivery: Officers who undergo cultural competency training are better 

equipped to address the unique needs and concerns of diverse communities effectively. By 

understanding cultural nuances and preferences, officers can tailor their approach to service 

delivery, leading to more responsive and inclusive policing practices. 

 

4. Conflict Resolution: Cultural competency training provides officers with valuable conflict 

resolution skills necessary for navigating intercultural misunderstandings and tensions. By 

promoting empathy and communication across cultural divides, officers can de-escalate 

conflicts and resolve disputes in a manner that respects the dignity and autonomy of all 

parties involved. 

 

In summary, Cultural Competency Training plays a crucial role in equipping officers with the 

knowledge, skills, and attitudes necessary for effective and respectful engagement with diverse 

communities. By fostering cultural awareness, sensitivity, and communication skills, this training 

contributes to building trust, reducing bias, and enhancing the quality of policing services delivered 

to all community members. 
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3.1.2 Significance: 

 

1. Enhanced Community Relations: 

o Building Trust: Cultural competency training enhances officers' ability to engage 

respectfully and sensitively with community members from diverse backgrounds. By 

demonstrating cultural awareness and sensitivity, officers foster trust and rapport 

within the community, leading to stronger police-community relations. 

o Positive Interactions: Officers who undergo cultural competency training are better 

equipped to navigate cultural differences and connect with residents in a meaningful 

way. This fosters positive interactions and mutual understanding, contributing to a 

safer and more cohesive community environment. 

 

2. Reduced Bias and Stereotyping: 

o Bias Recognition: Cultural competency training helps officers recognize and 

mitigate biases and stereotypes that may influence their interactions with individuals 

from diverse cultural backgrounds. By fostering awareness and understanding, the 

training promotes fair and impartial treatment of all community members, 

irrespective of their cultural identity. 

o Promoting Fairness: Equipping officers with tools to combat bias ensures that 

policing practices are equitable and respectful. This reduces the likelihood of 

discriminatory behavior and promotes a more just and inclusive approach to law 

enforcement within the community. 

 

3. Improved Service Delivery: 

o Tailored Approach: Officers trained in cultural competency are better positioned to 

address the unique needs and concerns of diverse communities effectively. By 

understanding cultural nuances and preferences, officers can tailor their service 

delivery approach, leading to more responsive and inclusive policing practices. 

o Effective Communication: Cultural competency training enhances officers' ability 

to communicate effectively with individuals from different cultural backgrounds. 

Clear communication builds trust and facilitates cooperation, resulting in improved 

service outcomes and community satisfaction. 

 

4. Conflict Resolution: 

o De-escalation Skills: Cultural competency training equips officers with valuable 

conflict resolution skills essential for navigating intercultural misunderstandings and 

tensions. By promoting empathy and effective communication across cultural 

divides, officers can de-escalate conflicts and resolve disputes in a manner that 

upholds the dignity and rights of all parties involved. 
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o Building Bridges: Effective conflict resolution fosters reconciliation and 

understanding, strengthening community cohesion and trust in law enforcement. By 

addressing conflicts sensitively and respectfully, officers contribute to a safer and 

more harmonious community environment. 

 

In summary, Cultural Competency Training is instrumental in equipping officers with the 

knowledge, skills, and attitudes necessary for effective and respectful engagement with diverse 

communities. By fostering cultural awareness, sensitivity, and communication skills, this training 

contributes to building trust, reducing bias, and enhancing the quality of policing services delivered 

to all community members. 
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3.2 Implicit Bias Training: 

 

Implicit bias training is a crucial component of the DEI program, aimed at helping officers 

recognize and mitigate unconscious biases that may affect their interactions with the public. Here's 

an overview of the components and significance of Implicit Bias Training: 

 

3.2.1 Components: 

 

1. Awareness Building: Implicit bias training begins with raising officers' awareness of the 

existence and impact of unconscious biases. Through interactive exercises and educational 

materials, officers learn about the cognitive processes underlying implicit bias and how 

these biases can manifest in their thoughts, attitudes, and behaviors. 

 

2. Identification of Biases: Training sessions provide officers with tools and techniques to 

identify their own implicit biases. Officers learn to recognize common biases such as racial, 

gender, and age bias, as well as biases related to other social categories. By acknowledging 

the presence of biases, officers can take proactive steps to address them. 

 

3. Understanding Impact: Implicit bias training explores the potential consequences of biases 

in law enforcement contexts. Officers learn how biases can influence decision-making 

processes, including perceptions of threat, use of force, and treatment of individuals from 

marginalized or stigmatized groups. Understanding these dynamics is essential for 

promoting fair and impartial policing practices. 

 

4. Strategies for Mitigation: The training equips officers with strategies for mitigating the 

impact of implicit biases in their work. This may include techniques for slowing down 

cognitive processing, increasing self-awareness, and implementing decision-making 

safeguards to minimize the influence of biases on behavior. Officers also learn about 

organizational interventions and policies aimed at reducing systemic biases within law 

enforcement agencies. 
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3.2.1 Components: 

 

1. Awareness Building: 

o Understanding Unconscious Bias: Implicit bias training begins by educating 

officers about the concept of unconscious biases and their impact on decision-

making processes. Through interactive exercises and educational materials, officers 

gain insight into how these biases operate beneath conscious awareness and 

influence their perceptions, judgments, and actions. 

o Cognitive Processes: Officers learn about the cognitive processes underlying 

implicit bias, including heuristics and stereotypes. They explore how these mental 

shortcuts can lead to automatic and unintentional discriminatory behaviors, even 

among well-intentioned individuals. 

 

2. Identification of Biases: 

o Self-Reflection: Implicit bias training provides officers with tools and techniques to 

identify their own implicit biases. Through self-reflection exercises and 

introspection, officers become more aware of their implicit attitudes and stereotypes 

toward different social groups. 

o Recognizing Common Biases: Officers learn to recognize common types of biases, 

such as racial, gender, and age bias, as well as biases related to other social 

categories like socioeconomic status or sexual orientation. By understanding the 

prevalence and nature of these biases, officers can begin to address them effectively. 

 

3. Understanding Impact: 

o Impact on Policing: Implicit bias training explores how biases can impact policing 

practices and interactions with the public. Officers learn about the potential 

consequences of biases in law enforcement contexts, including disparities in policing 

outcomes and perceptions of procedural justice. 

o Awareness of Biased Behaviors: Officers gain an understanding of how biases can 

influence their decision-making processes, including perceptions of threat, use of 

force incidents, and treatment of individuals from marginalized or stigmatized 

groups. Recognizing these dynamics is crucial for promoting fair and equitable 

policing practices. 

 

4. Strategies for Mitigation: 

o Cognitive Safeguards: The training equips officers with strategies for mitigating the 

influence of implicit biases in their work. This may include techniques for slowing 

down cognitive processing, increasing self-awareness, and implementing decision-

making safeguards to minimize biased behaviors. 
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o Organizational Interventions: Officers learn about organizational interventions 

and policies aimed at reducing systemic biases within law enforcement agencies. 

This may involve implementing bias training for all personnel, diversifying 

recruitment and promotion practices, and fostering a culture of accountability and 

transparency within the department. 

 

Implicit Bias Training is a crucial component of the DEI program, aimed at helping officers 

recognize and mitigate unconscious biases that may affect their interactions with the public. By 

raising awareness, identifying biases, understanding their impact, and implementing mitigation 

strategies, officers can promote fair, impartial, and respectful policing practices that uphold the 

principles of diversity, equity, and inclusion. 
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3.2.2 Significance: 

 

1. Enhanced Fairness and Impartiality: Implicit bias training promotes fairness and 

impartiality in law enforcement by helping officers recognize and address biases that may 

inadvertently influence their decision-making. By fostering awareness and understanding of 

biases, officers can strive to treat all individuals with dignity, respect, and equity, regardless 

of their background or identity. 

 

2. Improved Police-Community Relations: Implicit bias training contributes to building trust 

and confidence in police-community relations by demonstrating law enforcement's 

commitment to addressing bias and promoting accountability. When community members 

perceive that officers are actively working to mitigate biases, it enhances perceptions of 

legitimacy and fairness in policing practices. 

 

3. Reduced Disparities: By addressing unconscious biases, implicit bias training has the 

potential to reduce racial, gender, and other disparities in law enforcement outcomes. When 

officers are mindful of their biases and take steps to counteract them, it can lead to more 

equitable treatment of individuals from diverse backgrounds and communities. 

 

4. Professional Development: Implicit bias training supports officers' professional 

development by providing them with valuable insights and skills for navigating complex 

social dynamics and interactions. By incorporating principles of fairness and impartiality 

into their daily practice, officers can enhance their effectiveness as law enforcement 

professionals and contribute to safer and more inclusive communities. 

 

In summary, Implicit Bias Training plays a critical role in promoting fair, equitable, and respectful 

policing practices. By raising awareness of unconscious biases and providing officers with tools to 

address them, this training contributes to building trust, reducing disparities, and fostering positive 

police-community relationships. 
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3.2.2 Significance: 

 

1. Enhanced Fairness and Impartiality: 

o Awareness and Recognition: Implicit bias training promotes fairness and 

impartiality by raising officers' awareness of unconscious biases that may affect 

their decision-making processes. Through education and self-reflection, officers 

learn to recognize these biases and their potential impact on interactions with 

the public. 

o Mitigation Strategies: Training equips officers with strategies to address biases 

in real-world scenarios, allowing them to make more informed and objective 

decisions. By employing techniques such as slowing down decision-making 

processes and seeking diverse perspectives, officers can strive to treat all 

individuals with dignity, respect, and equity. 

 

2. Improved Police-Community Relations: 

o Demonstrated Commitment: Implicit bias training demonstrates law 

enforcement's commitment to addressing bias and promoting accountability 

within the community. By openly acknowledging and actively working to 

mitigate biases, officers build trust and confidence among community members, 

fostering positive police-community relationships. 

o Enhanced Perceptions of Legitimacy: When community members perceive 

that officers are dedicated to fair and impartial policing practices, it enhances 

perceptions of legitimacy and fairness in law enforcement. This, in turn, 

strengthens community cooperation and collaboration with law enforcement 

agencies. 

 

3. Reduced Disparities: 

o Equitable Treatment: Addressing unconscious biases through training has the 

potential to reduce disparities in law enforcement outcomes. By being mindful 

of their biases and implementing fair and consistent practices, officers can 

ensure more equitable treatment of individuals from diverse backgrounds, 

thereby reducing disparities in policing outcomes. 

o Promotion of Equity: Implicit bias training promotes equity by encouraging 

officers to consider the broader social context and implications of their 

decisions. This awareness fosters a commitment to fairness and justice, leading 

to more equitable outcomes for all members of the community. 

 

4. Professional Development: 

o Skill Enhancement: Implicit bias training supports officers' professional 

development by enhancing their understanding of complex social dynamics and 
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interactions. By incorporating principles of fairness and impartiality into their 

daily practice, officers develop valuable skills for navigating diverse 

communities and promoting positive outcomes. 

o Contribution to Safer Communities: By promoting fair and respectful 

policing practices, implicit bias training contributes to safer and more inclusive 

communities. When officers are equipped with the knowledge and skills to 

recognize and address biases, they can effectively uphold public safety while 

respecting the rights and dignity of all individuals. 

 

In summary, Implicit Bias Training plays a multifaceted role in promoting fair, equitable, and 

respectful policing practices. By raising awareness of unconscious biases, providing officers with 

mitigation strategies, enhancing police-community relations, reducing disparities, and supporting 

professional development, this training contributes to building trust, fostering equity, and promoting 

positive outcomes for all members of the community. 
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3.3 Inclusive Policing Practices: 

 

Inclusive policing practices encompass a range of training initiatives aimed at promoting respectful 

and equitable interactions between officers and community members. Officers receive training on 

various aspects of inclusive policing, including de-escalation techniques, conflict resolution 

strategies, and effective communication skills. Through specialized training programs, officers learn 

how to defuse tense situations, resolve conflicts peacefully, and engage respectfully with 

individuals from diverse backgrounds. Inclusive policing practices prioritize fairness, dignity, and 

respect for all individuals, regardless of their race, ethnicity, or other characteristics, contributing to 

safer and more harmonious communities. Here's an overview of the components and significance of 

Inclusive Policing Practices: 

 

3.3.1 Components: 

 

1. De-escalation Techniques: Officers receive training in de-escalation techniques aimed at 

peacefully resolving conflicts and reducing the likelihood of violence or use of force. This 

training emphasizes communication skills, active listening, and empathy to effectively 

manage challenging situations and minimize harm to all parties involved. 

 

2. Conflict Resolution Strategies: Inclusive policing training includes instruction on conflict 

resolution strategies designed to facilitate constructive dialogue and negotiation. Officers 

learn how to identify underlying issues, manage emotions, and find mutually acceptable 

solutions to conflicts, thereby promoting positive outcomes and community trust. 

 

3. Effective Communication Skills: Officers are trained in effective communication 

techniques to enhance their ability to interact respectfully and empathetically with 

individuals from diverse backgrounds. This includes active listening, nonverbal 

communication, and culturally sensitive language use to build rapport and understanding 

with community members. 

 

4. Cultural Competency: Inclusive policing practices incorporate cultural competency 

training to increase officers' awareness and understanding of diverse cultural norms, values, 

and perspectives. Officers learn to recognize and respect cultural differences, avoid 

stereotypes, and adapt their approach to better serve and engage with individuals from 

various communities. 
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3.3.1 Components: 

 

1. De-escalation Techniques: 

o Training Emphasis: In de-escalation training, officers are extensively trained in 

techniques aimed at peacefully resolving conflicts and minimizing the need for physical 

force. This includes techniques such as verbal persuasion, active listening, and creating a 

calming presence. 

o Communication Skills: Officers learn to effectively communicate with individuals 

involved in tense situations. This involves developing skills in empathetic listening, 

clear and concise communication, and non-threatening body language to defuse 

potentially volatile encounters. 

o Role of Empathy: Central to de-escalation is the cultivation of empathy. Officers are 

trained to empathize with the emotions and perspectives of those involved in conflicts, 

allowing them to better understand and address underlying issues while maintaining 

control of the situation. 

o Scenario-based Training: To reinforce learning and provide practical experience, de-

escalation training often includes scenario-based exercises. These simulations mimic 

real-world scenarios, allowing officers to practice applying de-escalation techniques in a 

safe and controlled environment. 

