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Preface

air, equitable, and community-centered
policing is fundamental to a democratic
society. Yet, for far too many, this remains

a promise unrealized. While the nation has
enjoyed plummeting crime rates, America’s
assault on crime over the past decade has exact-
ed a high price—more often than not, a price
paid by communities of color.

These communities have been the focus of
“zero-tolerance” strategies characterized by
aggressive stop-and-frisk tactics, racial profiling,
and instances of police misconduct—from disre-
spect to excessive use of force—not infrequently
committed against law-abiding citizens. The result
has been a further eroding of public confidence in
law enforcement in communities whose relation-
ship with the police has been defined by a lega-
cy of distrust and resentment—the very same
communities that often need police services most.

The problem is urgent and compelling. But,
there is also much promise. National attention on
these issues presents an opportunity for local
leaders to achieve positive change. With each
new incident, concerned communities harness
anger and frustration into organized protest and
a search for solutions. Police departments are
also seeking ways to improve their connection to
communities.

This report highlights some of the promising,

community-centered police practices being imple-
mented throughout the country—practices that
are opening police departments to traditionally
underrepresented communities; engaging com-
munities as partners in solving neighborhood
problems; and making police departments more
accountable to the communities they serve and
protect. While examples of community-centered
police practices abound, no single police depart-
ment or city has incorporated and maintained all
of these elements. And it is in the aggregate
where the promise and success of community-
centered policing lie.

The report is not meant to highlight any one
police department as a model in its entirety—a
department may have demonstrated innovation in
officer training or a willingness to engage the
community on a particular issue, but may be
weak in other areas or still struggling to build
community credibility. Indeed, it is these depart-
ments that best illustrate the point: Adopting one
or two promising practices or an innovative add-
on program will not make a measurable differ-
ence or lead to sustained improvement. Police
departments, in collaboration with local commu-
nities, must rethink, re-orient, and retool them-
selves to implement innovative change on several
fronts, not just a few. Only then will we achieve
the promise of community-centered policing.
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Engaging Communities as Partners
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ty-based as opposed to criminal justice-oriented
solutions whenever possible. 

It is an approach that is entirely consistent with
traditional crime-fighting goals and does not
mean eliminating law enforcement. Rather, it
challenges police departments to balance the
“weeding” with more “seeding” and resort to
enforcement tactics only when necessary and
appropriate for the problem at hand. 

■ The approach taken by the Boston Police
Department (BPD) over the past several
years—particularly with regard to the city’s
youth—moves toward striking this balance.
The BPD chose a path of strategic, narrowly
targeted enforcement based on a problem-
solving model, heavily supported by inter-
vention and prevention initiatives.

Adopting a community-building framework
also reduces the likelihood that police will take
measures in the short term that can result in harm
to the community in the long-term. In choosing
from among a variety of options to address a
neighborhood problem, police operating from a
community-building framework would consider
the possible unintended, negative consequences
to the community of a particular action and think
about creative alternatives to achieve the desired
results.

■ In Seattle, Washington, a police-community
collaborative addressed the sale of malt
liquor and fortified wines—which was con-
tributing to the problem of chronic public
drunkenness in the neighborhood—by

shift has occurred over the past decade in
the nation’s thinking about policing, the
role of police officers, and their relation-

ship to the communities they serve; specifically,
the recognition among police and communities
alike that “business as usual” cannot continue.
New strategies are needed to increase police
department effectiveness and community connect-
edness.

New policing approaches must balance emer-
gency response with a focus on addressing the
persistent neighborhood problems linked to
crime, recognize the role that communities play in
producing public safety by engaging community
residents as partners in preventing crime, and
reintegrate police officers into the fabric of com-
munity to improve community-police relations.

Promising new policing approaches are:

• Community Building
• Collaborative
• Community Informed

Emphasizing Community Building in Providing
Police Services

In confronting persistent neighborhood prob-
lems, police must move beyond mere enforcement
and conceive of their role more broadly, recog-
nizing the importance of community building in
providing police services. A community-building
approach to policing emphasizes measures that
strengthen community ties and adopts communi-
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securing voluntary agreements with conven-
ience store owners in exchange for positive
publicity. Rather than closing the stores and
depriving residents of convenient local shop-
ping, the collaborative preserved neighbor-
hood assets while reducing neighborhood
problems.

Collaborating with the Community in Problem-
Solving

Effective neighborhood problem-solving and
the crafting of sustainable solutions require a col-
laborative approach, with police officers drawing
upon the assets and expertise of a broad range of
stakeholders—other government agencies, busi-
nesses, and the community. 

Recognizing the benefits and necessity of col-
laboration is one thing; achieving it is another.
Lack of organizational infrastructure, a history of
strained police-community relations, shifting
demographics—there are any number of chal-
lenges. Hard work on both sides will be required
to make a partnership real.

■ In Seattle, a collaborative between the police
and a local community development corpo-
ration has not only evolved since 1995, it has
withstood a number of false starts, varying
degrees of institutional support on both the
police and community sides, and periods of
conflict and disagreement.

Beyond staying power, community-police col-
laboration requires training for both police and
community such as group decision-making, con-
flict resolution, and problem-solving. It also
requires resources. Traditionally lacking, howev-
er, are adequate resources to sustain the commu-
nity side of the partnership.

