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Appendix A

AB 953 TEMPLATE BASED ON THE FINAL REGULATIONS

Additional data values for the stop of a student in a K-12 public school are listed in red.
1. Originating Agency Identifier (prepopulated field)

2. Date, Time, and Duration of Stop
Date: (e.g., 01/01/19)
Start Time (approx.): (e.g. 1530)
Duration of Stop (approx.): (e.g. 30
min.)

3. Location

e Report one (listed in order of preference): block number and street name;
closest intersection; highway and closest highway exit. If none of these are
available, the officer may report a road marker, landmark, or other
description, except cannot report street address if location is a residence.

e City:

e Check here to indicate stop is of a student at K-12 publicschool:
o Name of K-12 Public School

4. Perceived Race or Ethnicity of Person Stopped (select all that apply)
e Asian
e Black/African American
e Hispanic/Latino(a)
e Middle Eastern or South Asian
e Native American
e Pacific Islander
e White

5. Perceived Gender of Person Stopped (may select one from options 1-4 AND option 5, if
applicable, or just option 5)

1. Male

2. Female

3. Transgender man/boy

4. Transgender woman/girl

5. Gender nonconforming

6. Person Stopped Perceived to be LGBT (Yes/No) (“Yes” must be selected if
“Transgender” was selected for “Perceived Gender”)

7. Perceived Age of Person Stopped (input the perceived, approximate age)

8. Person Stopped Has Limited or No English Fluency (check here if Yes_ )

9. Perceived or Known Disability of Person Stopped (select all thatapply)

o Deafness or difficulty hearing
o Speech impairment or limited use of language
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O O O0OO0OO0Oo

Blind or limited vision

Mental health condition

Intellectual or developmental disability, including dementia
Disability related to hyperactivity or impulsive behavior
Other disability

None

10. Reason for Stop (select one - the primary reason for the stop only)

(o)

(o]

O O0OO0OO0Oo

(o)

Traffic violation
e Specific code (CJIS offense table; select drop down) and

e Type of violation (select one)
= Moving violation
= Equipment violation
= Non-moving violation, including registration violation
Reasonable suspicion that person was engaged in criminal activity
e Specific Code (drop down; select primary if known) and
e Basis (select all applicable)
= Officer witnessed commission of acrime
= Matched suspect description
= Witness or victim identification of suspect at the scene
= Carrying suspicious object
= Actions indicative of casing a victim or location
= Suspected of acting as a lookout
= Actions indicative of a drug transaction
= Actions indicative of engaging in a violent crime
= QOther reasonable suspicion of a crime
Known to be on parole/probation/PRCS/mandatory supervision
Knowledge of outstanding arrest warrant/wanted person
Investigation to determine whether person is truant
Consensual encounter resulting in asearch
Possible conduct warranting discipline under Education Code §§ 48900,
48900.2, 48900.3, 48900.4, and 48900.7 (select specific Educ. Code section
& subdivision)
Determine whether student violated school policy

A brief explanation is required regarding the reason for the stop and officer must
provide additional detail beyond the general data values selected (250-character
maximum).

11. Stop Made in Response to a Call for Service (Yes/No) (Select “Yes” only if stop was
made in response to call for service, radio call, or dispatch)

12A. Actions Taken by Officer(s) During Stop (select all that apply)

(o]

O O0OO0OO0OO0OOo

Person removed from vehicle by order

Person removed from vehicle by physical contact
Field sobriety test conducted

Curbside detention

Handcuffed or flex cuffed

Patrol car detention

Canine removed from vehicle or used to search
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O O 0O

o O O0OO0OO0OO0OOo

O O O0OO0Oo

Firearm pointed at person
Firearm discharged or used
Electronic control device used
Impact projectile discharged or used (e.g. blunt impact projectile, rubber bullets, or
bean bags)
Canine bit or held person
Baton or other impact weapon used
Chemical spray used (e.g. pepper spray, mace, tear gas, or other chemicalirritants)
Other physical or vehicle contact
Person photographed
Asked for consent to search person
e Consent given
e Consent not given
Search of person was conducted
Asked for consent to search property
e (Consent given
e Consent not given
Search of property was conducted
Property was seized
Vehicle impounded
Admission or written statement obtained from student
None

12B. Basis for Search (if search of person/property/both was conducted; select all that apply)

(o]

O 0O0OO0OO0ODO0OO0OO0OO0OO0OOOo

Consent given

Officer safety/safety of others

Search warrant

Condition of parole/probation/PRCS/mandatory supervision
Suspected weapons

Visible contraband

Odor of contraband

Canine detection

Evidence of crime

Incident to arrest

Exigent circumstances/emergency

Vehicle inventory (for search of property only)
Suspected violation of school policy

A brief explanation is required regarding the basis for the search and officer must provide
additional detail beyond the general data values selected (250-character maximum). This
field is not required if basis for search is “condition of parole/probation/PRCS/mandatory
supervision.”

12C. Contraband or Evidence Discovered, if any (during search/in plain view; select all that

apply)

O O O0OO0Oo

None

Firearm(s)

Ammunition

Weapon(s) other than a firearm
Drugs/narcotics

Racial and Identity Profiling Advisory Board Annual Report 2020 Appendices 5



O O0OO0OO0OO0Oo

Alcohol

Money

Drug paraphernalia

Suspected stolen property

Cell phone(s) or electronic device(s)
Other contraband or evidence

12D(1). Basis for Property Seizure (if property was seized; select all that apply)

(o]

OO 00O

Safekeeping as allowed by law/statute
Contraband

Evidence

Impound of vehicle

Abandoned property
Suspected violation of school policy

12D(2). Type of Property Seized (select all that apply)

(o)

O O0OO0OO0OO0OO0OO0OOO0OO

Firearm(s)

Ammunition

Weapon(s) other than a firearm
Drugs/narcotics

Alcohol

Money

Drug paraphernalia

Suspected stolen property

Cell phone(s) or electronic device(s)
Vehicle

Other contraband or evidence

13. Result of Stop (select all that apply)

(o]

O OO0 O0OO0OO0Oo

O O 00 Oo

No action

Warning (verbal or written): Code/ordinance cited (drop down)

Citation for infraction: Code/ordinance cited (drop down)

In-field cite and release: Code/ordinance cited (drop down)

Custodial arrest pursuant to outstanding warrant

Custodial arrest without warrant: Code/ordinance cited (drop down)

Field Interview Card completed

Noncriminal transport or caretaking transport (including transport by officer,
transport by ambulance, or transport by another agency)

Contacted parent/legal guardian or other person responsible for the minor
Psychiatric hold (Welfare & Inst. Code, §§ 5150, 5585.20.)

Contacted U.S. Department of Homeland Security (e.g., ICE, CBP)

Referral to school administrator

Referral to school counselor or other support staff

14. Officer’s Identification (I.D.) Number (prepopulatedfield)

15. Officer’s Years of Experience (total number of years worked as a peace officer)

16. Type of Assignment of Officer (select one)

(o]

Patrol, traffic enforcement, field operations

Racial and Identity Profiling Advisory Board Annual Report 2020 Appendices



O 0OO0OO0OO0OO0OO0OO0O0o

Gang enforcement

Compliance check (e.g. parole/PRCS/probation/mandatory supervision)
Special events (e.g. sports, concerts, protests)

Roadblock or DUI sobriety checkpoint

Narcotics/vice

Task force

K-12 public school, including school resource officer or school police officer
Investigative/detective

Other (manually specify type of assignment)
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Appendix B

2018 SToP DATA AGENCY TOTALS

Table 1. Number of Stopped Individuals, by Hour of the Day, by Agency

TIME OF AGENCY

Total

STOP CHP LAPD LASD RCSD SBSD SDPD SDSD SFPD

0000 to 39015 12850 4830 981 3369 3415 1626 2155 68241
0059 hrs  3.8% 3.8% 35% 22% 54% 38% 4% 38% 38%
0100 to 35225 8282 4333 898 3151 2859 1366 1650 57764
0159 hrs  3.4% 25% 32% 2% 5% 32% 34% 29% 32%
0200 to 34349 5607 3681 773 2734 2432 1008 1115 51699
0259hrs  3.3% 1.7% 27% 17% 44% 27% 25% 2% 29%
0300 to 24771 4031 2724 520 1959 1770 733 887 37395
0359hrs  2.4% 1.2 % 2%  12% 31% 2% 18% 16% 21%
0400 to 17334 2997 1623 335 1547 1326 519 703 26384
0459 hrs 1.7 % 09% 12% 08% 25% 15% 13% 12% 15%
0500 to 10122 2328 1198 641 1222 1130 409 653 17703
0559 hrs 1% 07% 09% 14% 2% 13% 1% 12% 1%
0600 to 13126 2944 2973 1561 923 1651 596 477 24251
0659 hrs  1.3% 09% 22% 35% 15% 18% 15% 08% 13%
0700 to 42110 8181 6822 2699 1121 3348 1197 1541 67019
0759 hrs  4.1% 2.4% 5% 6.1% 18% 37% 3% 27% 37%
0800 to 71944 16649 10107 3131 1610 5105 2987 2287 113820
0859 hrs 7% 49% 74% 7% 26% 57% 74% 41% 63%
0900 to 74325 18648 10587 3436 2383 5397 2973 2356 120105
0959 hrs  7.2% 55% 7.7% 7.7% 3.8% 6% 73% 42% 67%
1000 to 65926 16564 9484 3773 2762 5026 2278 2496 108309
1059 hrs 6.4 % 49% 69% 85% 44% 56% 56% 4.4% 6%
1100 to 54704 14389 7611 2744 2929 4433 2675 2315 91800
1159 hrs 5.3 % 43% 56% 62% 47% 5% 66% 41% 51%
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AGENCY