 

2. Conflict Resolution Strategies: 

o Facilitating Dialogue: Officers are trained in techniques for facilitating constructive 

dialogue between conflicting parties. This may involve active listening, asking open-

ended questions, and reframing issues to encourage mutual understanding and 

communication. 

o Identifying Underlying Issues: Conflict resolution training emphasizes the importance 

of identifying and addressing the root causes of conflicts. Officers learn to probe beyond 

surface-level disagreements to uncover underlying concerns or needs that may be 

driving the conflict. 

o Emotion Management: Effective conflict resolution requires officers to manage their 

own emotions and those of others involved. Training may include techniques for staying 

calm under pressure, managing anger or frustration, and maintaining control of the 

situation. 

o Mediation Skills: In some cases, officers may be trained in formal mediation techniques 

to facilitate resolution between parties. This may involve acting as a neutral third party 

to help parties find common ground and reach mutually acceptable solutions. 
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3. Effective Communication Skills: 

o Active Listening: Officers are trained to actively listen to individuals involved in 

interactions, paying close attention to both verbal and nonverbal cues. This allows 

officers to better understand the concerns and perspectives of community members and 

respond appropriately. 

o Nonverbal Communication: In addition to verbal communication, training covers the 

importance of nonverbal cues such as body language, facial expressions, and tone of 

voice. Officers learn to interpret and respond to these cues to enhance communication 

and build rapport. 

o Cultural Sensitivity: Given the diverse communities they serve, officers are trained to 

be culturally sensitive in their communication. This involves recognizing and 

respecting cultural differences in communication styles, norms, and customs to avoid 

misunderstandings or unintended offense. 

o Language Use: Officers are taught to use language that is inclusive, respectful, and 

free from bias or stereotypes. This includes avoiding language that may be perceived as 

discriminatory or offensive and using terminology that demonstrates respect for 

individuals' identities and backgrounds. 

 

4. Cultural Competency: 

 

o Understanding Diversity: Cultural competency training aims to increase officers' 

understanding and appreciation of the diverse cultural backgrounds present within the 

community. This involves learning about different cultural norms, values, traditions, 

and historical contexts. 

o Respect and Recognition: Officers are trained to recognize and respect cultural 

differences and avoid making assumptions or judgments based on stereotypes. This 

includes acknowledging and valuing the diversity of perspectives and experiences 

within the community. 

o Adapting Approaches: Cultural competency training teaches officers to adapt their 

communication and interactions to be more culturally appropriate and effective. This 

may involve modifying their communication style, gestures, or behavior to better align 

with the cultural norms of the individuals they are engaging with. 

o Community Engagement: Building relationships with diverse communities is 

emphasized as a way to gain cultural insights and enhance communication and trust. 

Officers are encouraged to engage with community members, participate in cultural 

events, and seek feedback to better understand and serve the needs of the community. 

 

By delving deeper into these components, officers can develop the knowledge, skills, and 

attitudes necessary to foster inclusive and respectful interactions with individuals from 

diverse backgrounds, ultimately contributing to safer and more harmonious communities. 
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3.3.2 Significance: 

 

1. Promoting Trust and Cooperation: Inclusive policing practices contribute to building 

trust and cooperation between law enforcement agencies and the communities they serve. 

By prioritizing fairness, dignity, and respect in their interactions, officers can establish 

positive relationships with community members, leading to increased cooperation and 

support for law enforcement efforts. 

 

2. Enhancing Public Safety: By equipping officers with the skills and strategies needed to 

effectively de-escalate conflicts and resolve disputes, inclusive policing practices help 

enhance public safety and reduce the risk of violence or harm in communities. When 

officers prioritize peaceful resolution and respectful engagement, it contributes to a safer 

and more harmonious environment for all residents. 

 

3. Reducing Bias and Discrimination: Inclusive policing training plays a crucial role in 

reducing bias and discrimination within law enforcement agencies. By promoting awareness 

of unconscious biases and providing officers with tools to mitigate their impact, inclusive 

policing practices help ensure fair and equitable treatment for all individuals, regardless of 

their background or identity. 

 

4. Fostering Community Engagement: Inclusive policing practices facilitate meaningful 

engagement and collaboration between law enforcement agencies and community members. 

By demonstrating a commitment to inclusivity and respect, officers can build bridges with 

diverse communities, encourage civic participation, and address community concerns 

collaboratively, leading to stronger, more resilient neighborhoods. 

 

In summary, Inclusive Policing Practices are essential for promoting respectful, equitable, and 

effective law enforcement interactions. By incorporating de-escalation techniques, conflict 

resolution strategies, effective communication skills, and cultural competency training, officers can 

enhance public safety, build trust, and foster positive police-community relationships in diverse 

communities. 
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3.3.2 Significance: 

 

1. Promoting Trust and Cooperation: 

o Building Rapport: Inclusive policing practices focus on building trust and rapport 

between law enforcement agencies and the communities they serve. Officers who 

prioritize fairness, dignity, and respect in their interactions establish positive 

relationships with community members, leading to increased cooperation and 

support for law enforcement efforts. 

o Community Partnership: By fostering trust and cooperation, inclusive policing 

practices encourage community members to collaborate with law enforcement 

agencies in addressing local issues and concerns. This partnership-based approach 

allows for the sharing of information, resources, and strategies to enhance public 

safety and well-being. 

o Proactive Problem-Solving: When community members trust law enforcement 

officers, they are more likely to proactively engage in problem-solving initiatives 

and crime prevention efforts. Inclusive policing practices empower communities to 

work together with law enforcement to identify and address underlying issues that 

contribute to crime and disorder. 

 

2. Enhancing Public Safety: 

o Conflict De-escalation: Inclusive policing practices prioritize the use of de-

escalation techniques to peacefully resolve conflicts and minimize the risk of 

violence or harm in communities. Officers trained in effective de-escalation 

strategies can defuse tense situations and prevent potentially dangerous escalations. 

o Preventing Escalation: By effectively managing conflicts and disputes, inclusive 

policing practices help prevent situations from escalating into violence or harm. This 

proactive approach to public safety reduces the need for physical force or 

intervention, promoting a safer and more peaceful environment for all residents. 

o Community Well-being: When residents feel safe and secure in their communities, 

they are more likely to engage in activities that contribute to overall community 

well-being, such as attending neighborhood events, participating in local initiatives, 

and investing in community improvement projects. 

 

3. Reducing Bias and Discrimination: 

o Awareness and Mitigation: Inclusive policing training addresses unconscious 

biases and provides officers with tools to mitigate their impact on decision-making 

processes. By raising awareness of biases and promoting equitable treatment, 

inclusive policing practices help ensure fair and impartial treatment for all 

individuals, regardless of their background or identity. 
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o Fair Enforcement: Officers trained in inclusive policing practices are better 

equipped to recognize and address bias in their interactions with the public. This 

leads to more consistent and fair enforcement of laws and regulations, contributing 

to greater trust and confidence in law enforcement agencies. 

o Accountability and Transparency: Inclusive policing practices promote 

accountability and transparency within law enforcement agencies by holding officers 

accountable for their actions and decisions. By actively addressing bias and 

discrimination, agencies demonstrate a commitment to upholding the principles of 

justice and equality. 

 

4. Fostering Community Engagement: 

o Open Dialogue: Inclusive policing practices facilitate open dialogue and 

communication between law enforcement agencies and community members. 

Officers who prioritize inclusivity and respect encourage community members to 

voice their concerns, share information, and collaborate on solutions to local 

problems. 

o Civic Participation: By fostering community engagement, inclusive policing 

practices empower residents to actively participate in decision-making processes that 

affect their neighborhoods. This increased civic participation leads to more 

responsive and accountable law enforcement practices that address the unique needs 

and priorities of diverse communities. 

o Shared Responsibility: Inclusive policing practices promote a shared responsibility 

for public safety and well-being between law enforcement agencies and the 

communities they serve. By working together as partners, officers and community 

members can create safer, more resilient neighborhoods where everyone feels valued 

and respected. 

 

In summary, each aspect of Inclusive Policing Practices contributes to promoting respectful, 

equitable, and effective law enforcement interactions, ultimately leading to safer and more 

harmonious communities. Through the incorporation of de-escalation techniques, conflict 

resolution strategies, effective communication skills, and cultural competency training, officers can 

build trust, enhance public safety, reduce bias, and foster positive police-community relationships 

in diverse communities. 
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3.4 Ongoing Education: 

 

Ongoing education initiatives are crucial for ensuring that law enforcement officers remain 

informed, skilled, and equipped to navigate the evolving landscape of diversity, equity, and 

inclusion (DEI) issues. Here's a breakdown of the components and significance of ongoing 

education in promoting DEI within law enforcement: 

 

3.4.1 Components: 

 

1. Seminars and Workshops: The department organizes seminars and workshops focused on 

DEI-related topics to provide officers with in-depth knowledge and practical skills. These 

sessions cover a range of subjects, including cultural awareness, bias recognition, 

community engagement, and inclusive policing strategies, allowing officers to deepen their 

understanding and enhance their effectiveness in promoting DEI. 

 

2. Online Courses: The department offers online courses and training modules accessible to 

officers at their convenience. These courses cover a wide range of DEI topics and provide 

flexibility for officers to engage in self-paced learning tailored to their individual needs and 

schedules. Online education allows for continuous learning and development, even in 

situations where in-person attendance may be challenging. 

 

3. Resource Materials: Officers have access to a variety of resource materials, including 

articles, books, videos, and podcasts, that explore DEI-related issues in depth. These 

resources serve as valuable reference materials and tools for self-directed learning, enabling 

officers to stay informed about emerging trends, best practices, and research findings 

relevant to DEI in law enforcement. 

 

4. Training Updates: Ongoing education initiatives include regular updates and refreshers on 

existing training content to ensure that officers remain current with the latest information 

and developments in DEI. Training updates may incorporate new research findings, policy 

changes, community feedback, or lessons learned from real-world experiences to 

continuously improve the quality and relevance of DEI training programs. 
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3.4.1 Components: 

 

1. Seminars and Workshops: 

o Focused Learning: Seminars and workshops provide officers with focused learning 

opportunities on DEI-related topics, allowing them to delve deeper into specific 

areas such as cultural awareness, bias recognition, community engagement, and 

inclusive policing strategies. 

o Interactive Engagement: These sessions often involve interactive elements such as 

group discussions, case studies, and scenario-based exercises, allowing officers to 

actively participate and apply their learning in practical contexts. 

o Expert Presenters: Seminars and workshops may feature expert presenters, 

including academics, community leaders, and subject matter experts, who provide 

valuable insights and perspectives on DEI issues relevant to law enforcement. 

 

2. Online Courses: 

o Flexibility and Accessibility: Online courses offer flexibility and accessibility for 

officers to engage in learning at their convenience, regardless of their location or 

schedule constraints. Officers can access course materials, lectures, and assessments 

remotely, allowing for self-paced learning tailored to individual needs. 

o Diverse Content: Online courses cover a wide range of DEI topics, providing 

officers with access to diverse content and perspectives from experts in the field. 

This exposure to different viewpoints helps broaden officers' understanding of DEI 

issues and enhances their ability to navigate complex challenges effectively. 

o Assessment and Feedback: Online courses often include assessments and feedback 

mechanisms to evaluate officers' understanding and progress. This allows for 

ongoing monitoring of learning outcomes and identifies areas for further 

development or reinforcement. 

 

3. Resource Materials: 

o Comprehensive Information: Officers have access to a variety of resource 

materials, including articles, books, videos, and podcasts, that offer comprehensive 

information on DEI-related issues. These resources serve as valuable reference 

materials, allowing officers to deepen their knowledge and stay informed about 

emerging trends and best practices. 

o Self-directed Learning: Resource materials support self-directed learning, enabling 

officers to explore DEI topics at their own pace and according to their individual 

interests. Officers can choose materials that align with their learning goals and 

preferences, enhancing their engagement and retention of information. 

o Curated Content: Law enforcement agencies may curate and organize resource 

materials to ensure relevance and accuracy. Curated content helps officers navigate 
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vast amounts of information more efficiently, guiding them to resources that are 

most pertinent to their roles and responsibilities. 

 

4. Training Updates: 

o Continuous Improvement: Ongoing education initiatives include regular updates 

and refreshers on existing training content to ensure that officers remain current with 

the latest information and developments in DEI. These updates reflect advancements 

in research, changes in policy or legislation, feedback from community stakeholders, 

and lessons learned from real-world experiences. 

o Adaptive Learning: Training updates may incorporate adaptive learning techniques 

to personalize the learning experience for individual officers based on their 

knowledge gaps, learning preferences, and performance. This adaptive approach 

ensures that officers receive targeted support and reinforcement in areas where 

additional development is needed. 

o Feedback Mechanisms: Training updates may also include feedback mechanisms 

for officers to provide input and suggestions for improving training content and 

delivery. Soliciting feedback from officers fosters a culture of continuous 

improvement and ensures that training programs remain responsive to evolving 

needs and priorities. 

 

In summary, ongoing education initiatives in law enforcement play a critical role in promoting 

diversity, equity, and inclusion by providing officers with opportunities for continuous learning and 

development. Through seminars, workshops, online courses, resource materials, and training 

updates, officers gain knowledge, skills, and awareness to navigate DEI. 
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3.4.2 Significance: 

 

1. Continuous Improvement: Ongoing education demonstrates the department's commitment 

to continuous improvement and professional development in DEI-related areas. By 

investing in officers' ongoing learning and skill development, the department fosters a 

culture of excellence and adaptability, enabling officers to respond effectively to evolving 

challenges and opportunities in promoting DEI. 

 

2. Enhanced Effectiveness: Ongoing education equips officers with the knowledge, skills, 

and tools needed to effectively address DEI issues in their day-to-day work. By staying 

informed about best practices and emerging trends, officers can make informed decisions, 

implement inclusive strategies, and engage with diverse communities in ways that promote 

trust, respect, and collaboration. 