■ The Boston Police Department has supported
the ongoing participation of its community

partners by allocating some its federal
block-grant money to awarding grants to
local community groups interested in collab-
orative crime prevention efforts.

Adopting a Community-Informed Approach to
Policing

Problems are most often local in nature, mak-
ing local knowledge and experience a key to
effective problem-solving and sustained progress.
Community engagement—from identifying prob-
lems in the first instance to establishing priorities
and tailoring appropriate responses—is essential.
To achieve real inclusion as opposed to co-opta-
tion or mere community legitimization of police
priorities requires police to move beyond their
own agendas. This has implications beyond
including the community in setting priorities and
selecting strategies; it also goes to operations pro-
cedures such as designation of patrol boundaries
and deployment of officers.

■ Recognizing it was cutting through organ-
ized communities in drawing beat bound-
aries based on census tracts, the San Diego
Police Department restructured its beats
according to community-defined neighbor-
hood boundaries.

■ The Boston Police Department adopted a
Same Cop Same Neighborhood policy to
ensure officers spend at least 60 percent of
their shift in a designated neighborhood
beat, facilitating more interaction and better
familiarity with neighborhood residents,
issues, and priorities.

■ The Norfolk Police Department assigns two
officers to every beat and staggers their
rotation to improve transitions and minimize
disruptions caused by reassignment of
neighborhood officers.
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Community-Conscious Personnel Policies:
Getting and Keeping the Right People

he core of any institution is its people. With
the mission of providing quality, fair, and
responsive service to the public, police per-

sonnel processes should be designed to produce
a corps of officers with community-oriented skills,
characteristics, experience, and commitment. 

The process must recognize the importance of
a department that reflects the communities served
and identify individuals willing and able to inter-
act, partner, communicate, and problem-solve
with the community. This community-oriented
emphasis must be integrated throughout the per-
sonnel process—from recruitment and hiring to
training, retention, promotion, and discipline.

Recruitment: Attracting a Large, Diverse
Applicant Pool

A quick scan of the applicant versus hiring sta-
tistics in most police departments will confirm that
many more people apply than are actually hired.
In consideration of this drop-off factor, police
departments must cultivate a large enough pool of
applicants to meet hiring goals. The applicant
pool must also be diverse. Police departments are
more effective on many levels when they are rep-
resentative of the communities they serve.

Promising recruiting practices are:

• Committed
• Continuous
• Targeted, proactive, and saturated
• Informative and reflective
• Community-engaged

The recruiting practices of the Albuquerque
and New Haven Police Departments are illustra-
tive of these principles.

Making a Meaningful Commitment

Successful recruiting efforts require the commit-
ment of adequate resources—both money and offi-
cers—and time dedicated to developing a strategic
recruiting plan. The participation of officers from
underrepresented groups is particularly important. 

■ In the Albuquerque Police Department, offi-
cers in leadership positions are actively
involved in recruiting efforts, and “comp”
time and overtime are committed as neces-
sary to ensure participation of the most
effective recruiters. Women officers were
integral to the department’s efforts to recruit
more women into policing. 

■ In the New Haven Police Department, offi-
cers are permitted to recruit during their reg-
ular tour of duty and recruiters are selected
based on superior communication and inter-
personal skills. Diverse recruiting teams are
assembled with outreach and presentations
typically conducted by a male and female
officer, one from a target population such as
Asian and the other not.

Conducting Continuous Outreach

Large, diverse applicant pools will not materi-
alize overnight; rather, continuous, fully-funded
outreach efforts throughout the year—and over

T



many years—are required to develop a constant
flow of applicants, particularly from communities
that traditionally have been underrepresented in
police departments. 

■ The Albuquerque Police Department found
that letting up on outreach for even a couple
of months had negative impact on applicant
numbers and, at one point, administered its
applicant exam once a month to avoid turn-
ing anyone away.

■ It took the New Haven Police Department
nearly ten years of continuous outreach and
an ongoing presence in the community to
build a broad base of community members
to draw upon in recruitment campaigns.

Implementing Targeted, Proactive, and
Saturated Strategies

To attract a diverse applicant pool, depart-
ments must develop targeted, proactive, and sat-
urated recruiting strategies. Targeted recruitment
means developing materials and approaches that
will appeal to various constituencies and strategi-
cally placing advertisements. Departments must
be proactive and aggressive in delivering their
message and demonstrating commitment to
improving representation within the department.
Target populations must be saturated with infor-
mation and advertisements announcing opportu-
nities to become police officers and encouraging
them to apply.

■ In targeting women applicants, the
Albuquerque Police Department (APD) host-
ed Women & Policing Career Fairs; exten-
sively used television, radio, and print
media; and placed advertisements in locales
women were likely to frequent. Prior to
developing its recruiting strategy, the APD
conducted a formal assessment of the work

environment to gather information about
challenges and barriers to recruiting and
retaining women officers and modified poli-
cies and procedures that undermined its
recruitment efforts.

Developing Informative and Reflective
Recruiting Materials

Recruiting materials and presentations should
be informative about the application and selec-
tion processes and explicit about job duties and
performance expectations of individual officers.
They should also reflect the target populations
both in look and language.