TIME OF
Total
STOP CHP LAPD LASD RCSD SBSD SDPD SDSD SFPD
1200 to 46408 12723 6551 2022 2983 3855 1937 3065 79544
1259 hrs  4.5% 3.8% 48% 45% 48% 43% 48% 54% 44%
1300 to 38908 12887 6009 2171 3067 3751 2005 3098 71896
1359 hrs  3.8% 38% 44% 49% 49% 42% 49% 55% 4%
1400 to 30776 14948 5519 2401 3465 3477 2151 3170 65907
1459 hrs 3% 4.4 % 4% 54% 55% 39% 53% 56% 37%
1500 to 56295 17077 6390 2326 3398 5094 2229 3202 96011
1559 hrs 5.4 % 51% 47% 52% 54% 57% 55% 57% 53%
1600 to 74203 18592 7592 2449 3220 5900 1885 4057 117898
1659 hrs 7.2 % 55% 56% 55% 52% 66% 47% 72% 65%
1700 to 70760 18838 7918 2449 3008 5160 1656 4724 114513
1759 hrs  6.8% 56% 58% 55% 48% 58% 41% 84% 6.4%
1800 to 57113 18161 6972 2131 2450 4386 1319 3599 96131
1859 hrs  5.5% 54% 51% 48% 39% 49% 33% 64% 53%
1900 to 45589 19606 5884 1730 1969 4021 1505 3068 83372
1959 hrs 4.4 % 58% 43% 39% 32% 45% 37% 54% 4.6%
2000 to 37682 23452 5096 1585 2413 3624 1759 2258 77869
2059 hrs  3.6% 7% 37% 36% 39% 41% 43% 4% 43 %
2100 to 26795 24450 4353 1429 3378 3520 1786 1910 67621
2159 hrs  2.6% 73% 32% 32% 54% 39% 44% 34% 38%
2200 to 26012 23375 3955 1172 3711 4444 2018 2707 67394
2259hrs  2.5% 69% 29% 26% 59% 5% 5% 48% 3.7%
2300 to 39929 19102 4423 1148 3661 4331 1898 2916 77408
2359hrs  3.9% 57% 32% 26% 59% 48% 47% 52% 43%
rotal 1033421 336681 136635 44505 62433 89455 40515 56409 1800054
100% 100% 100% 100% 100% 100% 100% 100% 100%

Note: Time periods are in 24 hour format (i.e. “2359 hrs” means “11:59 PM”).
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Table 2. Number of Stopped Individuals, by Month, by Agency

DATE OF AGENCY
Total
STOP cHp LAPD  LASD RCSD SBSD SDPD SDSD  SFPD
July 185562 63145 29593 9282 9866 17090 7080 9873 331491
2018 18% 188% 21.7% 209% 158% 19.1% 175% 175% 18.4%
Aug. 188795 66718 26583 9357 9644 16413 7217 10610 335337
2018  183% 198% 195% 21% 154% 183% 17.8% 188% 18.6%
Sept. 191448 61555 23472 7811 9810 13997 6897 9841 324831
2018  185% 183% 172% 176% 157% 156% 17% 174% 18%
Oct. 167661 52522 23173 7222 9473 14543 6951 8950 290495
2018  162% 156% 17% 162% 152% 163% 172% 159% 16.1%
Nov. 145566 43958 17028 5998 10472 13885 6622 9129 252658
2018 141% 131% 125% 135% 168% 155% 163% 162% 14%
Dec. 154389 48783 16786 4835 13168 13527 5748 8006 265242
2018  149% 145% 123% 109% 21.1% 151% 142% 142% 147%
Totg) 1033421 336681 136635 44505 62433 89455 40515 56409 1800054
100% 100% 100% 100% 100% 100% 100% 100% 100 %

Table 3. Number of Stopped Individuals, by Stop Location, by Agency

‘ Due to its large size, Table 3 is available as a CSV file here.
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Table 4. Number of Stopped Individuals, by Primary Reason for Stop, by Agency

REASON FOR AGENCY
Total
sToP CHP LAPD LASD RCSD SBSD SDPD SDSD  SFPD
Traffic 1017846 241503 95443 35085 37374 40396 25268 32938 1525853
Violation 985% 71.7% 699% 788% 599% 452% 62.4% 58.4% 84.8%
Reasonable 4755 82734 26153 4360 13272 42482 11123 20614 205493
Suspicion 05% 246% 191% 98% 213% 475% 275% 365% 11.4%
Mandatory 101 4967 1092 642 1036 1431 1374 448 11091
Supervision 0% 15% 08% 14% 17% 16% 3.4% 08% 06%
Warrant 493 3696 3915 502 1379 1030 647 1070 12732
0% 11% 29% 11% 22% 12% 16% 19% 07%
Truanc 477 226 53 417 1884 1919 424 469 5869
y 0% 0.1% 0% 09% 3% 21% 1% 08% 0.3%
Consensual 9748 3552 9861 3485 7439 2190 1654 870 38799
Encounter 0.9% 11% 72% 78% 119% 24% 41% 15% 22%
Eg:?t'on ] 21 4 25 7 10 67
o 0% 0% 0% 0% 0% 0%
Violation
i‘;‘i‘C’O' 1 3 97 10 24 15 150
ney 0% 0% 01% 0% 0% 0% 0%
Violation
rotal 1033421 336681 136635 44505 62433 89455 40515 56409 1800054
100% 100% 100% 100% 100% 100% 100% 100% 100%
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Table 5. Result of the Stop, and the Percent of all stopped Individuals subject to each type of

Stop Result, by Agency

AGENCY
RESULT OF STOP Total
CHP LAPD LASD RCSD SBSD SDPD SDSD SFPD
No Action 104111 48588 17942 6542 20392 12518 8202 9035 227330
10.1% 14.4% 13.1% 14.7% 32.7% 14% 20.2% 16% 12.6%
Warnin 249777 80173 30444 8155 20913 14900 10222 13872 428456
g 24.2%  23.8% 22.3% 183% 33.5% 16.7% 25.2% 24.6% 23.8%
Citation for infraction 647275 131907 6254 24137 10001 20138 12934 14218 866864
62.6% 39.2% 4.6% 54.2% 16% 22.5% 31.9% 25.2% 48.2%
In-field cite and release 9776 8329 63239 3373 1839 10727 1686 11301 110270
0.9% 25% 463% 7.6% 2.9% 12%  4.2% 20% 6.1%
CE:‘::E' tao”eSt 2597 8281 8401 1019 3365 3507 1084 2249 30503
P . 0.3% 2.5% 6.1% 23% 54% 3.9% 2.7% 4% 1.7%
outstanding warrant
Custodial arrest 31549 24354 11404 1461 6444 9095 3483 3994 91784
without warrant 3.1% 7.2% 8.3% 33% 103% 10.2% 8.6% 7.1% 5.1%
Field interview card 824 66624 714 661 163 19948 3835 765 93534
completed 0.1% 19.8% 05% 1.5% 03% 223% 9.5% 1.4% 5.2%
Noncriminal transport 761 989 383 157 438 943 225 1127 5023
or caretaking transport  0.1% 0.3% 03% 04% 07% 1.1% 0.6% 2% 0.3%
Contact parent/legal 382 663 520 102 186 251 147 171 2422
guardian 0% 0.2% 04% 02% 03% 03% 04% 0.3% 0.1%
psvchiatric Hold 462 3145 831 376 241 3079 803 1215 10152
y 0% 0.9% 0.6% 08% 04% 3.4% 2% 2.2% 0.6%
gzngi::;jnli sf 32 22 24 ] 2 7 2 9 98
P . 0% 0% 0% 0% 0% 0% 0% 0%
Homeland Security
Referral to a school 1 1 166 25 24 7 32 256
administrator 0% 0% 0.1% 0.1% 0% 0% 0.1% 0%
Es L]:T'\rsr: IlotrO osrcgf hoelr . 36 9 4 > 4 >9
0% 0% 0% 0% 0% 0% 0%

support staff

Note: Percentages are relative to the number of stopped individuals from a given agency’s data that were subject
to a given result of stop (eg. a value of “24.2%" for the Warning row in the column for CHP data means that 24.2%
of the individuals CHP stopped received a warning). Since officers can record multiple result of stop values per
stopped individual, the column percentages may not add up to 100%. Categories that had zero occurrences for a
given result of stop have a dash ( - ) instead of a percentage. Categories with 0.0% are rounded down from values

of less than 0.1%.
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Table 6A. Warnings Issued by each Agency and by Level of Offense

WARNING AGENCY NAME
Total
GIVEN CHP LAPD LASD RCSD SBSD SDPD SDSD  SFPD
felon 204 649 210 81 194 88 49 307 1782
y (0.1%) (0.8%) (0.7%) (1%) (0.9%) (0.6%) (0.5%) (2.2%) (0.4%)
. 228424 68029 27039 7370 17534 11507 8486 10344 378733
Infraction

(91.5%) (84.9%) (88.8%) (90.4%) (83.8%) (77.2%) (83%) (74.6%) (88.4%)

Misdemeanoy 25830 11411 4490 1223 3016 3362 1800 3454 54586
(10.3%) (14.2%) (14.7%) (15%) (14.4%) (22.6%) (17.6%) (24.9%) (12.7%)

13 84 140 11 1031 81 42 137 1539

Other (0%) (0.1%) (0.5%) (0.1%) (4.9%) (0.5%) (0.4%) (1%) (0.4%)

Notes: Frequencies represent the number of charges reported by category while percentages represent the
number of charges divided by the number of stopped individuals who were warned by each agency. Percentages
may total over 100% since officers may select up to five offense codes per stopped individual. Other refers to
California State Criminal Justice Information Services offense codes that are not reported to the Federal Bureau of
Investigation.
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Table 6B. Citations Issued by each Agency and by Level of Offense