 

3. Community Engagement: Well-informed and culturally competent officers are better 

positioned to engage with diverse communities in meaningful and constructive ways. 

Ongoing education initiatives help officers build cultural competence, empathy, and 

communication skills essential for building positive relationships, addressing community 

concerns, and fostering mutual understanding and respect. 

 

4. Professional Growth: Ongoing education provides officers with opportunities for 

professional growth and advancement in their careers. By participating in training and 

development opportunities, officers can enhance their skills, expand their knowledge base, 

and demonstrate their commitment to excellence in promoting DEI within the department 

and the broader community. 

 

In conclusion, ongoing education initiatives play a critical role in promoting DEI within law 

enforcement by providing officers with continuous learning opportunities, resources, and updates to 

stay informed, skilled, and effective in their efforts to foster diversity, equity, and inclusion. By 

investing in ongoing education, the department demonstrates its dedication to excellence, 

professionalism, and responsiveness to the evolving needs and expectations of diverse 

communities. 
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3.4.2 Significance: 

 

1. Continuous Improvement 

o Professional Development: Ongoing education signals the department's 

commitment to continuous improvement and professional development in DEI-

related areas. By investing in officers' ongoing learning and skill development, the 

department fosters a culture of excellence and adaptability, enabling officers to 

respond effectively to evolving challenges and opportunities in promoting DEI. 

o Adaptive Learning: Continuous improvement initiatives allow the department to 

adapt its training programs and resources to address emerging issues, trends, and 

community needs effectively. By staying abreast of developments in DEI research 

and practice, officers can refine their approaches and strategies to better serve 

diverse communities and promote equitable outcomes. 

 

2. Enhanced Effectiveness 

o Informed Decision-Making: Ongoing education equips officers with the 

knowledge, skills, and tools needed to effectively address DEI issues in their day-to-

day work. By staying informed about best practices and emerging trends, officers 

can make informed decisions, implement inclusive strategies, and engage with 

diverse communities in ways that promote trust, respect, and collaboration. 

o Implementation of Inclusive Strategies: Through ongoing education, officers learn 

practical strategies for promoting diversity, equity, and inclusion in law enforcement 

practices. This includes techniques for building rapport, resolving conflicts, and 

addressing bias, enabling officers to navigate complex situations with sensitivity and 

effectiveness. 

 

3. Community Engagement: 

o Cultural Competence: Well-informed and culturally competent officers are better 

positioned to engage with diverse communities in meaningful and constructive ways. 

Ongoing education initiatives help officers build cultural competence, empathy, and 

communication skills essential for building positive relationships, addressing 

community concerns, and fostering mutual understanding and respect. 

o Trust and Collaboration: By engaging in ongoing education, officers demonstrate 

their commitment to understanding and serving the needs of diverse communities. 

This fosters trust and collaboration between law enforcement agencies and 

community members, leading to more effective partnerships in addressing public 

safety issues and promoting community well-being. 
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4. Professional Growth: 

o Career Advancement: Ongoing education provides officers with opportunities for 

professional growth and advancement in their careers. By participating in training 

and development opportunities, officers can enhance their skills, expand their 

knowledge base, and demonstrate their commitment to excellence in promoting DEI 

within the department and the broader community. 

o Leadership Development: Ongoing education also prepares officers for leadership 

roles within the department, where they can advocate for diversity, equity, and 

inclusion principles and champion initiatives that advance these values. By 

cultivating a pipeline of inclusive leaders, ongoing education contributes to long-

term cultural change and organizational resilience. 

 

In conclusion, ongoing education initiatives play a critical role in promoting DEI within law 

enforcement by providing officers with continuous learning opportunities, resources, and updates to 

stay informed, skilled, and effective in their efforts to foster diversity, equity, and inclusion. By 

investing in ongoing education, the department demonstrates its dedication to excellence, 

professionalism, and responsiveness to the evolving needs and expectations of diverse 

communities. 
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4. Community Engagement: 
 

4.1 Community Advisory Boards:  

Establishing advisory boards or councils comprised of community members from 

diverse backgrounds to provide feedback and input on policing practices. 

 

4.2 Cultural Awareness Events:  

Hosting community events and forums to promote cultural understanding and dialogue 

between police and community members. 

 

4.3 Collaborative Problem-Solving:  

Partnering with community organizations and stakeholders to address specific issues or 

concerns within neighborhoods. 

 

4.4 Crisis Intervention Teams:  

Training officers to respond effectively to crisis situations involving individuals from 

diverse backgrounds, including those with mental health issues or disabilities. 
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4. Community Engagement: 
 

4.1 Community Advisory Boards:  

 

Community Advisory Boards are structured groups comprised of individuals from diverse 

backgrounds within the community. These individuals may include representatives from different 

demographic groups, cultural communities, advocacy organizations, and civic associations. The 

primary purpose of these boards is to serve as a conduit for community feedback and input on 

various aspects of policing, including policies, procedures, practices, and community relations. 

Members of Community Advisory Boards typically meet regularly with law enforcement officials 

to discuss pertinent issues, share perspectives, and provide recommendations for improving police-

community interactions.  

 

They may offer insights into community concerns, priorities, and experiences with law 

enforcement, helping to shape decision-making processes within the police department. Community 

Advisory Boards play a crucial role in fostering transparency, accountability, and trust between law 

enforcement agencies and the communities they serve. By facilitating open dialogue and 

collaboration between police and community members, these boards contribute to more responsive, 

equitable, and effective policing practices. 

 

4.2 Cultural Awareness Events:  

 

Cultural Awareness Events are organized initiatives designed to promote understanding, 

appreciation, and respect for diverse cultures within the community. These events may take various 

forms, including cultural festivals, workshops, seminars, art exhibitions, food tastings, and 

community dialogues. 

 

The primary objective of Cultural Awareness Events is to create opportunities for police officers 

and community members to engage in meaningful cross-cultural interactions. Through participation 

in these events, officers gain insights into different cultural traditions, customs, values, and 

perspectives. They develop cultural competency skills that enable them to navigate diverse 

communities with sensitivity, empathy, and respect. 

 

Cultural Awareness Events also serve as platforms for building bridges between law enforcement 

agencies and culturally diverse communities. By fostering positive interactions and mutual 

understanding, these events help to break down barriers, dispel stereotypes, and build trust between 

police and community members.
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4.3 Collaborative Problem-Solving:  

 

Collaborative Problem-Solving involves partnerships between law enforcement agencies, 

community organizations, stakeholders, and residents to address specific issues or concerns within 

neighborhoods. These partnerships leverage the collective expertise, resources, and networks of 

diverse stakeholders to develop comprehensive, community-driven solutions to complex problems. 

Key elements of Collaborative Problem-Solving include identifying priority issues, conducting joint 

assessments, developing action plans, implementing interventions, and evaluating outcomes. 

Partnerships may focus on a wide range of issues, such as crime prevention, substance abuse 

prevention, youth engagement, homelessness, and neighborhood revitalization. 

 

By engaging in Collaborative Problem-Solving, law enforcement agencies demonstrate their 

commitment to working collaboratively with communities to address shared challenges. These 

partnerships empower residents to play active roles in shaping the safety and well-being of their 

neighborhoods, fostering a sense of ownership, resilience, and collective responsibility. 

 

4.4 Crisis Intervention Teams:  

 

Crisis Intervention Teams (CIT) are specialized units within law enforcement agencies composed of 

officers trained to respond effectively to crisis situations involving individuals experiencing mental 

health crises or behavioral health challenges. CIT officers receive specialized training in de-

escalation techniques, crisis intervention strategies, mental health awareness, and community 

resources. 

When responding to crisis calls, CIT officers prioritize the safety and well-being of individuals in 

distress while minimizing the use of force whenever possible. They employ communication skills, 

empathy, and patience to defuse volatile situations and connect individuals with appropriate mental 

health services, treatment options, or support systems. 

 

Crisis Intervention Teams collaborate closely with mental health professionals, medical providers, 

social service agencies, and community-based organizations to ensure holistic and compassionate 

responses to individuals in crisis. By providing timely and compassionate assistance, CIT officers 

help to prevent escalation, reduce the likelihood of harm, and promote recovery and healing within 

the community. 
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4.1 Community Advisory Boards:  

 

Community Advisory Boards (CABs) are structured groups representing diverse community 

backgrounds. Their main role is to provide feedback and input on policing matters such as policies, 

procedures, and community relations. CAB members regularly meet with law enforcement officials 

to discuss issues, share perspectives, and offer recommendations for improvement. By fostering 

open dialogue and collaboration between police and community members, CABs enhance 

transparency, accountability, and trust, ultimately contributing to more responsive and effective 

policing practices. 

 

The components and significance of Community Advisory Boards are: 

 

4.1.1 Components: 

 

1. Structured Groups: Community Advisory Boards are organized and structured groups 

comprising individuals from diverse backgrounds within the community. These individuals 

represent various demographic groups, cultural communities, advocacy organizations, and 

civic associations. 

 

2. Conduit for Community Feedback: The primary purpose of Community Advisory Boards 

is to serve as a conduit for community feedback and input on various aspects of policing, 

including policies, procedures, practices, and community relations. Members of these boards 

provide valuable insights into community concerns, priorities, and experiences with law 

enforcement. 

 

3. Regular Meetings: Members of Community Advisory Boards typically meet regularly with 

law enforcement officials to discuss pertinent issues, share perspectives, and provide 

recommendations for improving police-community interactions. These meetings facilitate 

ongoing dialogue and collaboration between police and community members. 
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4.1.1 Components: 

 

1. Structured Groups: 

o Diverse Representation: Community Advisory Boards are intentionally composed 

of individuals from diverse backgrounds within the community. This diversity may 

include representatives from different demographic groups (e.g., racial,and ethnic 

minorities, LGBTQ+ individuals, seniors), cultural communities, advocacy 

organizations, and civic associations. By including a broad spectrum of voices and 

perspectives, CABs ensure that the concerns and priorities of various community 

segments are represented and addressed. 

o Organizational Framework: CABs are structured groups with established 

procedures, roles, and responsibilities. They may have bylaws or guidelines 

governing their operations, including processes for selecting members, conducting 

meetings, and making recommendations. This organizational framework provides a 

formalized structure for engaging with law enforcement and advocating for 

community interests. 

 

2. Conduit for Community Feedback: 

o Engagement Platform: The primary function of Community Advisory Boards is to 

serve as a platform for community members to provide feedback and input on 

policing matters. CAB members act as liaisons between law enforcement agencies 

and the communities they serve, conveying community concerns, priorities, and 

experiences to police officials. 

o Feedback Mechanisms: CABs establish mechanisms for soliciting, collecting, and 

synthesizing community feedback on various aspects of policing, including policies, 

procedures, practices, and community relations. This feedback may be gathered 

through surveys, public forums, focus groups, or individual consultations, allowing 

CABs to capture diverse perspectives and experiences. 

 

3. Regular Meetings: 

o Dialogue and Collaboration: Members of Community Advisory Boards regularly 

convene with law enforcement officials to discuss pertinent issues, share 

perspectives, and provide recommendations for improvement. These meetings serve 

as forums for open dialogue, mutual understanding, and collaboration between 

police and community stakeholders. 

o Ongoing Engagement: Regular meetings ensure that communication between 

CABs and law enforcement remains continuous and proactive. By meeting regularly, 

CABs can address emerging concerns in a timely manner, track progress on previous 

recommendations, and foster a culture of accountability and responsiveness within 

law enforcement agencies. 
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In summary, Community Advisory Boards play a crucial role in facilitating meaningful 

engagement, dialogue, and collaboration between police and community members. By structuring 

diverse representation, serving as conduits for community feedback, and holding regular meetings 

with law enforcement officials, CABs enhance transparency, accountability, and trust in policing 

practices, ultimately contributing to safer, more inclusive communities. 
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4.1.2 Significance: 

 

1. Fostering Transparency: Community Advisory Boards play a crucial role in fostering 

transparency between law enforcement agencies and the communities they serve. By 

providing a platform for open dialogue and collaboration, these boards help build trust and 

credibility in police-community relationships. 

 

2. Enhancing Accountability: By soliciting community feedback and input, Community 

Advisory Boards contribute to enhanced accountability within law enforcement agencies. 

They ensure that community voices are heard and considered in decision-making processes, 

leading to more responsive and accountable policing practices. 

 

3. Promoting Equitable Policing: Through their engagement with law enforcement officials, 

Community Advisory Boards help shape policing practices that are responsive to the needs 

and concerns of diverse communities. By advocating for equitable treatment and fair 

policies, these boards contribute to more inclusive and effective policing practices. 

 

Overall, Community Advisory Boards play a vital role in promoting community engagement, 

fostering trust and accountability, and advancing equitable and effective policing practices. 
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4.1.2 Significance: 

 

1. Fostering Transparency: 

o Open Dialogue: Community Advisory Boards serve as platforms for open dialogue 

and collaboration between law enforcement agencies and the communities they 

serve. By facilitating transparent communication channels, CABs help build trust 

and credibility in police-community relationships. 

o Access to Information: CABs provide community members with access to 

information about policing policies, procedures, and practices. This transparency 

allows community members to better understand law enforcement operations, ask 

questions, and provide feedback, leading to greater transparency and accountability 

in policing. 

 

2. Enhancing Accountability 

o Community Oversight: Community Advisory Boards serve as mechanisms for 

community oversight of law enforcement agencies. By soliciting community 

feedback and input, CABs ensure that community voices are heard and considered in 

decision-making processes, promoting greater accountability and responsiveness 

from law enforcement. 

o Reviewing Policies and Practices: CABs review and assess policing policies, 

procedures, and practices to ensure they align with community needs and 

expectations. By holding law enforcement agencies accountable for their actions and 

decisions, CABs contribute to more transparent, accountable, and community-

oriented policing. 