■ The New Haven Police Department promi-
nently features target populations in recruit-
ing materials and also provides an overview
of the job and the hiring process, stressing
the physical agility requirements—an area
that tends to disqualify many applicants. 

Engaging the Community

The community must be engaged in recruitment
efforts. Community members from underrepre-
sented groups are a tremendous resource in
developing and implementing strategic, targeted
recruiting plans.

■ Rather than simply implementing its own idea
of a new and more effective recruitment cam-
paign, the New Haven Police Department
looked to the community for guidance, form-
ing focus groups with various constituencies
to develop advertising materials and enlisting
community members as recruiters.

Hiring and Promotion: Going
Beyond Pencil and Paper

Hiring and promotion are critical stages in the

Community-Centered Policing:
A Force for Change
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personnel process with significant implications for
the direction of the department and its relation-
ship to the community. In keeping with the mission
to serve the public, these processes should identi-
fy and value people with community-oriented
skills and experience.

Most police departments rely on paper-and-pen-
cil tests that primarily measure cognitive abilities for
screening applicants and candidates for promotion.
However, these tests do not measure other impor-
tant traits such as interpersonal skills, decision-mak-
ing, or ability to work with the community.

Promising hiring and promotion procedures
identify and value:

• Problem-solvers and communicators 
• Bilingual language skills 
• Community connection 

Identifying Problem-Solvers and
Communicators

Many police departments have adopted new
screening mechanisms—assessment centers and
B-PAD (Behavioral Personal Assessment
Device)—designed to assess job-relevant behav-
iors such as communication, interpersonal, and
problem-solving skills. Both methods use situa-
tional testing (simulated exercises relevant to situ-
ations officers may encounter in the course of
their duties) and reportedly reduce the discrimi-
natory impact on women and people of color
present in traditional selection methods such as
paper-and-pencil tests. 

■ The Houston Police Department uses an
assessment center in combination with a
written examination for promotions.

■ The Pueblo County Sheriff’s Department has

used an assessment center in hiring for
almost a decade, inviting community mem-
bers to participate in the process as trained
assessors.

■ The Albuquerque Police Department has
invested in both the B-PAD and assessment
center methods, using the former in hiring
and the latter for promotions.

Valuing Bilingual Language Skills

Language skills are integral to effective polic-
ing and relating to the public, posing a challenge
for police in non-English-speaking or limited
English-speaking communities. To better serve lin-
guistically diverse communities, police depart-
ments are emphasizing language skills in hiring
candidates by providing incentives—bonus points
or salary enhancements—to officers who are
bilingual. The result is a corps of officers more
reflective of communities served not only in terms
of racial and ethnic composition, but also lan-
guages spoken.

■ From a list of applicants successful on a writ-
ten test and in an oral interview, the San
Jose Police Department gives priority to
applicants with certified second language
skills in one of six qualifying languages.

■ The Boston Police Department has a selective
certification process that has facilitated hir-
ing of more bilingual officers and increased
ability to deploy officers to particular neigh-
borhoods based on their ability to speak the
predominant languages spoken there.

■ The Santa Ana Police Department imple-
mented a bilingual-only hiring policy; to be
eligible for hire, entry-level applicants must
be proficient in English and either Spanish,
Vietnamese, Korean, Samoan, Hmong, or
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Cambodian.

Emphasizing Community Connection

With service to the community as a central part
of a police department’s mission, and selecting
and advancing the “best” people to fulfill this mis-
sion as its goal, hiring and promoting should
emphasize demonstrated commitment or connec-
tion to the community. 

Residency requirements and incentives affirm
the connection between officers and the commu-
nities they serve. 

■ All officers of the Chicago Police
Department are required to live in the city
pursuant to a municipal residency require-
ment enacted in the 1960s.

■ Starting from the premise that officer resi-
dency promotes public safety and communi-
ty revitalization, the Atlantic City Police
Department developed the “3-2-1” pro-
gram, providing officers with low-interest
loans to purchase or build a new home,
rehabilitate an older one, or make improve-
ments to their own home if it is within the city
limits. To qualify for the program, officers
must demonstrate a history of community
involvement and a lack of disciplinary
offenses.

Another valuable tool is providing bonus points
in hiring or promoting to those that have a histo-
ry of community service.

■ The New Haven Police Department gives
applicants up to four extra points in the hir-
ing process for longstanding involvement or
a leadership role in the community.

■ The Pueblo County Sheriff’s Department has
taken this notion a step further, mandating

demonstrated, ongoing community service
as a prerequisite to promotion.

Similarly, some police departments reinforce
community connection by including community-
oriented skills assessments in performance evalu-
ations, a consideration for policing assignments
and promotions.

■ The Arroyo Grande Police Department
emphasizes community interaction, interper-
sonal skills, and problem-solving orientation
in individual officer performance evalua-
tions. The department includes community
feedback received through its Quality
Services Program as an integral part of the
evaluation process.

Training: Developing Skilled Professionals

Although studies have shown that police offi-
cers spend more time engaged in service activities
than crime fighting, police academies have tradi-
tionally emphasized the technical, tactical aspects
of policing, devoting far less time to the service-,
people-oriented aspects. More time and greater
depth must be provided to developing communi-
ty-oriented skills and knowledge in the academy. 