CITATION AGENCY NAME
OFFENSE Total
CHARGED CHP  LAPD LASD RCSD  SBSD SDPD SDSD  SFPD
Felon 0 0 0 61 96 0 2 28 187
y (0%) (0%) (0%) (0.3%) (1%) (0%) (0%) (0.2%) (0%)
nfraction 647275 131907 6254 25156 8865 20138 12920 13765 866280
(100%) (100%) (100%) (104.2%) (88.6%) (100%) (99.9%) (96.8%) (99.9%)
Misdemeanor 0 0 1053 1876 0 95 720 3744
(0%) (0%) (0%) (4.4%) (18.8%) (0%) (0.7%) (5.1%) (0.4%)
0 0 0 6 617 0 7 73 703

Other 0%) (0%) (0%)  (0%) (6.2%) (0%) (0.1%) (0.5%) (0.1%)

Notes: Frequencies represent the number of charges reported by category while percentages represent the
number of charges divided by the number of stopped individuals who were warned by each agency. Percentages
may total over 100% since officers may select up to five offense codes per stopped individual. Other refers to
California State Criminal Justice Information Services offense codes that are not reported to the Federal Bureau of
Investigation.
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Table 6C. Arrests Issued by each Agency and by Level of Offense

ARREST AGENCY NAME
OFFENSE Total
CHARGED  CHP  LAPD LASD RCSD SBSD SDPD SDSD  SFPD

4307 11707 5626 597 2821 2940 1330 2645 31973
(9.9%) (29.6%) (6.9%) (10.4%) (25.3%) (12.8%) (21.8%) (15.4%) (14%)

1672 2027 61567 3347 508 9285 922 9962 89290
(3.9%) (5.1%) (75.3%) (58.3%) (4.5%) (40.3%) (15.1%) (58%) (39.2%)

Misdemeanor 47015 18298 19303 1654 5486 9668 3744 5299 110467
(108.6%) (46.3%) (23.6%) (28.8%) (49.1%) (41.9%) (61.4%) (30.8%) (48.5%)

270 651 388 47 752 231 78 152 2569
(0.6%) (1.6%) (0.5%) (0.8%) (6.7%) (1%) (1.3%) (0.9%) (1.1%)

Felony

Infraction

Other

Notes: Frequencies represent the number of charges reported by category while percentages represent the
number of charges divided by the number of stopped individuals who were warned by each agency. Percentages
may total over 100% since officers may select up to five offense codes per stopped individual. Other refers to
California State Criminal Justice Information Services offense codes that are not reported to the Federal Bureau of
Investigation. One offense code reported by SDSD did match Department of Justice records.
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Table 7. Number of Stopped Individuals, by Perceived Race or Ethnicity, by Agency

RACE/ AGENCY
Total
ETHNICITY — cHp LAPD LASD RCSD SBSD SDPD SDSD  SFPD
Asian 66036 10908 7717 1374 1832 4132 1415 6033 99447
64% 32% 56% 31% 29% 46% 35% 107% 55%
Black 103189 93913 23754 5259 10573 16985 3146 14369 271188
10% 279% 17.4% 118% 169% 19% 78% 255% 151%
Hisoanic 400048 159180 66490 19499 23336 25013 12047 10416 716029
P 38.7% 473% 487% 438% 37.4% 28% 297% 185% 39.8%
Middle
Eastern/ 57975 10160 2890 733 1098 2251 1179 3631 79917
South 5.6 % 3% 21% 16% 18% 25% 29% 64% 4.4%
Asian
Multiracia] 12132 2370 2842 316 842 905 364 1468 21239
12% 07% 21% 07% 13% 1% 09% 26% 12%
Native 2529 299 141 146 174 192 322 82 3885
American 02% 01% 01% 03% 03% 02% 08% 01% 02%
Pacific 6580 872 746 299 260 760 362 705 10584
Islander 06% 03% 05% 07% 04% 08% 09% 12% 06%
White 384932 58979 32055 16879 24318 39217 21680 19705 597765
372% 175% 235% 379% 39% 43.8% 535% 349% 332%
rotal 1033421 336681 136635 44505 62433 89455 40515 56409 1800054
100% 100% 100% 100% 100% 100% 100% 100% 100 %
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Table 8. Number of Stopped Individuals, by Perceived Gender, by Agency

AGENCY
GENDER Total
CHP LAPD LASD RCSD SBSD SDPD SDSD  SFPD
Fernale 299826 84489 41451 15904 18472 24528 13425 11862 509957
29 % 251% 303% 357% 296% 274% 33.1% 21% 28.3%
Gender i 105 115 14 27 83 35 253 632
Nonconforming 0% 0.1% 0% 0% 01% 01% 04% 0%
Male 733512 250260 94932 28524 43851 64561 26998 44136 1286774
71% 743% 695% 64.1% 702% 722% 666% 782% 71.5%
Transgender 69 1277 68 50 48 183 35 53 1783
Man/Boy 0% 04 % 0% 01% 01% 02% 01% 0.1% 0.1%
Transgender 14 550 69 13 35 100 22 105 908
Woman/Girl 0% 0.2% 0.1% 0% 01% 01% 01% 0.2% 0.1%
Total 1033421 336681 136635 44505 62433 89455 40515 56409 1800054
100 % 100% 100% 100% 100% 100% 100% 100 % 100 %

Note: Categories that had zero occurrences for a given perceived gender have a dash ( - ) instead of a percentage.
Categories with 0.0% are rounded down from values of less than 0.1%.
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Table 9. Number of Stopped Individuals, by Perceived Approximate Age, by Agency

AGENCY
AGE Total
CHP LAPD  LASD RCSD SBSD SDPD SDSD  SFPD
1.9 439 269 235 77 41 82 145 42 1330
0% 0.1% 0.2% 02% 01% 01% 04% 01% 0.1%
10-14 201 1036 536 139 198 364 180 107 2761
0% 0.3% 0.4% 03% 03% 04% 04% 02% 0.2%
15-17 6848 6138 1747 537 1018 1224 770 460 18742
0.7% 1.8% 1.3% 1.2 % 1.6 % 1.4 % 1.9% 0.8% 1%
18-24 177068 65907 25825 6447 10096 11917 5810 6637 309707
17.1% 196% 189% 145% 162% 133% 143% 11.8% 17.2%
2534 314727 122159 46234 14187 22100 28835 12222 19742 580206
305% 363% 338% 319% 354% 322% 302% 35% 32.2%
3544 218614 66649 28139 10400 13963 19498 8823 13843 379929
21.2% 198% 206% 23.4% 224% 21.8% 218% 245% 21.1%
45-54 165834 43241 19756 7185 9250 15439 7044 9465 277214
16 % 12.8% 145% 16.1% 148% 173% 174% 16.8% 154 %
55-64 106370 23171 10263 3761 4396 9236 3945 4549 165691
10.3 % 6.9% 7.5% 8.5% 7% 103% 9.7% 81% 9.2 %
65+ 43320 8111 3900 1772 1371 2860 1576 1564 64474
4.2 % 24 % 29% 4% 22% 32% 39% 28% 3.,6%
Total 1033421 336681 136635 44505 62433 89455 40515 56409 1800054
100 % 100% 100% 100% 100% 100% 100% 100% 100 %
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Table 10. Actions Taken by Peace Officer During Stop, and the Percent of all stopped Individuals

subject to each type of Action, by Agency

AGENCY
ACTIONS TAKEN Total
ONS CHP  LAPD LASD RCSD SBSD SDPD SDSD SFpp oM
Person removed from 7718 33918 10947 1186 5077 3226 2109 3694 67875
vehicle by order 0.7% 101% 8% 2.7% 81% 3.6% 52% 6.5% 3.8%
Personremovedfrom o) o959 1074 41 139 219 94 302 2979
vehicle by physical
0% 03% 08% 0.1% 0.2% 0.2% 0.2% 0.5% 0.2%
contact
Field sobriety test 18518 2594 1226 228 1062 1076 725 154 25583
conducted 1.8% 0.8% 09% 05% 1.7% 1.2% 1.8% 0.3% 1.4%
Curbside detention 3494 43249 9754 2877 9188 9758 5595 14857 98772
03% 12.8% 7.1% 6.5% 14.7% 10.9% 13.8% 26.3% 5.5%
Handcuffed or flex 11414 58310 13257 2541 9610 20042 5678 8780 129632
cuffed 1.1% 17.3% 9.7% 5.7% 15.4% 22.4% 14% 15.6% 7.2%
Patrol car detention 1453 20828 31691 1608 6689 5742 2338 4091 74440
0.1% 6.2% 23.2% 3.6% 10.7% 6.4% 58% 7.3% 4.1%
S:E;:IZ ;‘i’ﬂi’;’z‘i;rom 366 114 53 99 103 58 59 3 855
0% 0% 0% 02% 0.2% 0.1% 0.1% 0% 0%
search
Firearm pointed at 308 3272 674 176 986 323 156 252 6147
person 0% 1% 0.5% 04% 1.6% 04% 04% 0.4% 0.3%
Firearm discharged or 16 36 7 1 4 1 1 2 68
used 0% 0% 0% 0% 0% 0% 0% 0% 0%
Electronic control 56 114 42 4 43 48 18 1 326
device used 0% 0% 0% 0% 0.1% 0.1% 0% 0% 0%
Impact projectile 11 53 13 1 10 11 6 9 114
discharged or used 0% 0% 0% 0% 0% 0% 0% 0% 0%
Canine bit or held 18 22 5 1 3 13 7 i 69
person 0% 0% 0% 0% 0% 0% 0% 0%
Baton or other impact 6 17 6 5 12 11 4 37 98
weapon used 0% 0% 0% 0% 0% 0% 0% 0.1% 0%
Chemical sprav used i 11 57 12 17 97 12 19 225
pray 0% 0% 0% 0% 0.1% 0% 0% 0%
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Table 10. Actions Taken by Peace Officer During Stop, and the Percent of all stopped Individuals