 

3. Promoting Equitable Policing: 

o Advocating for Fair Treatment: Community Advisory Boards advocate for 

equitable treatment and fair policies within law enforcement agencies. By 

representing diverse community perspectives and interests, CABs help shape 

policing practices that are responsive to the needs and concerns of all community 

members, regardless of race, ethnicity, or other characteristics. 

o Addressing Bias and Discrimination: CABs work to address bias and 

discrimination within law enforcement by advocating for policies and practices that 

promote fairness, impartiality, and respect for all individuals. Through their 

engagement with law enforcement officials, CABs contribute to the development of 

more inclusive and effective policing strategies. 

 

Overall, Community Advisory Boards play a vital role in promoting community engagement, 

fostering trust and accountability, and advancing equitable and effective policing practices. By 

serving as conduits for community feedback, advocating for transparency and fairness, and working 

Case 2:12-cv-01282-JLR   Document 792-2   Filed 02/29/24   Page 157 of 209



P a g e  101 | 152 

 

SEATTLE POLICE DEPARTMENT | 610 Fifth Avenue; Seattle, WA 98124-4986 

to address bias and discrimination, CABs contribute to safer, more inclusive, and resilient 

communities. 
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4.2 Cultural Awareness Events:  

 

Cultural Awareness Events are organized initiatives designed to promote understanding, 

appreciation, and respect for diverse cultures within the community.  

Cultural Awareness Events also serve as platforms for building bridges between law enforcement 

agencies and culturally diverse communities. By fostering positive interactions and mutual 

understanding, these events help to break down barriers, dispel stereotypes, and build trust between 

police and community members. Here are the components and significance practices: 

 

4.2.1 Components: 

 

1. Organized Initiatives: Cultural Awareness Events are structured initiatives planned and 

executed to promote understanding, appreciation, and respect for diverse cultures within the 

community. These events may include cultural festivals, workshops, seminars, art 

exhibitions, food tastings, and community dialogues, among others. 

 

2. Cross-Cultural Engagement: The primary objective of Cultural Awareness Events is to 

facilitate meaningful cross-cultural interactions between police officers and community 

members. These interactions provide opportunities for individuals to learn about different 

cultural traditions, customs, values, and perspectives. 

 

3. Cultural Competency Development: Participation in Cultural Awareness Events allows 

police officers to develop cultural competency skills. These skills enable officers to navigate 

diverse communities with sensitivity, empathy, and respect, thereby enhancing their ability 

to effectively engage with individuals from different cultural backgrounds. 
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4.2.1 Components: 

 

1. Organized Initiatives: 

o Structured Events: Cultural Awareness Events are carefully planned and organized 

initiatives aimed at promoting understanding, appreciation, and respect for diverse 

cultures within the community. These events may take various forms, such as 

cultural festivals, workshops, seminars, art exhibitions, food tastings, and 

community dialogues, among others. 

o Community Participation: These events encourage active participation from 

community members representing different cultural backgrounds. By involving 

community members in the planning and execution process, Cultural Awareness 

Events ensure that they are relevant, inclusive, and reflective of the community's 

diversity. 

 

2. Cross-Cultural Engagement: 

o Facilitating Interaction: The primary goal of Cultural Awareness Events is to 

facilitate meaningful interactions between police officers and community members 

from diverse cultural backgrounds. These interactions provide opportunities for 

individuals to learn about and appreciate different cultural traditions, customs, 

values, and perspectives. 

o Building Bridges: By fostering positive cross-cultural interactions, Cultural 

Awareness Events help build bridges between law enforcement agencies and 

culturally diverse communities. These events create spaces where individuals can 

connect, share experiences, and build mutual understanding, ultimately breaking 

down barriers and building trust. 

 

3. Cultural Competency Development: 

o Enhancing Understanding: Participation in Cultural Awareness Events allows 

police officers to develop cultural competency skills. These skills enable officers to 

navigate diverse communities with sensitivity, empathy, and respect, enhancing their 

understanding of cultural differences and their ability to engage effectively with 

individuals from different backgrounds. 

o Promoting Respectful Engagement: Cultural competency development through 

these events helps police officers interact with community members in a manner that 

respects and acknowledges their cultural identities. By fostering respectful 

engagement, officers can build trust and rapport within culturally diverse 

communities, leading to more effective policing practices. 
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Cultural Awareness Events serve as valuable platforms for promoting understanding, appreciation, 

and respect for diversity within the community. Through organized initiatives, cross-cultural 

engagement, and cultural competency development, these events contribute to building bridges 

between law enforcement agencies and culturally diverse communities, ultimately fostering trust, 

mutual respect, and cooperation. 
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4.2.2 Significance: 

 

1. Building Bridges: Cultural Awareness Events serve as platforms for building bridges 

between law enforcement agencies and culturally diverse communities. By facilitating 

positive interactions and mutual understanding, these events help to bridge gaps and foster 

connections between police and community members. 

 

2. Breaking Down Barriers: Through their emphasis on understanding and appreciation, 

Cultural Awareness Events help break down cultural barriers and dispel stereotypes. By 

promoting inclusivity and celebrating diversity, these events create a welcoming 

environment where individuals from all backgrounds feel valued and respected. 

 

3. Building Trust: By engaging in Cultural Awareness Events, police officers demonstrate 

their commitment to understanding and respecting the cultural diversity within the 

communities they serve. This helps build trust and rapport between police and community 

members, leading to stronger and more collaborative relationships. 
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4.2.2 Significance: 

 

1. Building Bridges: 

o Facilitating Connections: Cultural Awareness Events serve as vital platforms for 

building bridges between law enforcement agencies and culturally diverse 

communities. These events provide opportunities for positive interactions and 

meaningful dialogue, fostering connections and understanding between police 

officers and community members from various cultural backgrounds. 

o Promoting Collaboration: By facilitating interactions in a non-threatening and 

inclusive environment, Cultural Awareness Events encourage collaboration and 

cooperation between police and community members. These events create spaces 

where individuals can come together, share experiences, and find common ground, 

ultimately strengthening relationships and fostering a sense of unity. 

 

2. Breaking Down Barriers: 

o Dispelling Stereotypes: Cultural Awareness Events play a crucial role in breaking 

down cultural barriers and dispelling stereotypes. Through their emphasis on 

understanding, appreciation, and celebration of diversity, these events challenge 

preconceived notions and promote inclusivity. They create opportunities for 

individuals to learn about different cultures firsthand, fostering empathy, tolerance, 

and respect. 

o Creating Inclusive Spaces: By promoting inclusivity and celebrating diversity, 

Cultural Awareness Events create welcoming and inclusive spaces where individuals 

from all backgrounds feel valued and respected. These events cultivate a sense of 

belonging and acceptance, encouraging participation and engagement from diverse 

community members. 

 

3. Building Trust: 

o Demonstrating Commitment: By actively participating in Cultural Awareness 

Events, police officers demonstrate their commitment to understanding and 

respecting the cultural diversity within the communities they serve. This visible 

engagement sends a powerful message of inclusivity and acceptance, helping to 

build trust and rapport between police and community members. 

o Strengthening Relationships: Cultural Awareness Events provide opportunities for 

police officers to engage with community members in meaningful ways, beyond 

traditional law enforcement roles. These interactions humanize officers and foster 

authentic connections based on mutual respect and understanding, ultimately leading 

to stronger and more collaborative relationships between police and the community. 
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Cultural Awareness Events play a significant role in promoting understanding, inclusivity, and trust 

within culturally diverse communities. By building bridges, breaking down barriers, and fostering 

trust, these events contribute to stronger, more harmonious relationships between law enforcement 

agencies and the communities they serve. 
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4.3 Collaborative Problem-Solving:  

 

Collaborative Problem-Solving involves partnerships between law enforcement agencies, 

community organizations, stakeholders, and residents to address specific issues or concerns within 

neighborhoods. These partnerships leverage the collective expertise, resources, and networks of 

diverse stakeholders to develop comprehensive, community-driven solutions to complex problems. 

 These partnerships empower residents to play active roles in shaping the safety and well-being of 

their neighborhoods, fostering a sense of ownership, resilience, and collective responsibility. Here 

are the components and significance practices: 

 

4.3.1 Components: 

 

1. Partnerships: Collaborative Problem-Solving involves forming partnerships between law 

enforcement agencies, community organizations, stakeholders, and residents. These 

partnerships bring together diverse stakeholders with a shared interest in addressing specific 

issues or concerns within neighborhoods. 

 

2. Collective Expertise and Resources: Collaborative Problem-Solving leverages the 

collective expertise, resources, and networks of participating stakeholders. By pooling their 

knowledge, skills, and resources, partners can develop comprehensive, community-driven 

solutions to complex problems. 

 

3. Key Elements: Collaborative Problem-Solving typically involves several key elements, 

including: 

o Identifying Priority Issues: Partners work together to identify and prioritize the most 

pressing issues or concerns facing the community. 

o Conducting Joint Assessments: Collaborative assessments are conducted to gather 

data and insights into the root causes and contributing factors of the identified issues. 

o Developing Action Plans: Partners collaborate to develop action plans outlining 

strategies and interventions to address the identified issues effectively. 

o Implementing Interventions: Action plans are implemented through coordinated 

efforts and partnerships to enact meaningful change within the community. 

o Evaluating Outcomes: Partners regularly evaluate the outcomes and effectiveness of 

interventions to assess progress and make adjustments as needed. 
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4.3.1 Components: 

 

1. Partnerships 

o Stakeholder Collaboration: Collaborative Problem-Solving hinges on the 

formation of partnerships between various stakeholders, including law enforcement 

agencies, community organizations, local government entities, businesses, and 

residents. These partnerships bring together diverse perspectives, expertise, and 

resources to tackle complex community issues collectively. 

o Shared Responsibility: Partnerships foster a sense of shared responsibility for 

addressing specific issues or concerns within neighborhoods. By working together, 

stakeholders can pool their resources, leverage each other's strengths, and distribute 

the workload more effectively, leading to more sustainable and impactful solutions. 

 

2. Collective Expertise and Resources 

o Pooling Knowledge and Skills: Collaborative Problem-Solving harnesses the 

collective expertise and resources of participating stakeholders. Each partner brings 

unique insights, experiences, and skills to the table, enriching the problem-solving 

process and enhancing the quality of solutions. 

o Maximizing Impact: By leveraging the combined resources of partners, 

Collaborative Problem-Solving initiatives can achieve greater impact than individual 

efforts. Whether it's access to funding, community networks, or specialized 

expertise, each partner contributes to a more comprehensive and holistic approach to 

problem-solving. 

 

3. Key Elements: 

o Identifying Priority Issues: Partners collaborate to identify and prioritize the most 

pressing issues or concerns facing the community. This initial step involves 

engaging with community members, conducting needs assessments, and gathering 

data to understand the root causes and impact of the identified issues. 

o Conducting Joint Assessments: Collaborative assessments are conducted to delve 

deeper into the underlying factors contributing to the identified issues. By analyzing 

data, conducting surveys, and engaging with community members, partners gain 

valuable insights into the complexities of the problems at hand. 

o Developing Action Plans: Partners work together to develop action plans that 

outline strategies, goals, and interventions to address the identified issues effectively. 

These action plans are tailored to the unique needs and priorities of the community, 

with input from all stakeholders involved. 

o Implementing Interventions: Action plans are put into action through coordinated 

efforts and partnerships. Partnerships may involve implementing programs, 

Case 2:12-cv-01282-JLR   Document 792-2   Filed 02/29/24   Page 166 of 209



P a g e  110 | 152 

 

SEATTLE POLICE DEPARTMENT | 610 Fifth Avenue; Seattle, WA 98124-4986 

allocating resources, providing services, or advocating for policy changes aimed at 

addressing the identified issues and achieving desired outcomes. 

o Evaluating Outcomes: Partners regularly evaluate the outcomes and effectiveness 

of interventions to assess progress and make adjustments as needed. By monitoring 

outcomes, collecting feedback, and measuring impact, stakeholders can learn from 

their experiences, refine their approaches, and continuously improve their 

collaborative problem-solving efforts. 

 

Collaborative Problem-Solving empowers communities to address complex issues through 

collective action, partnership, and shared responsibility. By fostering collaboration, leveraging 

resources, and embracing community-driven solutions, these initiatives promote resilience, 

ownership, and positive change within neighborhoods. 
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4.3.2 Significance: 

 

1. Community Empowerment: Collaborative Problem-Solving empowers residents to play 

active roles in shaping the safety and well-being of their neighborhoods. By engaging 

residents as partners in the problem-solving process, communities are empowered to take 

ownership of addressing shared challenges. 

 

2. Shared Responsibility: By working collaboratively with communities, law enforcement 

agencies demonstrate their commitment to shared responsibility in addressing community 

safety and well-being. Collaborative partnerships foster a sense of collective responsibility 

among stakeholders, encouraging everyone to contribute to positive change. 

 

3. Building Trust and Resilience: Collaborative Problem-Solving builds trust and resilience 

within communities by fostering positive relationships and partnerships between law 

enforcement agencies and residents. Through collaborative efforts, communities become 

more resilient in addressing challenges and building stronger, more cohesive neighborhoods. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Case 2:12-cv-01282-JLR   Document 792-2   Filed 02/29/24   Page 168 of 209



P a g e  112 | 152 

 

SEATTLE POLICE DEPARTMENT | 610 Fifth Avenue; Seattle, WA 98124-4986 

4.3.2 Significance: 

 

1. Community Empowerment 

o Active Engagement: Collaborative Problem-Solving empowers residents by 

actively involving them in the decision-making process regarding the safety and 

well-being of their neighborhoods. By soliciting input, encouraging participation, 

and valuing community perspectives, residents feel empowered to take ownership of 

addressing shared challenges. 

o Building Capacity: Through collaborative partnerships, residents gain access to 

resources, knowledge, and support that enable them to address community issues 

effectively. This empowerment fosters a sense of pride, resilience, and self-efficacy 

among community members, encouraging them to become active agents of change 

within their neighborhoods. 

 

2. Shared Responsibility 

o Mutual Accountability: Collaborative Problem-Solving promotes shared 

responsibility among stakeholders, including law enforcement agencies, community 

organizations, local government entities, and residents. By working together to 

address community issues, stakeholders acknowledge their mutual accountability for 

ensuring the safety, well-being, and prosperity of the community. 

o Enhancing Trust: By demonstrating a commitment to collaboration and 

partnership, law enforcement agencies build trust and credibility within the 

community. Collaborative partnerships signal a willingness to listen, learn, and 

collaborate, fostering positive relationships based on mutual respect, transparency, 

and accountability. 