Beyond the academy, training continues to
play a significant role. Field training and in-serv-
ice training programs are essential to affirming
the department’s mission and values, identifying
and remedying performance deficiencies, and
keeping pace with developments in the field.

Promising training programs are:

• People- and place-based 
• Problem-solving oriented 
• Responsive and dynamic 
• Continuous 



Prioritizing People and Place

People- and place-based training programs
emphasize the need to know, appreciate, and
appropriately respond to the individuals, commu-
nities, and neighborhoods officers will serve. The
goal is to provide officers with a solid base of
substantive knowledge, practical experience, and
skills training relevant to working with the diverse
communities and complex issues they will
encounter in the field.

■ The New Haven Police Department extended
its academy eight weeks and developed an
entirely new curriculum emphasizing com-
munity involvement in police work, including
topics of community concern such as hate
crimes, AIDS, and homelessness; experien-
tial and interactive exercises such as clinical
rotations in community agencies; and group
term projects exploring socially relevant
problems in collaboration with community
members.

■ As part of its academy training program, the
Minneapolis Police Department requires
every recruit to spend three days with a non-
profit organization. The Minneapolis Urban
League coordinates the program, with the
NAACP, the Domestic Abuse Project, and
the Gay and Lesbian Community Alliance
among the organization participants.

■ The Justice Institute of British Columbia
requires recruits to complete and present a
graded Diversity Project in which they must
conduct original research and learn all they
can about the culture, values, issues, and
concerns of a typically underserved group
with an emphasis on improving police rela-
tions with and service to the community.

■ The Memphis Police Department, in partner-

ship with the Alliance for the Mentally Ill,
mental health service providers, and two
local universities, developed a specialized,
multidisciplinary training program and
coordinated services to improve officer
response to crisis calls involving consumers
of mental health services.

Teaching Problem-Solving

With the goal of police as collaborative prob-
lem-solvers, officers must be provided with skills
training in how to identify, analyze, and appro-
priately respond to the problems they will
encounter. One example of such training is teach-
ing “problem-oriented policing” (POP) concepts
through SARA (scanning, analysis, response,
assessment); another is mediation. 

■ After recruits complete a regional academy,
the Savannah Police Department requires
them to attend three additional weeks of
training in problem-solving through the
SARA model.

■ At the Justice Institute of British Columbia,
recruits are required to complete a directed
studies research paper on community-based
policing, a community partnership project,
and a problem-solving project.

■ The Royal Canadian Mounted Police adopt-
ed an integrated training strategy that
includes simulated exercises and community
interaction to instill community-based polic-
ing and problem-solving as the basic
approach to policing.

■ After informally analyzing calls for service
involving conflicts between neighbors, the
Hillsboro Police Department instituted a
mandatory, 32-hour mediation training pro-
gram for all personnel—sworn and civilian.

Summary Document 7
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Being Responsive and Dynamic

As public safety issues become increasingly
complex, communities become increasingly
diverse, and police departments discover new
and more effective techniques, police training
programs must be flexible and prepared to
accommodate these changes. Language,
antiracism, and use-of-force training are illustra-
tive.

■ The San Diego Police Department requires
32 hours of Spanish language training in
the academy and provides tuition reim-
bursements for additional language train-
ing.

■ The Duluth Police Department sends officers
to antiracism training workshops with com-
munity members.

■ The Burbank Police Department implement-
ed a new, scenario-based, integrated use-
of-force training program that teaches offi-
cers about the range of responses available
along the force continuum that can be
employed to control a situation without using
deadly force.

Achieving Consistency with Continuity

No matter how solid the training is in the acad-
emy, its long-term effects, if any, will be minimal
without reinforcement through coordinated field
training and in-service training programs.

■ The Newport News Police Department sup-
plemented its standard POP in-service train-
ing hours last year with an additional 32
hours for supervisors and also hosted a
“community engagement” training module
that included both community members and
officers.

■ The Savannah Police Department devotes
about one-third of the 24 hours of in-service
training required each year to POP themes
and recently designed a training module tai-
lored to the management challenges super-
visory officers face in implementing POP.

■ In its six-month “field coach” program, the
Royal Canadian Mounted Police requires
cadets to complete a community awareness
profile assignment to gather and analyze
information about community needs, build
partnerships, and implement and assess a
tailored response.

Retention: Maintaining Diversity and Excellence

Building a capable, diverse police department
does not end with improving policies and proce-
dures related to recruitment, hiring, and training.
Retention of good employees, especially women
and people of color, is a significant challenge that
requires conscious, particularized efforts.

Promising retention efforts are:

• Proactive
• Supportive
• Embedded and institutionalized

Proactively Identifying and Addressing
Workplace Challenges

To improve working conditions and increase
job satisfaction, police departments must initially
identify unnecessary and inappropriate barriers
in the workplace and demonstrate—through
words and actions—a commitment to removing
them.

■ The Albuquerque Police Department initiat-



ed a workplace assessment to reveal chal-
lenges and barriers for women officers,
including interviews, anonymous surveys,
and a review of policies, procedures, and
statistical information.

■ The Minneapolis Police Department formed
the Police/Community Task Force on Gay
and Lesbian Issues to develop recommenda-
tions for creating a fair and an unbiased
workplace for gay and lesbian employees
and to provide better service to the gay and
lesbian community.