subject to each type of Action, by Agency

AGENCY
ACTIONS TAKEN CHP LAPD LASD RCSD SBSD SDPD SDSD SFPD Total
Other physical or 262 542 1416 103 721 1051 218 788 5101
vehicle contact 0% 0.2% 1% 0.2% 1.2% 1.2% 05% 1.4% 0.3%
Person photographed 800 1324 459 137 255 1119 4389 2064 10547
photograp 01% 0.4% 03% 03% 0.4% 13% 10.8% 3.7% 0.6%
Asked for consent to 280 6514 15515 1844 8283 2187 3226 512 38361
search person 0% 1.9% 11.4% 4.1% 133% 24% 8% 09% 2.1%
Consent 244 4296 15432 1649 8283 1847 2899 493 35143
provided 87.1% 66.0% 99.5% 89.4% 100% 84.5% 89.9% 96.3% 91.6%
Search of person was 10580 80582 26591 3300 13308 14767 6668 9339 165135
conducted 1% 23.9% 19.5% 7.4% 21.3% 16.5% 16.5% 16.6% 9.2%
Asked for consent to 360 5616 6085 726 3536 1210 1721 552 19806
search property 0% 1.7% 45% 16% 57% 1.4% 42% 1% 1.1%
Consent 310 3797 6028 670 3536 1033 1568 524 17466
provided 86.1% 67.6% 99.1% 92.3% 100% 85.4% 91.1% 94.9% 88.2%
Search of property 2127 35373 11724 1386 5728 7064 3823 5158 72383
was conducted 0.2% 10.5% 8.6% 3.1% 9.2% 7.9% 9.4% 9.1% 4%
Property was seized 624 3113 1014 564 1792 2015 1312 2346 12780
perty 0.1% 09% 07% 13% 29% 23% 3.2% 4.2% 0.7%
Vehicle impounded 9833 4404 1685 395 734 883 576 988 19498
P 1% 13% 1.2% 09% 1.2% 1% 14% 1.8% 1.1%
Written statement 3 74 13 >9 13 37 199
0% 01% 0% 01% 0% 0.1% 0%

1002530 195834 82814 37731 38537 59865 27802 31502 1476615

None

97% 58.2% 60.6% 84.8% 61.7% 66.9% 68.6% 55.8% 82%
Note: Categories that had zero occurrences for a given action taken have a dash ( - ) instead of a percentage.
Categories with 0.0% are rounded down from values of less than 0.1%.
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Table 11. Number of Searched Individuals, by Basis for Search, by Agency

AGENCY
BASIS FOR SEARCH Total

CHP LAPD LASD RCSD SBSD SDPD SDSD SFPD
Consent siven 215 25211 12503 1165 5241 1650 2417 850 49252
& 1.9% 29.3% 44.2% 30.5% 35.3% 9.8% 32.3% 8.1% 27.5%
Officer safety/safety of 909 32052 8499 1254 6154 1469 877 3710 54924
others 8.1% 37.3% 30.1% 32.8% 41.4% 8.8% 11.7% 35.2% 30.7%
Search warrant 45 869 413 58 626 66 93 227 2397
0.4% 1% 15% 1.5% 4.2% 04% 1.2% 2.2% 1.3%
C‘r’:s:t"i‘;: /0;::2;‘;'e/ 198 18064 4019 907 2300 5267 2680 2080 35515
P y 1.8% 21% 14.2% 23.8% 15.5% 31.4% 35.9% 19.7% 19.8%

mandatory supervision

Susoected weanons 233 12569 1934 116 654 345 258 965 17074
P P 21% 14.6% 6.8% 3% 4.4% 2.1% 35% 92% 9.5%
Visible contraband 340 5285 1555 73 423 325 231 702 8934
3% 6.1% 55% 19% 28% 1.9% 3.1% 6.7% 5%
Odor of contraband 351 5492 2193 44 244 136 74 558 9092
31% 6.4% 7.8% 12% 1.6% 0.8% 1% 53% 5.1%
Canine detection 188 25 18 21 36 1 22 3 314
17% 0% 01% 06% 02% 0% 03% 0% 0.2%
Evidence of crime 433 4518 2791 134 649 331 216 957 10029
3.9% 53% 99% 3.5% 4.4% 2% 2.9% 9.1% 5.6%
cident to arrest 9681 23396 9262 1245 5444 9277 2681 4496 65482
86.2% 27.2% 32.8% 32.6% 36.6% 55.3% 35.9% 42.7% 36.6%
Exigent 30 347 9 15 77 50 30 71 710
circumstances/emergency 0.3% 0.4% 03% 0.4% 0.5% 03% 04% 0.7% 0.4%
Vehicle inventor 547 2562 511 113 685 536 199 456 5609
y 4.9% 3% 1.8% 3% 4.6% 32% 2.7% 4.3% 3.1%
Suspected violation of 1 28 6 15 2 15 67
school policy 0% 01% 02% 01% 0% 0.2% 0%

Note: Individuals included in this table who were subject to a search of their person, search of their property, or

both a search of their person and their property. Officers may indicate multiple search bases for a single

individual. Individuals for whom officers indicated multiple search bases are counted in this table multiple times.
Therefore, the percentages do not add up to 100%. Categories that had zero occurrences for a given basis for
search have a dash ( - ) instead of a percentage. Categories with 0.0% are rounded down from values of less than

0.1%.
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Table 12. Number of Searched Individuals Found to be in Possession of Contraband or
Evidence, by Type of Contraband or Evidence Discovered, by Agency

CONTRABAND OR AGENCY rotal
EVIDENCE DISCOVERED cyp  |APD LASD RCSD SBSD SDPD SDSD SFPD
- 295 1927 610 59 391 187 79 265 3813
26% 22% 22% 15% 2.6% 1.1% 1.1% 25% 2.1%
Ammunition 166 1061 323 36 316 143 52 207 2304
1.5% 1.2% 1.1% 09% 2.1% 0.9% 0.7% 2%  1.3%
Weapon(s) other thana 133 2427 767 114 458 573 218 793 5483
firearm 1.2% 2.8% 2.7% 3% 31% 3.4% 29% 7.5% 3.1%
Drugs/narcotics 1857 9987 5091 417 1973 2198 1100 1634 24257
& 16.5% 11.6% 18% 10.9% 13.3% 13.1% 14.7% 15.5% 13.6%
Alcohol 372 7932 2660 66 239 1561 222 897 13949
33% 9.2% 9.4% 1.7% 1.6% 93% 3% 85% 7.8%
Mone 111 1276 283 24 228 211 50 460 2643
y 1% 1.5% 1% 0.6% 15% 1.3% 0.7% 4.4% 1.5%
Drue oaranhernalia 984 3132 3377 296 1762 1716 980 1028 13275
g parap 8.8% 3.6% 11.9% 7.8% 11.9% 102% 13.1% 9.8%  7.4%
Suspected stolen 182 981 513 138 416 338 180 721 3469
property 1.6% 1.1% 1.8% 3.6% 28% 2% 24% 6.8% 1.9%
Cell phone(s) or 104 531 326 24 198 220 105 540 2048
electronic device(s) 09% 06% 12% 06% 13% 13% 14% 51% 1.1%
Other contraband or 372 2630 1171 156 566 659 221 1307 7082
evidence 33% 3.1% 4.1% 4.1% 3.8% 3.9% 3% 12.4% 4%

Note: Values in the cells of this table represent how many individuals whom officers searched in a given agency’s data
were found to be in possession of a given contraband or evidence type. Individuals can possess more than one type of

contraband or evidence; as a result, individuals may be counted in this table more than once, meaning that the

percentages may not add up to 100%.
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Table 13. Number of Individuals from whom Officer Seized Property, by Type of Property
Seized, by Agency

TYPE OF PROPERTY AGENCY
Total
SEIZED CHP LAPD LASD RCSD SBSD SDPD SDSD SFPD
. 108 566 128 32 204 98 68 186 1390
Firearm(s)

17.3% 18.2% 12.6% 57% 11.4% 49% 52% 7.9% 10.9%

53 430 94 23 161 76 39 163 1039
85% 138% 93% 41% 9% 38% 3% 6.9% 8.1%

Weapon(s) other than 43 420 93 48 136 173 115 337 1365
a firearm 6.9% 13.5% 9.2% 85% 7.6% 8.6% 8.8% 14.4% 10.7%

301 1250 462 210 746 830 631 597 5027
48.2% 40.2% 45.6% 37.2% 41.6% 41.2% 48.1% 25.4% 39.3%

Ammunition

Drugs/narcotics

Alcohol 9 33 18 3 10 125 14 53 265
14% 1.1% 18% 05% 0.6% 62% 1.1% 23% 2.1%
51 446 55 19 132 120 42 371 1236
Money

8.2% 143% 54% 3.4% 7.4% 6% 3.2% 15.8% 9.7%

189 565 314 112 563 599 522 404 3268

Drugparaphemalia 3430, 16190 31% 19.9% 31.4% 29.7% 39.8% 17.2% 25.6%

Suspected stolen 50 326 102 47 175 141 130 423 1394
property 8% 10.5% 10.1% 8.3% 9.8% 7% 9.9% 18% 10.9%
Cell phone(s) or 73 279 73 16 122 181 112 417 1273

electronic device(s) 11.7% 9% 72% 2.8% 6.8% 9% 85% 17.8% 10%

140 303 72 129 228 319 200 176 1567

Vehicle 22.4% 9.7% 7.1% 22.9% 12.7% 15.8% 152% 7.5% 12.3%

100 728 230 104 276 296 202 901 2837

Other contraband 16% 23.4% 22.7% 18.4% 15.4% 14.7% 15.4% 38.4% 22.2%

Note: Values in the cells of this table represent how many individuals from whom officers seized property in a
given agency’s had the given property type seized from them. Officers may seize property of more than one type
from a single individual; as a result, individuals may be counted in this table more than once, meaning that the
percentages may not add up to 100%.
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Table 14. Number of Individuals from whom Officers Seized Property, by Basis for Property