 

3. Building Trust and Resilience: 

o Positive Relationships: Collaborative Problem-Solving fosters positive 

relationships and partnerships between law enforcement agencies and residents. By 

working together to address shared concerns, stakeholders develop a deeper 

understanding of each other's perspectives, priorities, and needs, laying the 

foundation for trust and cooperation. 

o Community Cohesion: Through collaborative efforts, communities become more 

resilient in addressing challenges and building stronger, more cohesive 

neighborhoods. By coming together to solve problems, residents develop a sense of 

unity, solidarity, and collective efficacy, which strengthens community bonds and 

fosters a sense of belonging and connection. 
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Collaborative Problem-Solving is not just about addressing specific issues; it's about empowering 

communities, fostering shared responsibility, and building trust and resilience. By engaging 

residents as partners, promoting collaboration among stakeholders, and nurturing positive 

relationships, Collaborative Problem-Solving initiatives contribute to safer, more vibrant, and 

cohesive communities. 
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4.4 Crisis Intervention Teams:  

 

Crisis Intervention Teams (CIT) are specialized units within law enforcement agencies composed of 

officers trained to respond effectively to crisis situations involving individuals experiencing mental 

health crises or behavioral health challenges.  

Here are the components and significance practices: 

 

4.4.1 Components: 

 

1. Specialized Training: Crisis Intervention Teams (CIT) consist of officers who undergo 

specialized training in various areas, including de-escalation techniques, crisis intervention 

strategies, mental health awareness, and community resources. This training equips CIT 

officers with the necessary skills and knowledge to effectively respond to crisis situations 

involving individuals experiencing mental health crises or behavioral health challenges. 

 

2. Collaborative Approach: CIT officers collaborate closely with mental health professionals, 

medical providers, social service agencies, and community-based organizations. This 

collaborative approach ensures that individuals in crisis receive holistic and compassionate 

responses, with access to appropriate mental health services, treatment options, and support 

systems. 

 

3. Priority on Safety and Well-being: When responding to crisis calls, CIT officers prioritize 

the safety and well-being of individuals in distress. They aim to minimize the use of force 

whenever possible and employ communication skills, empathy, and patience to defuse 

volatile situations. This focus on safety and well-being helps prevent escalation and reduce 

the likelihood of harm to both individuals in crisis and responding officers. 

 

4. Connection to Resources: CIT officers play a crucial role in connecting individuals in 

crisis with appropriate resources and support systems. This may include linking individuals 

to mental health services, crisis intervention programs, support groups, or other community 

resources aimed at promoting recovery and healing. 
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4.4.1 Components: 

 

1. Specialized Training: 

o De-escalation Techniques: CIT officers undergo specialized training in de-

escalation techniques aimed at defusing crisis situations calmly and safely. They 

learn how to communicate effectively, manage emotions, and reduce tension to 

prevent situations from escalating into violence. 

o Crisis Intervention Strategies: Training includes instruction on crisis intervention 

strategies tailored to individuals experiencing mental health crises or behavioral 

health challenges. CIT officers learn how to assess risk, establish rapport, and 

connect individuals with appropriate resources and support services. 

o Mental Health Awareness: CIT training includes education on mental health 

disorders, symptoms, and common behavioral patterns. Officers develop a better 

understanding of mental health issues to recognize signs of distress and respond with 

empathy and sensitivity. 

o Community Resources: CIT training familiarizes officers with available 

community resources, such as crisis hotlines, mental health clinics, and support 

groups. This knowledge enables CIT officers to provide individuals in crisis with 

referrals and access to appropriate services for ongoing support and treatment. 

 

2. Collaborative Approach: 

o Interagency Collaboration: CIT officers work collaboratively with mental health 

professionals, medical providers, social service agencies, and community-based 

organizations to provide comprehensive support to individuals in crisis. This 

collaborative approach ensures a coordinated response that addresses both 

immediate needs and long-term solutions. 

o Information Sharing: CIT officers facilitate information sharing and coordination 

among various agencies and organizations involved in crisis response. By 

collaborating closely with mental health providers and community stakeholders, CIT 

officers ensure that individuals receive the most appropriate and effective care and 

support. 

 

3. Priority on Safety and Well-being: 

o Risk Assessment: CIT officers are trained to conduct rapid risk assessments to 

evaluate the level of danger posed by a crisis situation. They use this information to 

determine the most appropriate response strategy that prioritizes the safety and well-

being of all parties involved. 

o Use of Force Minimization: CIT emphasizes minimizing the use of force and 

coercion in crisis situations. Officers employ communication skills, empathy, and 
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de-escalation techniques to resolve conflicts peacefully and prevent unnecessary 

harm or injury. 

o Trauma-Informed Care: CIT training incorporates principles of trauma-informed 

care, recognizing the potential impact of trauma on individuals in crisis. Officers 

approach interactions with sensitivity and understanding, taking into account the 

unique needs and experiences of each individual. 

 

4. Connection to Resources: 

o Referral Services: CIT officers serve as a bridge between individuals in crisis and 

appropriate support services. They connect individuals with mental health 

professionals, crisis intervention programs, substance abuse treatment facilities, and 

other community resources to ensure access to the care and support they need. 

o Follow-up and Support: CIT officers provide ongoing support and follow-up to 

individuals after crisis intervention. They may check in with individuals to ensure 

they are accessing recommended services, following treatment plans, and receiving 

necessary support for recovery and stability. 

 

Crisis Intervention Teams (CIT) are instrumental in providing compassionate, effective responses to 

individuals experiencing mental health crises or behavioral health challenges. Through specialized 

training, collaborative partnerships, a focus on safety and well-being, and connections to resources, 

CIT officers play a vital role in promoting crisis resolution, recovery, and community well-being. 
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4.4.2 Significance: 

 

1. Prevention of Escalation: By providing timely and compassionate assistance, CIT officers 

help prevent the escalation of crisis situations. Their specialized training and collaborative 

approach enable them to effectively de-escalate volatile situations and address underlying 

issues contributing to the crisis. 

 

2. Reduction of Harm: CIT officers contribute to the reduction of harm by prioritizing the 

safety and well-being of individuals in crisis. Through their focus on minimizing the use of 

force and connecting individuals to appropriate resources, CIT officers help mitigate the risk 

of injury or harm to both individuals in crisis and responding officers. 

 

3. Promotion of Recovery and Healing: By connecting individuals in crisis with mental 

health services, treatment options, and support systems, CIT officers promote recovery and 

healing within the community. Their efforts help individuals access the resources they need 

to address underlying mental health challenges and work towards stabilization and recovery 
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4.4.2 Significance: 

 

1. Prevention of Escalation: 

o Timely Assistance: CIT officers provide timely and compassionate assistance to 

individuals in crisis, helping prevent the escalation of potentially volatile situations. 

Through their specialized training in de-escalation techniques and crisis intervention 

strategies, CIT officers can effectively manage crises and address underlying issues 

before they escalate further. 

o Collaborative Approach: CIT's collaborative approach involves working closely 

with mental health professionals and community stakeholders to address the root 

causes of crisis situations. By identifying and addressing these underlying factors, 

CIT officers can prevent crises from escalating and promote long-term stability and 

well-being within the community. 

 

2. Reduction of Harm 

o Prioritizing Safety: CIT officers prioritize the safety and well-being of individuals 

in crisis, seeking to minimize the use of force and reduce the risk of harm or injury. 

Through their training in crisis intervention and de-escalation techniques, CIT 

officers aim to resolve crises peacefully and without resorting to aggressive or 

confrontational tactics. 

o Connection to Resources: By connecting individuals in crisis with appropriate 

resources and support services, CIT officers help mitigate the risk of harm associated 

with untreated mental health issues or behavioral health challenges. By ensuring that 

individuals receive timely and appropriate care, CIT officers contribute to reducing 

the overall harm experienced by both individuals in crisis and the community at 

large. 

 

3. Promotion of Recovery and Healing: 

o Access to Services: CIT officers play a crucial role in connecting individuals in 

crisis with mental health services, treatment options, and support systems. By 

facilitating access to these resources, CIT officers promote recovery and healing 

within the community, helping individuals address underlying mental health 

challenges and work towards stabilization and recovery. 

o Long-Term Support: CIT's focus on connecting individuals with ongoing support 

services ensures that individuals receive the necessary assistance and resources to 

support their long-term recovery and well-being. By promoting continuity of care 

and follow-up support, CIT officers contribute to the overall health and resilience of 

individuals and communities affected by mental health crises. 
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Overall, Crisis Intervention Teams (CIT) play a significant role in preventing the escalation of crisis 

situations, reducing harm, and promoting recovery and healing within communities. Through their 

specialized training, collaborative approach, and focus on connecting individuals with resources 

and support services, CIT officers help create safer, more supportive environments where 

individuals can receive the assistance, they need to overcome mental health challenges and thrive. 
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5. Accountability and Evaluation: 

 

5.1 Data Collection and Analysis:  
Collecting data on officer demographics, citizen complaints, and use of force incidents to 

identify patterns and disparities. 

 

5.2 Regular Audits and Reviews:  
Conducting regular audits and reviews of departmental practices to ensure compliance 

with DEI policies and goals. 

 

5.3 Community Feedback Mechanisms:  
Establishing channels for community members to provide feedback on their interactions 

with police and suggesting areas for improvement. 

 

5.4 Performance Metrics:  
Establishing measurable goals and performance metrics related to diversity, equity, and 

inclusion, and tracking progress over time. 
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5. Accountability and Evaluation: 

 

5.1 Data Collection and Analysis:  

 

Data collection involves gathering information on various aspects of policing, including officer 

demographics, citizen complaints, and use of force incidents. Analysis of this data helps 

identify patterns, trends, and disparities that may exist within the department's practices. By 

examining demographic data, departments can assess the diversity of their workforce and 

identify areas for improvement. Analyzing citizen complaints and use of force incidents allows 

for the identification of potential areas of concern or areas where disparities may exist.  

 

5.2 Regular Audits and Reviews: 

 

Regular audits and reviews involve systematically examining departmental practices, policies, 

and procedures to ensure alignment with DEI principles and goals. These audits may assess 

hiring and promotion practices, training protocols, community engagement efforts, and internal 

policies. By conducting regular reviews, departments can identify areas for improvement, 

address potential biases or disparities, and ensure ongoing compliance with DEI standards.  

 

5.3 Community Feedback Mechanisms:  

 

Establishing community feedback mechanisms allows residents to provide input on their 

interactions with law enforcement and suggest areas for improvement. These mechanisms may 

include surveys, community forums, advisory boards, or dedicated hotlines for reporting 

concerns. By actively soliciting feedback from community members, departments can gain 

valuable insights into community perceptions, concerns, and priorities, helping to inform 

decision-making and improve police-community relations.  

 

5.4 Performance Metrics:  

 

Performance metrics involve establishing measurable goals and benchmarks related to 

diversity, equity, and inclusion, and tracking progress over time. These metrics may include 

diversity targets for hiring and promotion, reduction goals for citizen complaints or use of force 

incidents, or targets for increasing community trust and satisfaction. By setting clear objectives 

and regularly monitoring performance against these metrics, departments can hold themselves 

accountable for progress and demonstrate transparency to the community.  
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5.1 Data Collection and Analysis:  

 

Data collection involves gathering information on various aspects of policing, including officer 

demographics, citizen complaints, and use of force incidents. Analysis of this data helps identify 

patterns, trends, and disparities that may exist within the department's practices. By examining 

demographic data, departments can assess the diversity of their workforce and identify areas for 

improvement. Analyzing citizen complaints and use of force incidents allows for the identification 

of potential areas of concern or areas where disparities may exist. Here are the components and 

significance practices: 

 

5.1.1 Components: 

 

1. Gathering Information: Data collection involves gathering information on key aspects of 

policing, such as officer demographics, citizen complaints, and use of force incidents. This 

process may involve various methods, including surveys, record-keeping systems, and data 

entry. 

 

2. Demographic Data: One component of data collection is gathering information on officer 

demographics, including race, gender, age, and years of service. This data provides insight 

into the diversity of the department's workforce and helps identify any disparities or 

underrepresentation among different demographic groups. 

 

3. Citizen Complaints: Another component of data collection is collecting information on 

citizen complaints filed against officers. This includes details such as the nature of the 

complaint, the outcome of the investigation, and any disciplinary actions taken. Analyzing 

citizen complaints can reveal patterns or trends that may indicate areas for improvement in 

police-community relations or officer conduct. 

 

4. Use of Force Incidents: Data collection also involves tracking use of force incidents, 

including the circumstances surrounding each incident, the level of force used, and the 

demographics of individuals involved. Analyzing use of force data helps identify any 

disparities in how force is applied and can inform training and policy decisions to minimize 

unnecessary or excessive force. 
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5.1.1 Components: 

 

1. Gathering Information: 

o Methods of Collection: Data collection involves utilizing various methods such as surveys, 

record-keeping systems, and data entry to gather information on key aspects of policing. 

Surveys may be conducted to gather demographic information from officers or community 

members, while record-keeping systems and data entry ensure that relevant data is 

systematically recorded and stored for analysis. 

o Comprehensive Approach: To ensure comprehensive data collection, it's essential to cover 

a wide range of aspects, including officer demographics, citizen complaints, and use of force 

incidents. This approach allows law enforcement agencies to gather a holistic view of their 

operations and interactions with the community. 

 

2. Demographic Data: 

o Inclusive Categories: Gathering information on officer demographics involves collecting 

data on various attributes such as race, gender, age, and years of service. It's important to 

use inclusive categories and provide options that accurately represent the diversity within 

the department's workforce. 

o Identifying Disparities: Analyzing demographic data helps identify disparities or 

underrepresentation among different demographic groups within the department. This 

information is crucial for addressing diversity and equity issues, ensuring fair 

representation, and fostering an inclusive work environment. 