■ The former chief of the Madison Police
Department frequently and publicly affirmed
the contribution of officers from underrepre-
sented groups while unequivocally enforcing
a harassment- and discrimination-free work-
place, creating a culture of inclusion and
tolerance and earning a reputation as a
desirable workplace for officers from tradi-
tionally underrepresented groups. 

Implementing Supportive Strategies

Strategies specifically geared toward providing
support mechanisms for individual officers and
promoting their professional development
goals—such as mentoring and employee devel-
opment programs—are essential to any retention
efforts. 

■ The Lansing Police Department recently
developed a mentoring program that has
played a critical role in providing stability
and quality intervention during times of tur-
moil and transition in the agency.

Embedding and Institutionalizing Policies and
Practices

Police departments must develop and institu-

tionalize policies that are consistent with the goals
of inclusion and enhanced job satisfaction and
discard those that operate to undermine those
goals.

■ As a result of its workplace assessment, the
Albuquerque Police Department revised sev-
eral policies from recruitment, training, and
promotion to standard operating procedures
to improve the environment for women offi-
cers.

■ To enhance the integration and full partici-
pation of traditionally underrepresented
groups, the Madison Police Department
altered various staffing and decision-making
policies, including assigning officers togeth-
er to reduce isolation and establishing proj-
ect teams to evaluate key departmental
issues in an atmosphere conducive to partic-
ipation of officers from underrepresented
groups.

■ From informal behavior to policies related
to recruitment, training, and service deliv-
ery, the Minneapolis Police Department took
specific actions based on the recommenda-
tions of its Police/Community Task Force on
Gay and Lesbian Issues to address antigay
and other insensitive conduct in the depart-
ment.

Discipline: Winning Public Confidence

The public must have confidence in the willing-
ness and ability of the police to conform the
behavior of police officers to the standards of the
community. Just as the promotion process should
reinforce the department’s mission and the com-
munity’s expectations by rewarding exemplary,
community-oriented skills and behavior, so too
must the disciplinary process serve as reinforce-
ment by identifying, controlling, and correcting or

Summary Document 9
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punishing behavior that deviates from these val-
ues and expectations.

Promising disciplinary procedures are:

• Consistent 
• Transparent and reviewable

Creating and Preserving Consistency

Consistency is essential to an effective disciplinary
process. Both the community and individual officers
must have confidence that all officers will regularly
be held equally accountable for the same behavior.
Discipline must be predictable and uniform.

■ The Minneapolis Police Department devel-
oped and instituted a “disciplinary sched-
ule”—a written directive that identifies types
of inappropriate behavior and establishes a
matrix with ranges of appropriate discipline

for each behavior—to conform multiple
supervisors’ disciplinary actions to a shared
departmental standard.

Guaranteeing a Transparent and Reviewable
System

The disciplinary process should be transpar-
ent—the community needs to know and see that it
is working. The disciplinary process should also
be reviewable—the community must have
recourse for addressing inappropriate depart-
mental action or inaction in disciplining officers.

■ Among the information contained in San
Francisco Office of Citizen Complaints
(OCC) annual reports—which are publicly
distributed and posted online—is a descrip-
tion of the discipline, if any, imposed as a
result of sustained allegations of police mis-
conduct. In addition, the OCC can initiate a
process that triggers administrative review of
SFPD disciplinary decisions.



Summary Document 11

Community Oversight:
Achieving Democratic Participation

emocracy requires a publicly involved,
accessible, and accountable system for
reviewing the exercise of police powers.

As a practical matter, public confidence in the
fairness, objectivity, and legitimacy of the over-
sight process is greatly enhanced by community
engagement, particularly for communities of
color. It also provides an external mechanism of
quality control and additional accountability of
police conduct.

Community oversight models have emerged
with varying degrees of community involvement,
though often understaffed, highly politicized, or
lacking sufficient authority. 

Promising community oversight procedures
minimally require:

• Resources
• Independent and representative appoint-

ments
• Policy-making capacity
• Accessible and timely processes
• Broad investigative authority

Mandating Necessary Resources

Community oversight entities must be provided
with the human and financial resources necessary
to carry out their charge effectively. Inadequate
staffing leads to slow and unsatisfactory investiga-
tions, undermining public confidence in the process. 

■ As a result of a ballot initiative amending the

city charter, the San Francisco Office of
Citizen Complaints (OCC) must be provided
with resources to maintain a 150:1 ratio of
police officers to OCC investigators.

Attaining Independent and Representative
Appointments

The appointment process—the power to make
appointments and the choices made about who
will govern oversight activities—is also signifi-
cant. Independence and representativeness are
key components. The power of appointment
should be balanced and accountable, and the
appointments themselves reflective of a broad
cross-section of the community.  

■ Instead of concentrating the appointment
power in the hands of one elected official,
each of the nine Berkeley city council mem-
bers—who are elected by district—makes
one appointment to the nine-member
Berkeley Police Review Commission.

■ Four members of the Minneapolis Civilian
Police Review Authority are appointed by
the city council, with the remaining three
members appointed by the mayor, subject to
approval by a majority of the city council. 