Seizure, by Agency

BASIS FOR AGENCY rotal
PROPERTY SEIZURE  cyp  LAPD LASD RCSD SBSD SDPD SDSD  SFPD
zﬁiev';zzpk:”g as 75 136 50 87 143 196 232 383 1302
y 12% 4.4% 4.9% 15.4% 8% 9.7% 17.7% 16.3% 10.2%
law/statute
241 1231 356 154 516 933 635 662 4728
Contraband
38.6% 39.5% 35.1% 27.3% 28.8% 46.3% 48.4% 282% 37%
Evidence 422 2503 826 345 1289 1179 810 1935 9309
67.6% 80.4% 81.5% 61.2% 71.9% 58.5% 61.7% 82.5% 72.8%
imoound of vehicle 155 506 100 127 261 363 242 221 1975
P 24.8% 16.3% 9.9% 22.5% 14.6% 18% 18.4% 9.4% 15.5%
Abandoned 5 18 1 4 6 25 3 26 88
Property 08% 06% 01% 0.7% 0.3% 1.2% 02% 1.1% 0.7%
Suspected violation i i 2 5 3 1 12 23
of school policy 0.2% 09% 0.2% 0% 0.9% 0.2%

Note: Values in the cells of this table represent, for a given property seizure basis, how many individuals a given
agency’s officers seized property from for that reason. Officers may provide multiple bases for seizing property
from a single individual; as a result, individuals may be counted in this table more than once, meaning that the
percentages may not add up to 100%. Categories that had zero occurrences for a given basis for property seizure
have a dash ( - ) instead of a percentage. Categories with 0.0% are rounded down from values of less than 0.1%.
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Appendix C

WAVE 1 AGENCIES’ BIAS FREE POLICING POLICIES
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San Francisco Police Department
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San Francisco Police Department 5.17

GENERAL ORDER Rev. 05/04/11

POLICY PROHIBITING BIASED POLICING

One of the Department’s guiding principles is our commitment to treat all people with
dignity, fairness, and respect. This order outlines the policy for policing without racial bias.
‘The members-of the San Francisco Police Department have always striven to gain the trust of
the community. To maintain that trust, it is crucial for members of our Department to carry
out their duties in a manner free from bias and to eliminate any perception.of pollcmg that
appears racially biased.

Over the past several years there has been a growing national perception that law
enforcement action is often based on racial stereotypes or “racial profiling.” In order to
address this perception in California, the State legislature has enacted statutes mandating
* additional training for all California law enforcement officers on “racial and cultural
differences and development of effective, non-combative methods of carrying out law
enforcement duties in a racially and culturally diverse environment.” (See Penal Code
Section 13519.4(a). Also see California Penal Code 13519. 4(e) which p10h1b1ts racial
pr oﬁhng by law enforcement officers). -

As detailed below biased pohclng is the use, to any extent or degree, of actual or perceived
race, color, ethnicity, national origin, religion, gender, age, sexual orientation, or gender
- identity in determining whether to 1mt1ate any law enforcement action in the absence of a

specific suspect description.
I. PURPOSE

This policy establishes the San Francisco Police Department’s commitment to unbiased
policing. It is to clarify the circumstances in which officers can consider race, color,
ethnicity, national origin, religion, gender, age, sexual orientation, or gender identity when
making law enforcement decisions and to reinforce existing policies and procedures that.
serve to assure the public that we are providing service and enforcing laws in an equitable
manner.

II. POLICY

A. Policing Impartially

1. Investigative detentions, traffic stops, arrests, searches and property seizures by
officers will be based on a standard of reasonable suspicion or probable cause in
accordance with the Fourth Amendment of the U.S. Constitution. Officers must
be able to articulate specific facts and circumstances that support reasonable
suspicion or probable cause for investigative detentions, traffic stops, arrest,
nonconsensual searches and property seizures.

1:3 ‘
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San Francisco Police Department

DGO 5.17
Rev. 05/04/11

2. Department personnel may not use, to any extent or degree, actual or perceived

race, color, ethnicity, national origin, religion, gender, age, sexual orientation, or
gender identity in conducting stops or detentions, or activities following stops or
detentions except when engaging in the investigation of appropriate suspect
specific activity to identify a particular person or group.  Department personnel
seeking one or more specific persons who have been identified or described in
part by any of the above listed characteristics may rely on them in part only in
combination with other appropriate identifying factors. The listed characteristics
should not be given undue weight. '

a) Except as provided above, officers shall not consider actual or perceived race,
color, ethnicity, national origin, religion, gender, age, sexual orientation or
gender identity in establishing either.reasonable suspicion or probable cause.

b) Except as provided above, officers shall not consider actual or perceived race,
color, ethnicity, national origin, religion, gender, age, sexual orientation or
gender identity in deciding to initiate even those consensual encounters that
do not amount to legal detentions or to request consent to search. '

B. Preventing Perceptions of Biased Policing

In an effort to prevent perceptions of biased law enforcement, each officer (with
~ consideration for officer safety), should do the following when conducting pedestrian,
bicycle, or vehicle stops:

1.

2.

Be courteous and professional.

- Approach the person being stopped and provide an explanation for the stop as

soon as practical. When effecting vehicle stops, the officer should provide this
information before asking the driver for his or her license and registration.

Ensure the detention is no longer than necessary to take appropriate action for the
known or suspected offense, and that the person understands the nature of
reasonable delays. ’

Answer questions the person may have regarding the stop, including an
explanation of options for traffic citation disposition, if relevant.

Provide his or her star number. Do so in writing if requested.

; « 203
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San Francisco Police Department

DGO 5.17
Rev. 05/04/11

C. Member’s Responsibility and Compliance

All officers are responsible for knowing and complying with this policy. As with all
General Orders, any violation of this policy may subject the member to disciplinary
action. Supervisors shall ensure that all personnel in their command know the content
of this policy and operate in compliance with it. Any employee who becomes aware
of biased policing or any other violation of this policy shall report it in accordance
with established procedure.

33
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San Francisco Police Department
http://library.amlegal.com/nxt/gateway.dll/California/administrative/chapter96alawenforce...

SEC. 96A.3. QUARTERLY ANALYSIS AND REPORTING.

On a quarterly basis (the first Tuesday in February, May, August, and November), the Police
Department and the Sheriff’s Department respectively shall send a written report to the Mayor,
the Board of Supervisors, the Police Commission, and the Human Rights Commission, covering
the previous quarter (quarters commencing January 1, April 1, July 1, and October 1). The
reports shall contain the following information for the reporting period:

(a) For Encounters:
(1) The total number;
(2) The total number broken down by race or ethnicity, age, and sex;
(3) The total number of searches performed broken down by race or ethnicity, age, and sex;
(4) The total number of each type of search performed;

(5) For each type of search performed, the total number broken down by race or ethnicity,
age, and sex;

(6) The total number of each type of disposition, and the total number for each disposition
broken down by race or ethnicity, age, and sex; and

(7) The data for Encounters required to be reported by this subsection (a) shall be reported
separately for Detentions and Traffic Stops;

(b) For Use of Force:
(1) The total number of Uses of Force;

(2) The total number of Uses of Force that resulted in death to the person on whom an
Officer used force; and

(3) The total number of Uses of Force broken down by race or ethnicity, age, and gender
identity;

(c) For arrests:
(1) The total number; and
(2) The total number broken down by race or ethnicity, age, and sex.

(d) The reports shall also include data regarding the reasons for Encounters and arrests. The
departments shall develop categories to collect and report this information (e.g., for Detentions
and arrests: reasonable suspicion or probable cause based on observation, known probationer or
parolee, consent, etc.; e.g., for Traffic Stops: moving violations, equipment violations, stops
based on suspicion of other criminal conduct, etc.). The departments shall explain in the report
each category, and shall report the number of Detentions, Traffic Stops, and arrests for each
category. The departments shall also report the total number of each category broken down by
race or ethnicity, age, and sex.
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San Francisco Police Department

(e) For purposes of Use of Force reporting, the report shall include data for each time a Use of
Force occurred during the reporting period, and shall not be limited to Use of Force during a
Traffic Stop or Detention.

(f) The Police Department shall obtain from the Department of Police Accountability
(“DPA”) and include in its report the total number of complaints for the reporting period
received by DPA that DPA characterizes as allegations of bias based on race or ethnicity, gender,
or Gender Identity. The Police Department shall also obtain from DPA and include in its report
the total number of DPA complaints closed during the reporting period that DPA characterizes as
allegations of bias based on race or ethnicity, gender, or Gender Identity, and the total number of
each type of disposition for such complaints.

(g) The reports of the Sheriff's Department may separate data for the department's custody
division and the department's field division.

(h) The department may include in the report any other information the department concludes
will assist in understanding the information required by subsections (a)-(g) of this Section 96A.3.
Where subsections (a)-(d) require that total numbers be broken down by race or ethnicity, or sex,
the department shall also calculate and report the applicable percentages for each group.

(i) Notwithstanding any other provision of this Chapter 96A, including this Section 96A.3,
subsections (a), (c), and (d) of this Section 96A.3 shall expire by operation of law immediately
following the submission of the quarterly report due on August 7, 2018, for the quarter
commencing April 1, 2018.

(Added by Ord. 166-15, File No. 150643, App. 9/23/2015, Eff. 10/23/2015, Oper. 1/1/2016; amended by Ord. 232-17, File
No. 170866, App. 12/8/2017, Eff. 12/8/2017; Ord. 97-18, File No. 180188, App. 5/4/2018, Eff. 6/4/2018)
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California Highway Patrol

c. Command Responsibility.