 

3. Citizen Complaints: 

o Detailed Information: Collecting information on citizen complaints filed against officers 

requires capturing details such as the nature of the complaint, investigation outcomes, and 

any disciplinary actions taken. This comprehensive approach ensures that agencies have a 

thorough understanding of the issues raised by community members and the actions taken in 

response. 

o Pattern Identification: Analyzing citizen complaints can reveal patterns or trends that may 

indicate systemic issues or areas for improvement in police-community relations or officer 

conduct. Identifying recurring themes in complaints allows agencies to address underlying 

issues and implement targeted interventions to improve interactions with the community. 

 

4. Use of Force Incidents: 

o Contextual Understanding: Data collection on use of force incidents involves capturing 

detailed information about the circumstances surrounding each incident, the level of force 

used, and the demographics of individuals involved. This contextual understanding is 

essential for assessing the appropriateness of force and identifying factors that may 

contribute to disparities. 
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o Training and Policy Insights: Analyzing use of force data provides insights into how force 

is applied in different situations and demographics. This information informs training 

programs and policy decisions aimed at minimizing unnecessary or excessive force, 

enhancing officer safety, and promoting positive outcomes in police-community 

interactions. 

 

By systematically collecting and analyzing data on officer demographics, citizen complaints, and 

use of force incidents, law enforcement agencies can gain valuable insights into their practices, 

identify areas for improvement, and work towards building more equitable and effective policing 

strategies. 
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5.1.2 Significance: 

 

1. Identifying Patterns and Disparities: Data collection and analysis enable departments to 

identify patterns, trends, and disparities in various aspects of policing. By examining 

demographic data, citizen complaints, and use of force incidents, departments can pinpoint 

areas where disparities may exist and take proactive measures to address them. 

 

2. Enhancing Accountability: By collecting data on officer conduct, including citizen 

complaints and use of force incidents, departments promote transparency and accountability. 

Analyzing this data allows for the identification of officers who may require additional 

training, supervision, or disciplinary action, ultimately improving overall accountability 

within the department. 

 

3. Improving Policy and Training: Data analysis provides valuable insights that can inform 

policy decisions and training initiatives within the department. For example, if analysis 

reveals a disproportionate number of citizen complaints or use of force incidents involving 

certain demographic groups, the department can implement targeted training programs or 

revise policies to address underlying issues and improve outcomes. 

 

4. Building Community Trust: Transparent data collection and analysis demonstrate a 

commitment to openness and responsiveness to community concerns. By sharing findings 

with the public and engaging in dialogue about the implications of the data, departments can 

build trust and foster positive relationships with the communities they serve. 
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5.1.2 Significance: 

 

1. Identifying Patterns and Disparities: 

o Targeted Intervention: Data collection and analysis enable departments to identify 

patterns, trends, and disparities in various aspects of policing, including officer 

demographics, citizen complaints, and use of force incidents. By pinpointing areas where 

disparities may exist, departments can implement targeted interventions to address systemic 

issues and promote equitable policing practices. 

o Early Detection: Through thorough analysis, departments can detect patterns of behavior or 

incidents that may indicate systemic problems or individual misconduct. Early identification 

of such issues allows for prompt intervention and corrective action, preventing escalation 

and fostering accountability within the department. 

 

2. Enhancing Accountability: 

o Transparency and Oversight: Data collection on officer conduct, including citizen 

complaints and use of force incidents, promotes transparency and accountability within law 

enforcement agencies. By systematically recording and analyzing this data, departments 

provide oversight mechanisms to identify and address instances of misconduct or 

inappropriate behavior. 

o Identifying Areas for Improvement: Analysis of data related to officer conduct helps 

identify individuals who may require additional training, supervision, or disciplinary action. 

This proactive approach to accountability ensures that officers are held accountable for their 

actions and that necessary steps are taken to address any deficiencies in performance or 

conduct. 

 

3. Improving Policy and Training: 

o Informed Decision-Making: Data analysis provides valuable insights that inform policy 

decisions and training initiatives within law enforcement agencies. By examining trends and 

patterns in citizen complaints and use of force incidents, departments can identify areas for 

policy revision or development to address underlying issues and improve outcomes. 

o Targeted Interventions: If analysis reveals disparities in policing outcomes among certain 

demographic groups, departments can implement targeted training programs to address 

implicit bias or cultural competence gaps. This ensures that officers are equipped with the 

knowledge and skills needed to interact respectfully and effectively with diverse 

communities. 

 

4. Building Community Trust: 

o Openness and Transparency: Transparent data collection and analysis demonstrate a 

commitment to openness and responsiveness to community concerns. By sharing findings 

with the public and engaging in dialogue about the implications of the data, departments 
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build trust and foster positive relationships with the communities they serve. This 

transparency helps reassure community members that law enforcement agencies are 

accountable and committed to addressing issues of concern. 

o Collaborative Solutions: Involving the community in discussions about data findings and 

implications fosters collaboration and partnership between law enforcement agencies and 

community stakeholders. By working together to address identified disparities or concerns, 

departments and communities can develop collaborative solutions that promote trust, 

fairness, and mutual respect. 
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5.2 Regular Audits and Reviews:  

 

Regular audits and reviews involve systematically examining departmental practices, policies, and 

procedures to ensure alignment with DEI principles and goals. These audits may assess hiring and 

promotion practices and processes, training protocols, community engagement efforts, and internal 

policies. By conducting regular reviews, departments can identify areas for improvement, address 

potential biases or disparities, and ensure ongoing compliance with DEI standards. Here are the 

components and significance practices: 

 

5.2.1 Components: 

 

1. Systematic Examination: Regular audits and reviews involve a systematic examination of 

various aspects of departmental practices, policies, and procedures. This process may 

include reviewing documents, conducting interviews, analyzing data, and assessing 

compliance with DEI principles and goals. 

 

2. Scope of Review: Audits and reviews may cover a wide range of areas within the 

department, including hiring and promotion practices, training protocols, community 

engagement efforts, and internal policies. By assessing multiple aspects of departmental 

operations, audits ensure comprehensive oversight and accountability. 

 

3. Identification of Areas for Improvement: One key component of audits and reviews is 

identifying areas for improvement within the department. This may include addressing 

biases or disparities in hiring or promotion practices, enhancing cultural competency 

training for officers, or improving community outreach strategies. 

 

4. Compliance Monitoring: Audits and reviews also involve monitoring compliance with 

DEI standards and goals established by the department. This may include ensuring that 

policies and practices align with legal requirements, organizational values, and community 

expectations regarding diversity, equity, and inclusion. 
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5.2.1 Components: 

 

1. Systematic Examination 

o Comprehensive Assessment: Regular audits and reviews involve a systematic and 

thorough examination of various aspects of departmental practices, policies, and procedures. 

This process is conducted with attention to detail and follows established protocols to ensure 

all relevant areas are assessed. 

o Document Review: Audits often include reviewing documents such as policies, procedures 

manuals, training materials, and diversity initiatives reports. This helps auditors gain insight 

into the department's existing practices and identify areas that may require attention or 

improvement. 

o Data Analysis: In addition to document review, audits may involve analyzing data related 

to hiring, promotions, disciplinary actions, citizen complaints, and community engagement 

efforts. Data analysis provides quantitative insights into departmental performance and 

helps identify patterns or trends that warrant further investigation. 

 

2. Scope of Review: 

o Multi-Faceted Assessment: Audits and reviews cover a wide range of areas within the 

department to ensure comprehensive oversight and accountability. This may include 

examining hiring and promotion practices, training protocols, community engagement 

efforts, internal policies, and organizational culture. 

o Holistic Approach: By assessing multiple aspects of departmental operations, audits 

provide a holistic view of the organization's DEI practices and identify interconnections 

between different areas. This allows for a more integrated approach to addressing issues and 

implementing improvements. 

 

3. Identification of Areas for Improvement: 

o Bias and Disparity Assessment: A key component of audits is identifying areas for 

improvement within the department, particularly regarding biases or disparities. Auditors 

examine hiring, promotion, and disciplinary practices to identify any patterns of bias or 

discrimination and recommend corrective actions. 

o Training and Development Needs: Audits also assess the effectiveness of cultural 

competency training and diversity initiatives within the department. Identifying gaps in 

training programs allows for targeted interventions to enhance officers' awareness and 

understanding of DEI principles. 

 

4. Compliance Monitoring: 

o Alignment with DEI Standards: Audits and reviews monitor compliance with DEI 

standards and goals established by the department. This involves ensuring that policies and 
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practices align with legal requirements, organizational values, and community expectations 

regarding diversity, equity, and inclusion. 

o Continuous Improvement: Compliance monitoring is not only about meeting minimum 

requirements but also about striving for continuous improvement. Audits identify areas 

where the department may fall short of its DEI objectives and provide recommendations for 

enhancing practices and fostering a more inclusive environment. 
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5.2.2 Significance: 

 

1. Ensuring Accountability: Regular audits and reviews promote accountability within the 

department by holding leadership and staff accountable for upholding DEI principles and 

goals. By systematically examining departmental practices, audits identify areas where 

improvements are needed and ensure that corrective actions are taken. 

 

2. Identifying Biases and Disparities: Audits and reviews play a critical role in identifying 

biases or disparities that may exist within departmental practices. By analyzing data and 

conducting thorough assessments, audits uncover areas where systemic biases may be 

present and provide opportunities for remediation. 

 

3. Enhancing Transparency: Conducting regular audits and reviews demonstrates a 

commitment to transparency and openness within the department. By sharing findings with 

stakeholders, including officers, staff, community members, and oversight bodies, 

departments foster trust and confidence in their commitment to diversity, equity, and 

inclusion. 

 

4. Continuous Improvement: Audits and reviews facilitate continuous improvement within 

the department by identifying areas for enhancement and implementing corrective actions. 

By regularly assessing practices and policies, departments can adapt to evolving needs and 

challenges, ensuring that they remain responsive and effective in promoting diversity, 

equity, and inclusion. 
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5.2.2 Significance: 

 

1. Ensuring Accountability 

o Leadership Oversight: Regular audits and reviews ensure that departmental leadership and 

staff are held accountable for upholding DEI principles and goals. By systematically 

examining departmental practices, audits identify areas where improvements are needed and 

ensure that responsible parties take corrective actions. 

o Transparent Reporting: Audits provide transparent reporting on the department's 

performance in meeting DEI objectives. This accountability mechanism fosters a culture of 

responsibility and encourages adherence to established standards and practices. 

 

2. Identifying Biases and Disparities: 

o Systemic Analysis: Audits and reviews conduct systemic analysis to identify biases or 

disparities within departmental practices. By analyzing data and conducting thorough 

assessments, audits uncover areas where systemic biases may exist, allowing for targeted 

interventions to address underlying issues. 

o Data-Driven Insights: Through data analysis, audits provide data-driven insights into 

patterns or trends related to biases or disparities. This information enables departments to 

implement corrective measures and ensure fairness and equity in their operations. 

 

3. Enhancing Transparency 

o Stakeholder Engagement: Regular audits and reviews involve stakeholders, including 

officers, staff, community members, and oversight bodies. By sharing findings and 

recommendations with these stakeholders, departments demonstrate a commitment to 

transparency and openness, fostering trust and confidence in their DEI efforts. 

o Community Trust: Transparent reporting on audit findings builds trust and confidence in 

the department among community members. When community stakeholders perceive that 

the department is actively addressing issues related to diversity, equity, and inclusion, it 

strengthens relationships and enhances community-police partnerships. 

 

4. Continuous Improvement: 

o Adaptive Practices: Audits and reviews facilitate continuous improvement within the 

department by identifying areas for enhancement and implementing corrective actions. By 

regularly assessing practices and policies, departments can adapt to evolving needs and 

challenges, ensuring that they remain responsive and effective in promoting diversity, 

equity, and inclusion. 

o Responsive Policies: The insights gained from audits enable departments to develop 

responsive policies and initiatives that address emerging issues and changing community 

dynamics. This proactive approach to improvement ensures that the department remains at 

the forefront of DEI efforts and can effectively meet the needs of its diverse constituents.  
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5.3 Community Feedback Mechanisms:  

 

Establishing community feedback mechanisms allows residents to provide input on their 

interactions with law enforcement and suggest areas for improvement. These mechanisms may 

include surveys, community forums, advisory boards, or dedicated hotlines for reporting concerns. 

By actively soliciting feedback from community members, departments can gain valuable insights 

into community perceptions, concerns, and priorities, helping to inform decision-making and 

improve police-community relations. Here are the components and significance practices: 

 

5.3.1 Components: 

 

1. Multiple Channels for Feedback: Community feedback mechanisms encompass a variety 

of channels through which residents can provide input, including surveys, community 

forums, advisory boards, and dedicated hotlines. By offering multiple avenues for feedback, 

departments ensure accessibility and inclusivity, allowing diverse voices to be heard. 

 

2. Regular Engagement: Effective feedback mechanisms involve regular engagement with 

community members to solicit input on their interactions with law enforcement. This may 

include ongoing surveys, scheduled community forums, or established advisory board 

meetings, providing opportunities for residents to express their perspectives and concerns. 

 

3. Transparent Communication: Transparency is a key component of community feedback 

mechanisms, with departments providing clear information on how feedback will be 

collected, processed, and utilized. Transparent communication builds trust and confidence 

among community members, demonstrating a commitment to openness and accountability. 

 

4. Actionable Insights: Community feedback mechanisms aim to gather actionable insights 

that inform decision-making and drive improvement initiatives within the department. This 

involves analyzing feedback data to identify trends, patterns, and areas for enhancement, 

ultimately leading to meaningful changes in policies, practices, and procedures. 
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5.3.1 Components: 

 

1. Multiple Channels for Feedback: 

o Diverse Accessibility: Community feedback mechanisms offer various channels for 

residents to provide input, ensuring accessibility and inclusivity. These channels may 

include online surveys, community forums, advisory boards, dedicated hotlines, or even 

social media platforms. By providing multiple avenues, departments accommodate diverse 

preferences and encourage widespread participation. 

o Inclusivity: Offering diverse channels ensures that residents from different backgrounds 

and with varying communication preferences can easily engage with law enforcement. This 

inclusivity fosters a sense of belonging and encourages community members to share their 

perspectives and concerns, leading to more comprehensive feedback. 