■ The Miami-Dade Independent Review Panel
has nine members, five of which must be
selected from names submitted by five
organizations.

■ Neighborhood associations designate seven
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of the 13 Citizen Advisors who work closely
with the Portland Police Internal
Investigations Auditing Committee. 

Participating in Policy-Making

Individual complaints are often a symptom of
larger problems with department policy and pro-
cedure. To achieve long-term solutions and sus-
tained improvements, the role of community over-
sight representatives must be expanded to encom-
pass a policy-making role in addition to individ-
ual complaint review. 

■ The Portland Police Internal Investigations
Auditing Committee is required to submit a
quarterly report containing police recom-
mendations based on trends observed in its
review of civilian complaint files, and the
police chief must respond to the recommen-
dations in writing within 60 days of receiv-
ing the report. 

■ The Berkeley Police Review Commission and
the San Francisco Office of Citizen
Complaints also make policy recommenda-
tions, though community advocates in both
cities point out the need for greater police
accountability in implementing recommen-
dations.

Ensuring Accessible and Timely Processes

The accessibility and efficiency of the commu-
nity oversight process has a direct impact on pub-
lic perceptions of the credibility and openness of
the process, as well as the commitment to mean-
ingful oversight of the police department.

Several accessibility issues are recurring and
fundamental. Among these, locations for receiv-
ing complaints must be considered, as well as
communication and language skills of community
oversight staff, permissible methods of filing com-

plaints, and public access to and knowledge of
the process.

Location
■ The ordinance establishing the Minneapolis

Civilian Police Review Authority requires at
least one location for receipt of complaints
that is not affiliated with or staffed by the
police department. 

Communication and Language Skills
■ The city code establishing the Portland Police

Internal Investigations Auditing Committee
requires investigators to tape record inter-
views of the complainant, officer, and other
witnesses, providing an opportunity for the
oversight committee and its Citizen Advisors
to audit investigation processes and identify
inappropriate behavior. 

■ The San Francisco Office of Citizen
Complaints has complaint forms, along with
instructions, on its website in four different
languages.

■ The San Jose Office of the Independent
Police Auditor has staff capable of conduct-
ing complaint intake in five languages. 

Methods of Filing Complaints
■ The San Diego Citizen’s Law Enforcement

Review Board and the San Jose Office of the
Independent Police Auditor accept com-
plaints by phone, mail, fax, or in person by
the person directly involved or a third party. 

■ The Sacramento Office of Police Accountability,
the New York Civilian Complaint Review Board,
and the San Diego Citizen’s Law Enforcement
Review Board permit filing of complaint forms
over the Internet. 

■ The San Francisco Office of Citizen

Community-Centered Policing:
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Complaints and the Miami-Dade
Independent Review Panel accept anony-
mous complaints.

Public Education and Outreach
■ By city ordinance, the Berkeley Police

Review Commission is required to hold
meetings in a central, public, non-police
location large enough for 75 people and, at
least every three months, hold meetings in
locations throughout the city. Hearings on
individual complaints are open to the public.

■ The city charter section establishing the New
York Civilian Complaint Review Board
requires the Board to develop and adminis-
ter an ongoing public education program
about the complaint process.

■ The San Jose Independent Police Auditor has
a full-time staff person devoted to communi-
ty outreach and has established 17 referral
sites throughout the city with staff trained to
explain the complaint process and provide
informational materials.

■ Using the Internet as a supplemental method
of education and outreach, the Portland Police
Internal Investigations Auditing Committee,
Berkeley Police Review Commission (PRC),
Miami-Dade Independent Review Panel (IRP),
and San Diego Citizen’s Law Enforcement
Review Board all provide copies of their
enabling legislation and administrative rules
online. In addition, the IRP has outlined the
hearing process on its website, and the PRC
provides an explanation of the complaint,
investigation, hearing, and appeal processes
on its website.

Quality Services Audit
■ The Minneapolis Civilian Police Review

Authority documents community contact and

service provided and has also conducted a
Quality Service Audit based on evaluation
forms completed by community members
and police officers.

Community oversight representatives must be sub-
ject to explicit deadlines to keep the process moving
in a timely and an efficient manner. They must also
be provided with adequate resources to meet these
timelines without compromising effectiveness. 

■ The Minneapolis Civilian Police Review
Authority is subject to clear, express time-
lines from the period of preliminary review
of complaints to deadlines for completing
investigations, evidentiary hearings, and
reports of findings and determinations. 

■ The new legislation establishing the
Washington, DC, Office of Citizen
Complaint Review (OCCR) has mandated
timelines for not only OCCR processes, but
also for the police department’s action on
substantiated complaints.

Providing for Meaningful Investigative Authority

For many, meaningful oversight of the police
requires independent, external investigative and
subpoena power. 

■ Among the oversight entities with independ-
ent investigative authority, including subpoe-
na power, are the Berkeley Police Review
Commission and the Washington, DC,
Office of Citizen Compliant Review. 

■ The Minneapolis Civilian Police Review
Authority and the San Francisco Office of
Citizen Complaints conduct independent
investigations and have the authority to
compel police department cooperation, but
do not have subpoena power.
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Collaborative Information Gathering and Sharing:
Getting the Facts

he absence of information compromises
efforts to improve policing, public safety,
and community-police relations—whether

through making the right personnel decisions,
engaging in neighborhood problem-solving, or
facilitating community oversight. In some
instances, a particular type of data that may be
useful is simply not collected. In other instances,
the data may be collected but are not provided to
the community. 