(1) Each level of command shall evaluate each subordinate's demonstrated
willingness to accept personal obligations for the fulfilment of departmental
duties and objectives within the scope of assigned responsibilities.

(2) Command and supervisory personnel are responsible for instilling in each
enforcement officer a lasting personal interest and sense of individual
obligation to prevent traffic crashes on their assigned beat. This can be
accomplished by:

(@) Identifying their strengths and weaknesses;
(b) Establishing methods for increasing individual effectiveness; and
(c) Personally providing high-quality leadership and expert direction.

(3) Division Chiefs or Area commanders are responsible for the
implementation of these objectives and policies to ensure the most efficient
performance of personnel and the best use of available equipment and
facilities.

2. GENERAL ENFORCEMENT POLICY.

a. The Department’s enforcement efforts must be consistent with the
organizational values of respect for others, fairness, ethical practices, and equitable
treatment for all. Accordingly, all enforcement action by members must be based
on sound professional judgment and accomplished in a businesslike, firm, impartial,
courteous, and consistent manner.

b. Racial or Identity Profiling. Per Section 13519.4(e) of the Penal Code, racial or
identity profiling is “the consideration of, or reliance on, to any degree, actual or
perceived race, color, ethnicity, national origin, age, religion, gender identity or
expression, sexual orientation, or mental or physical disability in deciding which
persons to subject to a stop or in deciding upon the scope or substance of law
enforcement activities following a stop, except that an officer may consider or rely
on characteristics listed in a specific suspect description. The activities include, but
are not limited to, traffic or pedestrian stops, or actions during a stop, such as
asking questions, frisks, consensual and nonconsensual searches of a person or
any property, seizing any property, removing vehicle occupants during a traffic stop,
issuing a citation, and making an arrest.” Officers shall not engage in racial or
identity profiling or discrimination of any kind. Racial or identity profiling and
discrimination of any kind are prohibited by the Department and will not be
tolerated.

HPM 100.68 1-4

Racial and Identity Profiling Advisory Board Annual Report 2020 Appendices 33


A08753
Highlight


A08753
Highlight



1.

CALIFORNIA HIGHWAY PATROL
GENERAL ORDER 0.8

REVISED SEPTEMBER 2018

PROFESSIONAL VALUES

GENERAL. This General Order defines the professional values of the California

Highway Patrol. Internalization of these values provides a foundation to enhance public
trust within the Department while accomplishing an overriding pledge of providing the
highest level of Safety, Service, and Security to the people of California. This pledge
can only be upheld when all employees clearly understand the Department’s
expectations and commitment to service.

3.

PURPOSE. The purpose of this order is to accomplish the following:

a. Toidentify and adopt a motto of professional values (Annex A), which is the
foundation for our commitment to serve the public and fellow employees.

b. To apprise departmental personnel of the standards and values that are
expected of them.

c. To have a departmental motto that is easy to remember by all employees.

EMPLOYEE RESPONSIBILITY. All employees, regardless of rank, classification,

position, or assignment are expected to:

a. Presentthemselves in a manner that exemplifies the traits described in this
order.

b. Review this order and sign an acknowledgment of receipt when reporting as a
new or transferring employee and during the annual evaluation period. This is
accomplished by signing a copy of Annex A or designated area of the annual
personnel evaluation and placing a copy in the employee personnel file.

c. Have a general knowledge of the motto (CHP PRIDE) and the meaning behind
it.

d. Abide by these values in order to maintain their personal professionalism and
to preserve the integrity of the Department.

1 GO 0.8
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e. Understand that increasing authority is accompanied by increasing
responsibility and each employee is accountable for the use of delegated authority
in a manner consistent with departmental values.

4. SUPERVISOR AND MANAGER RESPONSIBILITIES.

a. Managers and supervisors shall learn the motto, internalize and support it, and
thereafter serve as a model for subordinates to emulate.

b. As a model for subordinates, managers and supervisors shall lead, recognize,
and support employees in everyday ethical decisions.

c. Managers and supervisors are accountable for the activities of the employees
under their immediate control and shall reinforce the professional values concepts
by frequently discussing them with employees in a variety of forums in order to
achieve an environment of CHP PRIDE.

5. COMMANDER RESPONSIBILITIES. Commanders shall:

a. Review this order with newly hired and transferred employees.

b. Ensure the meaning and the importance of adherence to the motto is conveyed
to all employees through training and periodic discussions on the topic.

c. Emphasize the importance of the professional values as they apply to the
continued successful operation of the Department.

OFFICE OF THE COMMISSIONER ANNEX A

OPI: 003

GO 0.8 2
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GENERAL ORDER 0.1

REVISED SEPTEMBER 2018

DEPARTMENTAL MISSION STATEMENT AND ORGANIZATIONAL VALUES

1. GENERAL. The purpose of this General Order is to define the mission and
organizational values of the California Highway Patrol (CHP). Adherence to the
Department’s mission and organizational values is critical in earning the trust of the
people of California and fulfilling our commitment to service.

2. MISSION. The mission of the CHP is to provide the highest level of Safety, Service,
and Security. This is accomplished through five departmental goals:

Protect life and property—We make California a great place to live, work, and
travel by reducing fatalities, injuries, and crime.

Provide superior service to the public and assistance to allied agencies—
We are committed to providing first class customer service.

Enhance public trust through community outreach and partnerships—We
model the Department’s Professional and Organizational Values in every
interaction.

Invest in our people—We develop and support our workforce to sustain a
world-class organization.

Identify and respond to evolving law enforcement needs—We demonstrate
leadership by addressing emerging trends.

3. ORGANIZATIONAL VALUES. To accomplish our mission, we are committed to the

following organizational values as the foundation of our pledge to public Safety, Service,
and Security:

Respect for others.
Fairness.

1 GO 0.1
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* Ethical practices.
* Equitable treatment for all.

OFFICE OF THE COMMISSIONER

OPI: 003

GO 0.1 2
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CHAPTER 9

CULTURAL AWARENESS

1. INTRODUCTION. In order to best serve employees of the Department as well all
people of the State of California, the California Highway Patrol (CHP) embraces the
importance of recognizing and respecting the cultural, racial, and ethnic differences
inherent in the state’s very diverse population. To that end, the Department, in
conjunction with the Museum of Tolerance, has developed and instituted a curriculum of
instruction which encompasses cultural awareness.

2. POLICY. ltis the policy of the CHP to treat employees and the public we serve
with respect and fairness and to ensure our practices are ethical and equitable. These
organizational values are the foundation of cultural awareness training in the
Department. This training provides CHP employees with strategies for successful
contacts with individuals from differing cultural, racial, or ethnic backgrounds, as well as
detailing the importance of recognizing and respecting the complexities of cultural
diversity in California. Cultural awareness training is provided to all employees annually
and addresses issues of cultural awareness, racial profiling, hate crimes, and ethics.

3. DEFINITIONS.

a. Hate Crimes.

(1) Penal Code Section 422.55 defines a hate crime as: “A criminal act
committed, in whole or in part, because of one or more of the following actual
or perceived characteristics of the victim:

(a) Disability;

(b) Gender;

(c) Nationality;

(d) Race or ethnicity;

(e) Religion;

(f) Sexual orientation; and/or,

(g) Association with a person or group with one or more of these actual or
perceived characteristics.”

9-3 HPM 10.12
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racially and culturally-diverse environment. The course includes detailed instruction
on racial and cultural diversity in order to foster mutual respect and cooperation
between law enforcement and members of all racial and cultural groups. Training
is to be conducted every five years, or on a more frequent basis, if deemed
necessary in order to keep abreast of changing racial and cultural mores. (For
additional information regarding racial profiling, refer to HPM 100.68, Traffic
Enforcement Policy Manual, Chapter 1, Patrol and General Enforcement
Guidelines, page 1-5.)

c. The Equal Employment Opportunity (EEO) Program will continue to receive
staff support and resources from the Department as necessary to meet its
objectives, and may be aided by participation in federal and state sponsored
programs.

d. According to the terms and conditions of the settlement agreement between
Curtis V. Rodriguez v. California Highway Patrol (Case No. C99-20895-JF/HRL),
the Department is required to restate existing policy regarding traffic enforcement
stops and racial profiling or racial discrimination issues:

(1) The CHP agrees that CHP officers may not engage in racial profiling or
racial discrimination of any kind.

(2) The CHP affirms its existing policy prohibiting racial profiling as follows:
“CHP officers shall not engage in racial profiling or racial discrimination of any
kind. Racial profiling and racial discrimination of any kind are prohibited by the
Department and will not be tolerated.” (Refer to HPM 100.68, Chapter 1,
Section 2.d., General Enforcement Policy.)

5. TRAINING. The Department provides both classroom and online training on
Cultural Diversity, Racial Profiling, Hate Crimes, and Ethics. This training is based upon
the Museum of Tolerance’s Tools for Tolerance framework and the Commission on
Police Officer Standards and Training (POST) Learning Domain 42, Cultural Diversity/
Racial Profiling.

a. Classroom Training. Classroom training is eight hours in duration and includes
information and discussion on cultural diversity, racial profiling, hate crimes, and
ethics. Classroom training is interactive and team-taught using multiple facilitators.
Classroom training is required every two years on the even-numbered calendar
years. Training sites and dates are identified by instructors and commanders within
each command.

b. Online Training. Employees will complete an online training refresher course
every odd-numbered calendar year. Online training includes components of the
cultural diversity, racial profiling, hate crimes, and ethics curriculum.

9-5 HPM 10.12
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CALIFORNIA HIGHWAY PATROL
GENERAL ORDER 100.21
REVISED JULY 2018

ENFORCEMENT/PUBLIC CONTACT DEMOGRAPHIC DATA COLLECTION

1. PURPOSE. The purpose of this General Order (GO) is to establish policy,
reporting procedures, and define California Highway Patrol employee responsibilities in
the collection of demographic data. It is further intended that this GO shall ensure the
data is accurate and affirms the integrity of the collection process.