 

2. Regular Engagement: 

o Ongoing Interaction: Effective feedback mechanisms entail regular engagement with the 

community to solicit input on interactions with law enforcement. This may involve 

conducting periodic surveys, hosting scheduled community forums, or convening meetings 

with advisory boards. Regular engagement opportunities ensure that community members 

have consistent opportunities to voice their opinions and concerns. This serves as a tool to 

strengthen relationships with the community. 

o Responsive Approach: Departments actively listen to community feedback and respond 

promptly to address emerging issues or concerns. By demonstrating responsiveness, 

departments show that they value community input and are committed to addressing 

community needs and priorities in a timely manner. 

 

3. Transparent Communication: 

o Clear Communication: Transparency is fundamental to community feedback mechanisms, 

with departments providing clear information on how feedback will be collected, processed, 

and utilized. Departments communicate the purpose of feedback initiatives, the methods 

used to collect data, and how feedback will inform decision-making processes. 

o Building Trust: Transparent communication builds trust and confidence among community 

members by demonstrating a commitment to openness and accountability. When residents 

understand how their feedback contributes to decision-making and improvement efforts, 

they are more likely to engage actively and trust that their voices are heard and valued. 

 

4. Actionable Insights: 

o Data Analysis: Community feedback mechanisms aim to gather actionable insights that 

inform decision-making and drive improvement initiatives within the department. This 

involves systematically analyzing feedback data to identify trends, patterns, and areas for 
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enhancement. Departments use data-driven insights to make informed decisions and 

implement meaningful changes in policies, practices, and procedures. 

o Continuous Improvement: By leveraging feedback data, departments continuously 

improve their operations and responsiveness to community needs. Actionable insights guide 

the development of targeted initiatives and interventions aimed at addressing identified 

issues or areas for enhancement. This iterative process fosters a culture of continuous 

improvement and ensures that the department remains responsive and accountable to the 

community it serves. 
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5.3.2 Significance: 

 

1. Enhancing Accountability: Community feedback mechanisms promote accountability by 

holding law enforcement agencies accountable to the communities they serve. By actively 

seeking input from residents, departments demonstrate a commitment to responsiveness and 

transparency, fostering trust and confidence in their operations. 

 

2. Improving Police-Community Relations: By soliciting feedback from community 

members, departments can address concerns, build rapport, and foster positive relationships 

with residents. Actively listening to community perspectives helps to bridge gaps in 

understanding, promote mutual respect, and strengthen police-community relations. 

 

3. Identifying Areas for Improvement: Community feedback mechanisms provide valuable 

insights into areas where improvements are needed within the department. By listening to 

residents' experiences and concerns, departments can identify systemic issues, biases, or 

gaps in services and take proactive steps to address them. 

 

4. Promoting Inclusivity and Equity: Community feedback mechanisms promote inclusivity 

and equity by ensuring that diverse voices are heard and valued. By actively seeking input 

from marginalized or underrepresented communities, departments can address disparities, 

enhance cultural competency, and tailor services to meet the needs of all residents. 
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5.3.2 Significance: 

 

1. Enhancing Accountability: 

o Responsiveness and Transparency: Community feedback mechanisms foster 

accountability by encouraging law enforcement agencies to be responsive to the concerns 

and priorities of the communities they serve. By actively seeking input and engaging with 

residents, departments demonstrate transparency in their operations and decision-making 

processes. 

o Building Trust: When departments are accountable and responsive to community feedback, 

they build trust and confidence among residents. Transparency and accountability reassure 

community members that their voices are heard and valued, leading to stronger relationships 

between law enforcement and the community. 

 

2. Improving Police-Community Relations: 

o Addressing Concerns: Soliciting feedback from community members allows departments 

to address concerns and issues that impact police-community relations. By actively listening 

to residents' perspectives and experiences, departments can identify areas for improvement, 

bridge communication gaps, and foster mutual understanding and respect. 

o Building Rapport: Actively engaging with residents through feedback mechanisms helps 

build rapport and trust between law enforcement and the community. When residents feel 

heard and valued, they are more likely to view law enforcement agencies as partners in 

promoting safety and well-being within the community. 

 

3. Identifying Areas for Improvement: 

o Insights into Systemic Issues: Community feedback mechanisms provide valuable insights 

into systemic issues, biases, or gaps in services within law enforcement agencies. By 

listening to residents' experiences and concerns, departments can identify areas where 

improvements are needed, such as training programs, policies, or procedures. 

o Proactive Steps: Armed with feedback from the community, departments can take 

proactive steps to address identified issues and make necessary improvements. This 

proactive approach helps prevent escalation of problems and ensures that departments 

remain responsive to the evolving needs of the community. 

 

4. Promoting Inclusivity and Equity: 

o Diverse Voices: Community feedback mechanisms promote inclusivity and equity by 

ensuring that diverse voices are heard and valued. By actively seeking input from residents 

representing different backgrounds and perspectives, departments can address disparities, 

enhance cultural competency, and tailor services to meet the needs of all community 

members. 
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o Reducing Disparities: By listening to feedback from marginalized or underrepresented 

communities, departments can identify and address disparities in policing practices or 

service delivery. This promotes fairness, equity, and justice within the community, fostering 

a sense of belonging and trust among all residents.  
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5.4 Performance Metrics:  

 

Performance metrics involve establishing measurable goals and benchmarks related to diversity, 

equity, and inclusion, and tracking progress over time. These metrics may include diversity targets 

for hiring and promotion, reduction goals for citizen complaints or use of force incidents, or targets 

for increasing community trust and satisfaction. By setting clear objectives and regularly 

monitoring performance against these metrics, departments can hold themselves accountable for 

progress and demonstrate transparency to the community. Here are the components and significance 

practices: 

 

5.4.1 Components: 

 

1. Clear Objectives: Performance metrics begin with the establishment of clear and specific 

objectives related to diversity, equity, and inclusion (DEI). These objectives should be 

measurable, achievable, and aligned with the department's DEI goals and priorities. 

 

2. Measurable Indicators: Performance metrics rely on measurable indicators or key 

performance indicators (KPIs) that provide quantifiable data on progress. These indicators 

may include metrics such as diversity representation in the workforce, rates of citizen 

complaints or use of force incidents, community survey results on trust and satisfaction, and 

other relevant data points. 

 

3. Data Collection and Analysis: Effective performance metrics require robust data collection 

mechanisms to track relevant metrics over time. Departments should establish procedures 

for collecting, storing, and analyzing data to ensure accuracy and reliability. 

 

4. Regular Monitoring and Reporting: Departments should regularly monitor progress 

against established performance metrics and report findings to stakeholders, including 

department leadership, officers, staff, and the community. Regular reporting promotes 

transparency and accountability, allowing stakeholders to track progress and identify areas 

for improvement. 
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5.4.1 Components: 

 

1. Clear Objectives: 

o Alignment with DEI Goals: Performance metrics begin with setting clear and specific 

objectives that align with the department's diversity, equity, and inclusion (DEI) goals and 

priorities. These objectives should reflect the department's commitment to fostering a 

diverse workforce, promoting equitable practices, and building trust within the community. 

o Measurable and Achievable: Objectives should be measurable and achievable, allowing 

departments to track progress over time and assess their success in meeting DEI goals. Clear 

objectives provide guidance and direction for efforts aimed at enhancing diversity, equity, 

and inclusion within the department and the broader community. 

 

2. Measurable Indicators: 

o Key Performance Indicators (KPIs): Performance metrics rely on measurable indicators 

or key performance indicators (KPIs) that provide quantifiable data on progress. These 

indicators serve as benchmarks for assessing performance in key areas such as diversity 

representation in the workforce, rates of citizen complaints or use of force incidents, and 

community perceptions of trust and satisfaction. 

o Relevant Data Points: Departments should identify and track relevant data points that 

reflect progress toward DEI goals. This may include demographic data on officers, trends in 

citizen complaints or use of force incidents, results of community surveys, or other metrics 

that reflect the department's commitment to diversity, equity, and inclusion. 

 

3. Data Collection and Analysis: 

o Robust Data Collection Mechanisms: Effective performance metrics require robust data 

collection mechanisms to track relevant metrics over time accurately. Departments should 

establish procedures for collecting, storing, and analyzing data, ensuring its accuracy, 

reliability, and confidentiality. 

o Quality Assurance: Data collection processes should include measures to ensure the 

quality and integrity of the data collected. This may involve training staff on data collection 

protocols, implementing data validation checks, and conducting regular audits to verify data 

accuracy and completeness. 

 

4. Regular Monitoring and Reporting: 

o Transparency and Accountability: Departments should regularly monitor progress against 

established performance metrics and report findings to stakeholders, including department 

leadership, officers, staff, and the community. Regular reporting promotes transparency and 

accountability, allowing stakeholders to track progress, identify areas for improvement, and 

hold the department accountable for meeting DEI goals. 
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o Actionable Insights: Performance metrics should not only track progress but also provide 

actionable insights that inform decision-making and drive improvement initiatives. 

Departments should use data analysis to identify trends, patterns, and areas for 

enhancement, leading to meaningful changes in policies, practices, and procedures that 

support diversity, equity, and inclusion. 
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5.4.2 Significance: 

 

1. Accountability: Performance metrics promote accountability by providing a framework for 

departments to assess their progress towards DEI goals and objectives. By setting clear 

targets and regularly monitoring performance, departments hold themselves accountable for 

achieving meaningful outcomes related to diversity, equity, and inclusion. 

 

2. Transparency: Performance metrics enhance transparency by providing stakeholders with 

clear and objective data on departmental performance. Transparent reporting of progress 

against established metrics fosters trust and confidence among community members, 

demonstrating the department's commitment to openness and accountability. 

 

3. Continuous Improvement: Performance metrics serve as a tool for identifying areas for 

improvement and driving continuous learning and adaptation within the department. By 

analyzing performance data, departments can identify trends, patterns, and areas of concern, 

allowing them to implement targeted interventions and strategies to address challenges and 

enhance effectiveness. 

 

4. Community Engagement: Performance metrics provide a basis for meaningful dialogue 

and engagement with the community. By sharing performance data with community 

members, departments invite input, feedback, and collaboration in efforts to advance 

diversity, equity, and inclusion goals. Engaging the community in discussions around 

performance metrics promotes transparency, builds trust, and strengthens partnerships 

between law enforcement and the community. 
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5.4.2 Significance: 

 

1. Accountability: 

o Framework for Assessment: Performance metrics provide a structured framework for law 

enforcement departments to assess their progress toward diversity, equity, and inclusion 

(DEI) goals and objectives. By setting clear targets and benchmarks, departments establish 

accountability mechanisms that hold them responsible for achieving meaningful outcomes 

in these critical areas. 

o Measuring Progress: Through performance metrics, departments can track their 

performance over time and evaluate their success in meeting established DEI targets. This 

accountability ensures that departments remain focused on their DEI commitments and take 

proactive steps to address any shortcomings or challenges that arise. 

 

2. Transparency: 

o Objective Reporting: Performance metrics enhance transparency by providing 

stakeholders, including community members, departmental leadership, and oversight bodies, 

with clear and objective data on departmental performance. Transparent reporting of 

progress against established metrics fosters trust and confidence in the department's 

operations, demonstrating a commitment to openness and accountability. 

o Building Trust: Transparent communication of performance data demonstrates a 

willingness to share successes and challenges openly with the community. This transparency 

builds trust and credibility, reassuring community members that the department is 

committed to addressing DEI issues and improving outcomes for all residents. 

 

3. Continuous Improvement: 

o Identifying Areas for Improvement: Performance metrics serve as a tool for identifying 

areas where improvements are needed within the department. By analyzing performance 

data, departments can pinpoint trends, patterns, and areas of concern, enabling them to 

implement targeted interventions and strategies to address challenges and enhance 

effectiveness. 

o Adapting to Evolving Needs: Continuous monitoring of performance metrics allows 

departments to adapt to evolving needs and circumstances. By staying responsive to 

feedback and adjusting strategies accordingly, departments can ensure that their efforts to 

promote diversity, equity, and inclusion remain relevant and effective in a dynamic 

environment. 

 

4. Community Engagement: 

o Basis for Dialogue: Performance metrics provide a basis for meaningful dialogue and 

engagement with the community. By sharing performance data with community members, 

departments invite input, feedback, and collaboration in efforts to advance DEI goals. 
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Engaging the community in discussions around performance metrics promotes transparency, 

builds trust, and strengthens partnerships between law enforcement and the community, 

ultimately leading to more effective and responsive policing practices.  
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Organizational Structure for Diversity, Equity, and Inclusion (DEI) 

Leadership in Law Enforcement 

The organizational structure for a Diversity, Equity, and Inclusion (DEI) program within a police 

department consists of the following positions: 

1. Chief Diversity, Equity, and Inclusion Officer (CDEIO): 

o The CDEIO is a senior executive responsible for leading the department's DEI 

initiatives. The CDEIO provides strategic direction, vision, and leadership to ensure 

that DEI principles are integrated into all aspects of departmental operations. The 

CDEIO advocates for diversity, equity, and inclusion at the highest levels of the 

organization and serves as a liaison between departmental leadership, staff, and 

external stakeholders. 

 

2. DEI Advisory Board: 

o The DEI Advisory Board consists of community leaders, subject matter experts, and 

stakeholders who provide external perspective and guidance on DEI matters. 

Members of the advisory board offer insights, feedback, and recommendations to 

inform DEI strategies, policies, and programs. They serve as ambassadors for DEI 

efforts within the community and help ensure that the department's initiatives are 

responsive to community needs and concerns. 

 

3. DEI Program Manager: 

o The DEI Program Manager is responsible for overseeing the day-to-day 

implementation of DEI initiatives and programs within the department. They work 

closely with departmental leadership, the DEI Advisory Board, and other 

stakeholders to develop, implement, and evaluate DEI strategies and action plans. 

The Program Manager coordinates training, outreach, and community engagement 

efforts to promote diversity, equity, and inclusion throughout the organization. 