Promising data practices:

• Increase public knowledge
• Include communities
• Improve policing

Increasing Public Knowledge About Policing

Police departments can begin to break down
the public perception of secrecy and build public
confidence in policing by being more open about
how they work. Increasing the public’s knowledge
in areas such as department policies and proce-
dures, personnel, and performance are key start-
ing points. 

Most people know very little about the mission
and operations of their local police department.
Attempting to bridge this information gap, some
police departments make official policies and
procedures available for public review. 

■ The Madison Police Department policy man-
ual is accessible over the Internet. 

■ The Corcoran Police Department shares
information with the community through its
Citizen Police Academy, expanding the
reach of its program by establishing an
academy conducted entirely in Spanish and
offering the program during the winter
because farm workers are unable to attend
during the spring and summer farm seasons. 

■ The Minneapolis Police Department is also
developing an academy targeted to the
Latino community, an increasing population
in Minneapolis and one that is underrepre-
sented in the department.

Greater transparency is also needed regarding
department personnel such as detailed demo-
graphic information disaggregated by race, eth-
nicity, gender, and rank, and correlated to
precincts, patrols, and neighborhoods. 

■ The San Antonio Police Department posts
personnel information on its website, includ-
ing race and gender data for each officer
rank, indicating the actual number of offi-
cers as well as their percentage of represen-
tation in the department. 

■ The Frederick City Police Department annu-
ally issues a detailed report containing
demographic statistical information about
applicants at each stage of its recruitment
and hiring processes.

Data related to police performance—in partic-
ular, police interaction with the community—
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should be made available for public review.
While there are many measures of performance,
at least two categories of information should be
provided: complaints against police officers and
lawsuits against the police department.

External civilian agencies that review complaints
against police officers regularly publish data about
the nature, number, and outcome of complaints
received. Police departments should do the same. 

■ The Madison Police Department provides the
media with summaries of internal com-
plaints, including the complaint number,
date of occurrence, date of complaint,
nature of complaint, investigative outcome,
and the officer’s name or an explanation for
withholding the officer’s name. 

■ The Steubenville Police Department publish-
es semi-annual reports, including data
regarding the number of cases investigated
by the Internal Affairs Division, general alle-
gations, disposition, and any consequential
supervisory steps or discipline.

Although typically a matter of public record,
information about lawsuits alleging police mis-
conduct is often inaccessible, with requests for
information denied or information provided in a
cumbersome, imprecise format.

■ Voters in San Francisco approved a charter
amendment requiring the city to pay awards
and settlements for police misconduct law-
suits from the police department’s budget
and itemize the dollars spent as a separate
line item.

Including Communities in Data Collection and
Analysis

Local communities should be an integral part of
a police department’s data practices—from the

type of data collected to how they are utilized.
Data should be gathered and analyzed to better
understand community conditions, to promote
and support community well-being, and to learn
more about community perspectives about polic-
ing. The community should be included in this
process and provided with access to these data to
increase public knowledge and encourage com-
munity participation in public safety.

Police departments are using computerized
geographic mapping to track crime trends. Some
also map additional information of community
significance such as neighborhood conditions
and community assets. Through interactive web-
sites, departments are providing the public with
access to these data. 

■ The Columbus Police Department website
provides citywide crime statistics for various
offenses and a map of precincts to generate
statistics by precinct area or police cruiser
district.

■ The Charlotte-Mecklenburg Police Depart-
ment website allows users to map incidents
by street address or intersection and to gen-
erate various incident and calls-for-service
reports.

■ The Lansing Police Department (LPD) website
provides general crime data by precinct and
citywide and public mapping of crime data
by street address or intersection, Police Team
Area, Neighborhood Watch Area, or within
a one-mile radius of schools. The LPD also
launched a website in partnership with the
city and neighboring counties to link resi-
dents to community assets and services with-
in a tricounty region, using a portion of its
computer mapping funds to install comput-
ers in seven learning centers located in low-
income communities. 
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■ The Overland Park Police Department has
used its mapping technology to help solve
neighborhood problems and address specif-
ic community concerns.

Another community-inclusive information prac-
tice is the use of public surveys to gather data
such as public perceptions of police performance,
to seek community input into police policy or the
prioritizing of police services, and to learn more
about the excessive use of force. 

■ The Lincoln Police Department conducts reg-
ular community surveys to use as a personal
development tool for officers. 

■ The Lansing Police Department recently con-
ducted two customer satisfaction surveys;
one by phone to victims of breaking and
entering, and the other by mail to people
who received citations from police officers
during traffic stops. 

■ The Madison Police Department conducts
annual neighborhood surveys—through the
mail and online—and posts the results on its
website by police district, using survey
results to address specific policing issues.

Gathering Information to Improve Policing

Police department data collection efforts should
include information geared toward improving
policing, particularly with regard to police interac-
tion with the community. Among the most common
complaints about police performance, especially in
low-income communities of color, are that police
engage in racial profiling and acts of misconduct,
from disrespect to excessive use of force. Data
regarding these issues of public concern should be
gathered and made available to the public. 