2. GENERAL.

a. On October 3, 2015, Governor Brown signed Assembly Bill 953, known as the
Racial and Identity Profiling Act of 2015 (RIPA), which requires the collection and
reporting of specified demographic data for all enforcement contacts to the
California Office of the Attorney General (OAG). As outlined in Government Code
(GC) Section 12525.5, and associated regulations, the Department must begin
collecting expanded demographic data on July 1, 2018.

b. In an ongoing effort to maintain public trust, the Department’s enforcement
efforts must be consistent with the Department’s organizational values of respect for
others, fairness, ethical practices, and equitable treatment for all. As such, all
enforcement actions by members of the Department must be based on sound
professional judgment and accomplished in a businesslike, firm, impartial,
courteous, and consistent manner.

3. DATA COLLECTION.

a. Incompliance with GC Section 12525.5 and Title 11, California Code of
Regulations, the Department will collect specified data elements for each public
contact on the CHP A415, Daily Field Record, in the departmental Activity Tracking
System (ATS). These data elements include the following:

(1) Originating Agency ldentifier number.
(2) Date, time, and duration of stop.

(3) Location of stop.

1 GO 100.21
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CALIFORNIA HIGHWAY PATROL
GENERAL ORDER 0.7

REVISED JULY 2019

CITIZENS’ ADVISORY BOARD

1. BACKGROUND.

a. In 1991, at the direction of the Commissioner, a departmental task force was
convened to review and provide recommendations to the Commissioner regarding
the California Highway Patrol’s (CHP) policies on the use of force.

b. The Citizens’ Ad Hoc committee was formed in 1992 to conduct an
independent review of the findings of this task force, as well as the Department’s
policies regarding the use of force. The committee, composed of 6 citizens not
associated with the Department, provided recommendations to the Commissioner
based on their findings. Twelve recommendations were contained in an April 1993
report to the Commissioner. The recommendations were adopted, and the Ad Hoc
Committee was renamed the “Citizens’ Standing Committee on the Use of Force.”
The Citizens’ Standing Committee on the Use of Force conducted an annual review
of the Department’s use of force policies, and periodically reported its findings and
recommendations to the Commissioner.

c. Inresponse to the committee’s recommendation to broaden its purview, in 1996
the Citizens’ Standing Committee on the Use of Force was renamed the Citizens’
Oversight Committee (COC).
d. In 2009, due to the nature of the committee as an advisory body to the
Commissioner with no statutory authority to make substantive decisions for the
Commissioner or for the Department, the COC was renamed the Citizens’ Advisory
Board (CAB).
e. The meetings held by the CAB are not subject to the requirements of the
Bagley-Keene Open Meeting Act (Government Code Section 11120 ef seq.).

2. MISSION.
a. The mission of the CAB is to provide the Commissioner objective,
community-based input regarding issues of significance to optimize accountability

1 GO 0.7
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and objectivity. Citizen advisory boards play an important role in strengthening
community trust in law enforcement by providing neutral third-party insight and a
productive exchange of ideas.

(1) Objectives.

(a) The CAB is to serve as an advisory body to the Commissioner with
the primary purpose of providing objective review and input concerning
departmental policies, procedures, training, reporting, and controls to
determine consistency with the demands of public safety as well as legal,
moral, and public expectations. Areas of concern may include, but are not
limited to:

|—

Use of force/enforcement contact issues.

N

Civilian complaint investigations.

[o%]

Equal employment opportunity issues.

(B

Management and supervisory practices.

o

Personnel practices including selection and hiring procedures.

[o)]

Public perception/image.

(2) Members’ Role.

(a) To increase the Department’s ability to understand their
community/constituent concerns and needs relating to the Department.

(b) To function as a “sounding board,” both as individuals and as a
committee to identify and address issues that affect and/or impact the
Department.

(c) To communicate this information to the Commissioner through the
advisory board process.

3. BOARD MEMBERSHIP.

a. Every effort shall be made to ensure CAB membership reflects the state’s
population, taking into consideration geographic, ethnic, gender, and cultural
diversity. Members shall be residents of California, mature, responsible, and drawn
from among prominent individuals of integrity, reputation, and judgment.
Membership qualities should include, but are not be limited to:

GO 0.7 2
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CALIFORNIAHIGHWAY PATROL
GENERAL ORDER 6.11
REVISED OCTOBER 2018

COMMISSION ON ACCREDITATION FOR LAW ENFORCEMENT AGENCIES, INC.,

ACCREDITATION

1. PURPOSE. The purpose of this General Order (GO) is to establish policy and
reporting procedures associated with the Commission on Accreditation for Law
Enforcement Agencies, Inc., (CALEA) accreditation process. The purpose of CALEA is
to improve the delivery of public safety services by maintaining a body of standards
developed by public safety practitioners, establishing and administering an accreditation
process, and recognizing professional excellence. The Department participates in the
CALEA Advanced Law Enforcement, Public Safety Communications, and Public Safety
Training Academy accreditation programs.

2. GENERAL.

a.

The CALEA was created in 1979 as a credentialing authority through the joint

efforts of the following major law enforcement executive associations:

b.

(1) International Association of Chiefs of Police.

(2) National Organization of Black Law Enforcement Executives.
(3) National Sheriffs’ Association.

(4) Police Executive Research Forum.

The CALEA accreditation process is a proven modern management model that

promotes the efficient use of resources and seeks to improve service delivery.

C.

The accreditation program provides law enforcement agencies an opportunity

to demonstrate adherence to an established set of professional standards that:

(1) Require an agency to develop a comprehensive and uniform set of written
directives as a method of evaluating administrative and operational goals,
while also providing direction to agency personnel.

(2) Provide the necessary reports and analyses needed for fact-based,

informed management decisions.

1 GO 6.11
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(3) Strengthen an agency’s accountability, both within the agency and the
community, through a body of standards that clearly define authority,
performance, and responsibilities.

(4) Can limit an agency’s liability and risk exposure by demonstrating that
internationally recognized standards have been met and verified by a trained
team of independent assessors.

(5) Facilitate an agency’s pursuit of professional excellence.

(6) Provide agencies with a continuing flow of information about exemplary
policies, procedures, and projects, as distributed by CALEA.

(7) Facilitate agencies’ efforts to increase transparency and public trust.

(8) Promote communication between various departmental offices and
Divisions.

3. POLICY. As arequirement of accreditation, the Department shall familiarize its
employees with the accreditation process. As such, commanders shall ensure all
departmental employees, including nonuniformed personnel, are familiar with the
CALEA accreditation process within 30 days of hire. The Academy shall ensure cadets
are familiar with the CALEA accreditation process prior to graduation.

a. Familiarization with the CALEA accreditation process should be accomplished
by:

(1) Viewing the informational video available on the California Highway Patrol
(CHP) Intranet site: http://home.chp.ca.gov/org/dep_comm/oac.html.

(2) Reviewing the content of this GO.

(3) Ongoing discussions with employees regarding the CALEA accreditation
process.

(4) Completion of the nonuniform orientation course at the Academy or online.

4. PROCESS. Accreditation requires an in-depth review of every aspect of the
Department’s organization, management, operations, and administration. The primary
focus of the accreditation process is demonstrating compliance with the standards
established by CALEA.

a. Accreditation Process. The CALEA accreditation process consists of the
following five phases:

GO 6.11 2
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DEPARTMENT MANUAL
Volume I
Revised by Administrative Order No. 19 November 8, 2019

345. POLICY PROHIBITING BIASED POLICING. Discriminatory conduct on the basis of
an individual’s actual or perceived race, religion, color, ethnicity, national origin, age, gender,
gender identity, gender expression, sexual orientation, disability, immigration or employment
status, English language fluency or homeless circumstance, is prohibited while performing any
law enforcement activity. All law enforcement contacts and activities, including, but not limited
to, calls for service, investigations, police-initiated stops or detentions, and activities following
stops or detentions, shall be unbiased and based on legitimate, articulable facts, consistent with
the standards of reasonable suspicion or probable cause as required by federal and state laws.
Officers shall not initiate police action where the objective is to discover the civil immigration
status of any person and shall strictly adhere to the Department's immigration enforcement
guidelines as outlined in Department Manual Sections 4/264.50 and 4/264.55.

Department personnel may not use race, religion, color, ethnicity, national origin, age, gender,
gender identity, gender expression, sexual orientation, disability (to any extent or degree),
immigration or employment status, English language fluency or homeless circumstance as a
basis for conducting any law enforcement activity, including stops and detentions, except when
engaging in the investigation of appropriate suspect-specific activity to identify a particular
person or group. Department personnel seeking one or more specific persons who have been
identified or described in part by their race, religion, color, ethnicity, national origin, age, gender,
gender identity, gender expression, sexual orientation, disability (fo any extent or degree),
immigration or employment status, English language fluency or homeless circumstance; may
rely, in part, on the specified identifier or description only in combination with other appropriate
identifying factors; and may not grant the specified identifier or description undue weight.

A failure to comply with this policy is counterproductive to professional law enforcement and is
considered serious misconduct. Any employee who becomes aware of biased policing or any
other violation of this policy shall report it in accordance with established Department
procedures. -
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202.02 AUTOMATED FIELD DATA REPORTS/COMPLETION AND TRACKING.

Officer's Responsibilities. Sworn personnel assigned to any field, specialized, or investigative assignment (e.g., patrol, task force, detective, and plain clothes assignments) shall complete
an Automated Field Data Report (AFDR) for every person detained or searched regardless of the initial reason for the encounter (e.g., traffic stop, radio call, observation, task force). All
AFDR reports shall be completed by end of watch or, if exigent circumstances exist, as soon as practicable.