 

4. DEI Committee: 

o The DEI Committee is a cross-functional team composed of representatives from 

different departmental units, ranks, and demographics. The committee collaborates 

with the CDEIO and Program Manager to identify DEI priorities, develop action 

plans, and implement initiatives at the departmental level. Members of the DEI 

Committee serve as champions for DEI within their respective units and help 

promote a culture of inclusion and belonging. 

 

5. Diversity and Inclusion Liaisons: 

o Diversity and Inclusion Liaisons are designated individuals within each departmental 

unit who serve as points of contact for DEI-related matters. They facilitate 
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communication, provide support and resources to colleagues, and promote DEI 

initiatives within their units. Liaisons play a crucial role in fostering awareness, 

understanding, and engagement around DEI topics among departmental personnel. 

 

6. Training and Education Unit: 

o The Training and Education Unit is responsible for developing and delivering DEI 

training programs for departmental personnel at all levels. This unit designs 

curriculum organizes workshops and seminars and delivers training sessions on 

topics such as cultural competency, unconscious bias, inclusive leadership, and 

equitable policing practices. The unit ensures that DEI training is accessible, 

relevant, and impactful for all departmental personnel. 

 

7. Recruitment and Hiring Task Force: 

o The Recruitment and Hiring Task Force focuses on improving diversity and equity 

in recruitment, hiring, and promotion processes within the department. Task force 

members identify barriers to diversity, develop strategies for attracting a diverse 

applicant pool, and implement inclusive hiring practices. They collaborate with HR, 

training, and community engagement teams to ensure that recruitment efforts are 

aligned with DEI goals and values. 

 

8. Community Engagement Team: 

o The Community Engagement Team is responsible for building positive relationships 

between the department and the community, particularly with underrepresented and 

marginalized groups. Team members organize outreach events, conduct listening 

sessions, and facilitate dialogues to solicit feedback from community members. They 

represent the department at community meetings, events, and forums, serving as 

liaisons and advocates for community needs and concerns. 

 

9. Data Analysis and Reporting Unit: 

o The Data Analysis and Reporting Unit collects, analyzes, and reports data related to 

diversity, equity, and inclusion within the department. The unit tracks key metrics, 

such as demographic representation, employee satisfaction, citizen complaints, and 

use of force incidents, to assess progress and identify areas for improvement. Data 

analysts prepare reports, dashboards, and presentations to inform decision-making 

and measure the impact of DEI initiatives over time. 

 

Each component of the DEI organizational structure plays a unique role in advancing diversity, 

equity, and inclusion within the police department. Together, they form a cohesive framework for 

integrating DEI principles into departmental culture, policies, and practices, ultimately promoting 

equitable and inclusive policing for all community members. 
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Conclusion 

In conclusion, this manual serves as a valuable resource for law enforcement agencies committed to 

strengthening their relationships with the communities they serve. By implementing the community 

engagement practices outlined in this manual, agencies can promote transparency, accountability, 

and trust, ultimately leading to more effective and equitable policing. Embracing cultural 

awareness, collaborative problem-solving, and crisis intervention strategies, alongside robust 

accountability mechanisms and performance metrics, enables agencies to address community needs 

and concerns proactively. Through ongoing dialogue, collaboration, and evaluation, law 

enforcement agencies can build stronger, more resilient partnerships with their communities, 

fostering safer and more inclusive environments for all. 
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Glossary 

Comprehensive glossary for a Diversity, Equity, and Inclusion (DEI) manual tailored for a police 

department or law enforcement agency: 

1. Diversity: The presence of a wide range of human characteristics and experiences within a 

community, organization, or group, including but not limited to race, ethnicity, gender, 

sexual orientation, age, disability, religion, socioeconomic status, and cultural background. 

2. Equity: The fair treatment, access, opportunity, and advancement for all individuals, while 

striving to identify and eliminate barriers that have prevented the full participation of some 

groups. 

3. Inclusion: The intentional and proactive efforts to create an environment where all 

individuals feel valued, respected, and supported, and where diverse perspectives and 

experiences are welcomed and embraced. 

4. Implicit Bias: Unconscious attitudes or stereotypes that affect our understanding, actions, 

and decisions in an unconscious manner, often leading to unintended discrimination or 

unfair treatment. 

5. Bias-Free Policing: Policing practices that are free from discrimination, bias, or prejudice 

based on factors such as race, ethnicity, gender, sexual orientation, religion, or 

socioeconomic status. 

6. Cultural Competence: The ability to interact effectively and respectfully with people from 

different cultural backgrounds, recognizing and valuing the diversity of perspectives and 

experiences they bring. 

7. Community Policing: A philosophy and organizational strategy that emphasizes building 

relationships and partnerships between law enforcement agencies and the communities they 

serve, with the goal of collaboratively addressing public safety issues and improving quality 

of life. 

8. Use of Force: The amount of physical coercion or violence necessary for law enforcement 

officers to compel compliance from an individual or to protect themselves or others from 

harm, as authorized by law. 

9. Citizen Complaint: A formal allegation made by a member of the public against a law 

enforcement officer or agency regarding misconduct, inappropriate behavior, or violation of 

policies or procedures. 

10. Accountability: The obligation of law enforcement agencies and officers to take 

responsibility for their actions, decisions, and behaviors, and to be answerable to the public 

and appropriate authorities for their conduct. 

11. Transparency: The practice of openly sharing information, processes, and decisions with 

the public, stakeholders, and oversight bodies, promoting trust, accountability, and public 

confidence in law enforcement agencies. 

12. Cultural Awareness: Understanding and appreciating the values, beliefs, customs, 

languages, and traditions of different cultural groups, and recognizing how they may 

influence interactions and perceptions. 

13. Inclusive Leadership: Leadership style that promotes and values diversity, equity, and 

inclusion, fosters a culture of belonging, and leverages the unique strengths and perspectives 

of all team members. 
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14. Bias Awareness Training: Educational programs are designed to increase awareness of 

unconscious biases and their impact on decision-making and behavior, with the goal of 

minimizing their influence and promoting fair and equitable treatment of all individuals. 

15. Intersectionality: The interconnected nature of social categorizations such as race, gender, 

class, and sexuality, which create overlapping and interdependent systems of discrimination 

and disadvantage. 

16. Community Engagement: The process of building relationships, trust, and collaboration 

between law enforcement agencies and community members, with the goal of improving 

public safety, reducing crime, and enhancing quality of life. 

17. Inclusive Policies and Practices: Policies, procedures, and practices that are designed to 

ensure equitable treatment and opportunities for all individuals, regardless of their 

background, identity, or status. 

18. Diversity Recruitment Strategies: Initiatives and programs aimed at attracting a diverse 

pool of candidates for law enforcement positions, including outreach efforts, targeted 

advertising, and partnerships with community organizations. 

19. Cultural Sensitivity Training: Training programs are designed to increase awareness and 

understanding of cultural differences, norms, and values, and to develop skills for 

effectively interacting with individuals from diverse backgrounds. 

20. Restorative Justice: An approach to justice that focuses on repairing harm caused by 

criminal behavior, emphasizing accountability, healing, and reconciliation between 

offenders, victims, and the community. 

21. Affinity Groups: Voluntary, employee-led groups that provide support, networking 

opportunities, and a sense of belonging for individuals who share a common identity, 

background, or interest, such as race, ethnicity, gender, or sexual orientation. 

22. Allyship: The practice of actively supporting and advocating for individuals or groups who 

face discrimination or marginalization, using one's privilege and influence to promote equity 

and inclusion. 

23. Stereotype Threat: The experience of anxiety or apprehension that arises from the fear of 

confirming negative stereotypes about one's social group, which can impair performance 

and exacerbate disparities in achievement. 

24. LGBTQ+ Inclusivity: Efforts to create an inclusive and welcoming environment for 

individuals who identify as lesbian, gay, bisexual, transgender, queer, and other diverse 

sexual orientations and gender identities, and to address issues of discrimination and bias 

based on sexual orientation or gender identity. 

25. Racial Profiling: The practice of law enforcement officers or agencies targeting individuals 

for suspicion of criminal activity based on their race, ethnicity, national origin, or religion, 

rather than on evidence of wrongdoing. 

26. Gender Equity: The principle of fairness and justice in the treatment of individuals of 

different genders, ensuring that all individuals have equal access to opportunities, resources, 

and rights, regardless of gender identity or expression. 

27. Implicit Bias Training: Educational programs aimed at raising awareness of unconscious 

biases and providing strategies for mitigating their impact on decision-making and behavior, 

particularly in the context of law enforcement. 

28. Cultural Humility: An approach to interacting with individuals from different cultural 

backgrounds that involves recognizing one's own limitations, biases, and assumptions, and 

committing to ongoing learning, self-reflection, and openness to others' perspectives. 
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29. Systemic Racism: Patterns of discrimination, bias, and disadvantage that are embedded 

within the structures, policies, and practices of society, resulting in unequal treatment and 

outcomes for different racial or ethnic groups. 

30. Crisis Intervention Teams (CIT): Specialized units within law enforcement agencies 

composed of officers trained to respond effectively to crisis situations involving individuals 

experiencing mental health crises or behavioral health challenges. 

31. De-escalation Techniques: Strategies and tactics used by law enforcement officers to 

reduce tension, manage conflicts, and resolve situations peacefully without the need for 

physical force or confrontation. 

32. Victim-Centered Policing: An approach to policing that prioritizes the needs, rights, and 

dignity of crime victims, including providing support, resources, and assistance throughout 

the criminal justice process. 

33. Gender-Based Violence: Acts of violence, abuse, or harassment that are perpetrated against 

individuals based on their gender identity or gender expression, including domestic 

violence, sexual assault, and hate crimes. 

34. Community Engagement Initiatives: Programs, events, or activities designed to promote 

positive interactions, trust, and collaboration between law enforcement agencies and the 

communities they serve, including community meetings, outreach events, and youth 

programs. 

This glossary provides definitions for key terms and concepts related to diversity, equity, and 

inclusion, as well as terminology specific to law enforcement practices. It serves as a valuable 

reference for individuals seeking to deepen their understanding of DEI issues within the context of 

policing and law enforcement. 

 

 

 

 

 

 

 

 

 

 

 

Case 2:12-cv-01282-JLR   Document 792-2   Filed 02/29/24   Page 207 of 209



P a g e  151 | 152 

 

SEATTLE POLICE DEPARTMENT | 610 Fifth Avenue; Seattle, WA 98124-4986 

Additional References and Supportive Materials 
 

Government Publications: 
 

• U.S. Department of Justice (DOJ), Civil Rights Division:  

- Community Relations Services Toolkit for Policing 

https://www.justice.gov/file/1376626/download 

- Community Policing Defined, (Washington, DC: Office of Community Oriented Policing 

Services, 2014). https://cops.usdoj.gov/RIC/Publications/cops-p157-pub.pdf 
 

• Bureau of Justice Statistics (BJS):  

-Federal law enforcement Officers 2020- statistics: 

https://bjs.ojp.gov/document/fleo20st.pdf 

- Diversity is our strength: https://bja.ojp.gov/media/videofile/4316 

 

• Office of Community Oriented Policing Services (COPS Office):  

- Community partnerships, problem-solving, and organizational transformation: 

http://www.cops.usdoj.gov/Default.asp?Item=34 

• U.S. Department of Justice (DOJ) reports on community policing and diversity initiatives 
 

Academic Research: 

• International Journal of Police Science & Management: - 

https://journals.sagepub.com/doi/full/10.1177/14613557231185661 

• Policing Diversity and Why It Should Matter to Communities, Security and Global Studies 

Blog | APU: https://www.apu.apus.edu/area-of-study/security-and-global-

studies/resources/policing-diversity-and-why-it-should-matter-to-communities/ 

• Academic Journals: 

o Journal of Ethnicity in Criminal Justice 

o Police Quarterly  

o Journal of Contemporary Criminal Justice 

• Pew Research Center reports on public attitudes toward law enforcement and diversit. 
 

Professional Organizations: 

• International Association of Chiefs of Police (IACP):  

- Resources: https://www.theiacp.org/resources 

-Model Policies: https://www.theiacp.org/search-

documents/model%20policies/1/All/All?keywords_top=model%20policies&keywords_taxo

nomy=model%20policies 

- (IACP) reports and best practices guides 
 

• National Organization of Black Law Enforcement Executives (NOBLE) 

• Police Executive Research Forum (PERF):  

-Publications: https://www.policeforum.org/publications 

- Podcasts: https://www.policeforum.org/podcasts 
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-Policing Practices: 

https://www.policeforum.org/index.php?searchword=policing+practices&ordering=&search

phrase=all&option=com_search 
 

Nonprofit Organizations: 

• The Leadership Conference on Civil and Human Rights:  

-Reports: https://civilrights.org/?s=reports# 

• Center for Policing Equity 
 

Legal Resources: 

• American Civil Liberties Union (ACLU) 

• NAACP Legal Defense and Educational Fund (LDF) 

- Racial justice and police reform: https://www.naacpldf.org/your-search-

results/?_sf_s=racial%20justice%20and%20police%20reform%5D 
 

Training Materials: 

• League Anti-Defamation (ADL): https://www.aclu.org/about-aclu 

• International Association of Directors of Law Enforcement Standards and Training 

(IADLEST): 

-Training Standards: https://www.iadlest.org/training/training-standards-for-le 

- Resources: https://www.iadlest.org/news/resources 
 

Books: 

• "Policing and Minority Communities: Bridging the Gap" by Quint C. Thurman and Andrew 

Giacomazzi 

• "Community Policing and Problem Solving: Strategies and Practices" by Kenneth J. Peak 

and Ronald W. Glensor. 

• "The Color of Law: A Forgotten History of How Our Government Segregated America" by 

Richard Rothstein 
 

Case Studies: 

• Case studies published by the Police Executive Research Forum (PERF) on successful 

community engagement initiatives. 

• Reports from organizations like the Vera Institute of Justice on innovative policing practices 

and DEI initiatives. 
 

Surveys and Assessments: 

o Gallup Polls on public trust in law enforcement and perceptions of police-

community relations. 

o Surveys conducted by local law enforcement agencies to assess community needs 

and perceptions. 
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