Several police departments are beginning to
collect race-based data during traffic stops. In

some cities, police departments have undertaken
these efforts voluntarily. In others, they have been
required to do so as a result of a consent decree
or state legislation. Not all require collection of
the same data; some are more comprehensive
than others. 

■ The data collection program adopted by the
Sacramento Police Department is considered
one of the most comprehensive efforts volun-
tarily undertaken by a police department.

■ Legislation in Rhode Island and Missouri
also provide for meaningful data collection,
with the Rhode Island law also establishing a
13-member advisory committee including
representatives from the Urban League, the
National Conference for Community and
Justice, and the Commission for Human
Rights, and the Missouri law providing for
withholding of state funds from any non-
compliant police department. 

■ The U.S. Department of Justice consent
decree with New Jersey contains a broad
and detailed mandate for collecting data to
combat racial profiling. And, settling a pri-
vate lawsuit, the Highland Park, Illinois, con-
sent decree requires collection of similar
data, bans race-based surveillance in addi-
tion to race-based stops, mandates installa-
tion of video and audio equipment in every
marked patrol car, and requires quarterly
reports to the ACLU. 

■ Using technology to make collection more
efficient and the data more accessible, the
Montgomery County Police Department has
equipped every officer with a hand-held
computer for entering the required data,
and the Michigan State Police Department
has posted its Traffic Enforcement Data
Report on its website.

Community-Centered Policing:
A Force for Change

16



Similar efforts are being made to determine the
extent of police misconduct through computerized
databases—commonly referred to as “early
warning systems”—that collect comprehensive
information about officer performance with the
goal of identifying high-risk officers and provid-
ing early intervention. 

■ The early warning system currently being
developed by the Pittsburgh Bureau of Police
is considered to be one of the more compre-
hensive in terms of the type of data collected. 

■ The Newark, Irvington, Orange, and East
Orange, New Jersey, Police Departments,
the Charleston Police Department, and the
Essex County Sheriff have invested in The
RAMS© (Risk Analysis Management
System), a program developed by the Police
Foundation to track behaviors such as civil-
ian complaints, use of sick leave, use of

injury leave, use-of-force incidents, vehicle
accidents, and vehicle pursuits. 

■ The Charlotte-Mecklenburg Police Depart-
ment is developing a new information sys-
tem using its computerized mapping tech-
nology to better understand the connections
between use of force and other factors such
as location and officer assignments.

Beyond racial profiling and early warning sys-
tems, data should be gathered to improve other
police processes—internal review of complaints
of police misconduct is just one. 

■ The Charlotte-Mecklenburg Police Depart-
ment contracts with an outside consulting
firm to audit its complaint review processes,
compiling objective information about its
strengths and weaknesses and recommen-
dations for improvement.
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ollaborating with community advocates to
solve neighborhood problems in Seattle;
police recruitment efforts that actively elicit

community input in New Haven; promotion poli-
cies that reward community involvement in Pueblo
County; neighborhood-designated advisors to
assist in reviewing police practices in Portland;
community access to computerized maps of crime
and police services in Lansing: The work of
redefining the relationship between the police
and the communities they serve is happening
right now, in many places. As this report has
shown, there is no shortage of ideas and oppor-
tunities for community consideration, inclusion,
connection, and participation in almost every
aspect of policing.

And yet, with all the promise that already
exists, there is no simple, one-size-fits-all blue-
print for police reform, nor is this report intended
to suggest one. Rather, it is meant to both encour-
age and challenge—to show what is possible. The
practices highlighted here are a beginning, not a
culmination, of work that must continue if com-
munity-centered policing is to be fully realized.

The best strategies for any given community
will depend upon local needs, circumstances,
size, culture, history, demographics, and leader-
ship. While some practices may be replicable
from one locale to another, others will need
refinement. Indeed, many communities may come
up with better, more innovative ideas altogether.
Those reform efforts that will prove most success-
ful will be tailored to account for and reflect the
distinctive characteristics of the communities in
which they are implemented. 

Essential to any effort, however, police depart-
ments, in collaboration with local communities,
must implement change on several fronts, not just
a few. A department can put unprecedented
resources into recruiting a diverse applicant pool,
but its efforts will fall short if it does not also
address an aggressive policy of street sweeps in
communities of color. Likewise, a police chief may
indicate a willingness to change the department’s
approach to policing, but if there is a failure to
structure personnel processes to hire and promote
individuals willing and able to rise to the chal-
lenge, nothing will change. To be effective, strate-
gies must be fully integrated throughout the spec-
trum of police services and functions.

Achieving this level of reform—realizing the
promise of fair, equitable, and community-cen-
tered policing—will require an unequivocal and
unyielding commitment from the police depart-
ment, a commitment that transcends the personal-
ity of any given police chief to become part of the
department’s institutional culture. Otherwise, any
progress made and innovation implemented will
last only as long as the tenure of the police chief
who had the courage and conviction to chart a
newer, better course. 

In the end, the catalyst for meaningful reform
will be the community itself. Police officers come
and go. Good ideas are born and fade away. But
a mobilized and an informed community organ-
ized around an agenda for reform is the key to
sustained change.

Conclusion
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