Overtime and Off-Duty Assignments. The same AFDR completion requirements also apply to officers working any:

* Overtime assignment to include but not limited to Cash Overtime Allotment for Scheduling and Timekeeping (COAST), Metropolitan Transit Authority, or Bureau/Area/division
overtime details; and

* Off-duty uniformed assignment that is pursuant to a Memorandum of Understanding or other contractual relationship with the Department. These off-duty uniformed assignments
include, but are not limited to, Dodger games, Staples Center events, and the USC or NFL football game details.

Exceptions to Completion Requirements. Officers are not required to complete an AFDR in the following circumstances:

Detentions that occur during public safety mass evacuations, including bomb threats, gas leaks, flooding, earthquakes, and other similar critical incidents;

Detentions that occur during an active shooter incident, such as when an individual is actively engaged in killing or attempting to kill people in a populated area;

Detentions or searches that occur during or as a result of routine security screenings required of all persons to enter a building, school or special event, including metal detector
screenings and any secondary searches that result from that screening;

Detentions that occur during a crowd control situation in which pedestrians are directed to remain at a location or routed to a different location for public safety purposes;
Interactions during which persons are detained at a residence only, so that officers may check for proof of age for purposes of investigating underage drinking;

Checkpoints or roadblocks in which an officer detains a person as the result of a blanket regulatory activity that is not based on an individualized suspicion or personal characteristic;
Passenger(s) of traffic stops who are not the subject of an investigation or enforcement action (e.g., any person(s) being asked to exit the vehicle simply because it is being
impounded);

The targeted subject(s) of a warrant, search condition, home detention, or house arrest while in their residence; or,

Consensual encounters that do not result in a search.

Perception. As set forth below, officers must report their perceptions of specified characteristics regarding the person stopped, detained, or searched. Perception is
considered to be the process through which an officer recognizes and interprets sensory information to draw a conclusion about the person being detained or searched. An
officer€s perception shall be based on personal observations only; he or she shall not ask another person for input or refer to an identification document or other written
form to verify information about an

individual. Perception can be decided prior to, during or after the detention.

With respect to the person being detained or searched, the officer shall report his or her own perception regarding the following:

* Perceived race or ethnicity of the person detained;

* Perceived age of the person detained;

* Perceived gender of the person detained,

» Whether the person detained is perceived to be lesbian, gay, bisexual or transgender;
» Whether the person detained is perceived to have limited or no English fluency; and,
» Whether the person detained is perceived or known to have a disability.

Multiple Officers. When there are multiple officers at the scene and interacting with the detained or searched person(s):

* Only one officer shall submit the AFDR;
* The officer with the highest level of engagement (contact or interaction ) is responsible for completing the AFDR; and,
* All actions taken by each officer in the detention or search shall be included in the AFDR.

Multiple Agencies. If more than one agency is involved in the detention or search, the primary agency shall complete all of the AFDRs. If a non-reporting agency, such as the Federal
Bureau of Investigation or Los Angeles County Probation Department, is the primary agency involved, a reporting agency, such as the Los Angeles Police Department or Los Angeles
Sheriff's Department, is responsible for completing the AFDR(s).

Completion Requirements. Officers shall complete an AFDR electronically on the Department's Local Area Network (LAN), mobile phone application or Mobile Digital Computer
(MDC). Current electronic versions of the Officer AFDR Completion Guide and the Supervisor AFDR Completion Guide are available to provide guidance in completing the AFDR. In
addition, officers shall provide a Department business card to each person who meets the above criteria as outlined within the Officer's Responsibilities heading and in accordance
with Department Manual Section 4/296.01. The business card shall include the date and time of the stop, detention, or search and the last four digits of the related incident
number.

Note: Ifit is determined that an AFDR requires removal from the system, after the AFDR has been uploaded into the server, an Intradepartmental Correspondence, Form 15.02.00,
shall be sent to the Commanding Officer, Application Development and Support Division.

If the AFDR system is inoperable or the officer is unable to access the AFDR system, the officer shall complete the California Department of Justice (Cal DOJ) Stop Data Collection Form.
The purpose of this form is to document the AFDR detention or search data, so that the officer can accurately input this information into the AFDR System at a later time when access is
gained, or at the officer’s next regularly scheduled start of watch. Officers shall retain the hard copy Cal DOJ Stop Data Collection Form until the data is entered into the AFDR System.
Once the data is entered into the AFDR System, the hard copy Cal DOJ Stop Data Collection Form shall be disposed of in a Department shredder.

Note: The AFDR Completion Guides and the Cal DOJ Stop Data Collection Form are accessible in the AFDR/Incident Tracking System link within the Applications setting on the
Department's LAN or within the AFDR folder in the LAPD Applications Launcher (LAN or MDC).

Recording AFDR Information on Various Activity Reports and Logs.
Officers completing an Electronic Daily Field Activities Report (EDFAR) shall document the number of AFDRs (if any are required to be completed) for each incident.

Officers completing a Daily Field Activities Report (DFAR), Form 15.52.00, or Traffic Daily Field Activities Report (TDFAR), Form 15.52.01, or appropriate log used by specialized
divisions to record field activities shall record:

« The number of persons contacted during the stop. For example, the C# field on the DFAR/TDFAR shall indicate the number "1" if a single person is contacted,;
* The number of AFDRs completed during the activity/incident. For example, the F# field on the DFAR/TDFAR shall indicate the number "1" if one AFDR is completed; and,
+ The AFDR number generated by the system. For example, the Disposition field on the DFAR/TDFAR shall indicate "AFDR #12345678."

Supervisor's Responsibilities. Supervisors shall be responsible for:
* Reviewing AFDRs in a timely manner to ensure that officers are properly completing the AFDR in accordance with the Officer AFDR Completion Guide and Supervisor AFDR

Completion Guide; and,
« Editing or directing the completing officer to revise the narrative portions of the AFDR, when appropriate.
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The new AFDR system will include data fields that require Department personnel to complete a narrative as it relates to the reason for the stop and basis for the search. The supervisor shall
ensure that a legal basis for the detention and search (if applicable) is adequately articulated. In addition, the supervisor shall protect the anonymity of all parties involved by:

« Ensuring there are no identifying characteristics listed of the person(s) or suspect(s) being stopped (e.g., name of individual, license plate number, date of birth, booking number); and,
« Ensuring there are no identifying characteristics listed of the officer(s) involved (e.g., name, serial number, badge number).

Watch Commander's Responsibilities. Watch commanders shall be responsible for ensuring that supervisors review AFDRs for completeness and accuracy in a timely
manner.

Commanding Officer's Responsibilities. Commanding officers shall be responsible for ensuring that:

« All employees in their command adhere to established guidelines for the completion of the AFDRs; and,
« ALL AFDRs are reviewed by a supervisor in a timely manner.

Application Development and Support Division's Responsibilities. Application Development and Support Division shall:

* Process and maintain the AFDR data in an electronic database; and,
« Maintain and update the Officer AFDR Completion Guide and Supervisor AFDR Completion Guide, as necessary.

Racial and Identity Profiling Advisory Board Annual Report 2020 Appendices 48



Los Angeles Police Department

POLICE TRAINING AND EDUCATION — 2019 BIASED POLICING REDUCTION STRATEGY

Police Training and Education was requested to provide an update on the efforts being made in
training to provide a consistent and comprehensive Biased Policing Reduction Strategy
throughout Department training plan. This overview provides some history and context for the
priority this topic has had in Department training, and the need to continually evolve to help
shape the culture and core values of the Department.

Racial Profiling Training

In 1999, State Senator Kevin Murray (Drafted Senate Bill (SB) 1109, which required Racial
Profiling training for all officers. As a result, POST created a committee, including
representatives from LAPD, to design curriculum for all California law enforcement. The
committee developed Racial Profiling curriculum for academy level instruction, an initial five-
hour course for all in-service officers and also created the requirement that officers must be
retrained every five years on the topic of racial profiling. These requirements have been
implemented by the Department.

On November 2, 2000, the Los Angeles City Council and Mayor approved the Civil Rights
Consent Decree with the United States Department of Justice (DOJ). On June 15, 2001, the
Court formally entered the Consent Decree into law. Within the Consent Decree, one Paragraph
in particular, Paragraph 117, directly addressed the training needs as it relates to race, bias, and
the manner in which the Department policed diverse communities. Multiple other paragraphs
address related training requirements in regards to persons with mental illness, retaliation and
community relations to name a few.

Paragraph 117 of the Consent Decree states, “The LAPD shall continue to provide all LAPD
recruits, officers, supervisors and managers with regular and periodic training on police integrity.
Such training shall include and address:

e Cultural diversity, which shall include training on interactions with persons of
different races, ethnicities, religious groups, sexual orientations, persons of the
opposite sex and persons with disabilities, and also community policing.

e Fourth Amendment and other constitutional requirements, and the policy
requirements set forth in paragraphs 102-103, governing police actions in
conducting stops, searches, seizures, making arrests and using force; and

e Examples of ethical dilemmas faced by LAPD officers and, where practicable
given the location, type and duration of the training, interactive exercises for
resolving ethical dilemmas shall be utilized.”

Since 1996 the Department has been sending officers to the Museum of Tolerance for an eight-
hour course on diversity, discrimination, bias, community conflict, hate crimes and tolerance.
Prior to 1996 the Director of Training and Education and the Officer-in-Charge of the Human
Relations Unit at the Police Academy worked closely with the Museum to develop a law
enforcement specific course which ultimately was approved by POST and officers from all over
the state have attended. In 2001, the Department worked with the Museum to create a new
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course which included two segments: Beyond Diversity and Racial Profiling. Once POST
approved the Department entered into a contract with the Museum to send officers through the
new course. Since 1996, the Department has sent approximately 22,330 officers to the various
courses offered by the Museum. This number includes active officers and officers who are no
longer with the Department. This number does not include reserve officers or civilian personnel.

Racial Profiling Policy

In 2001, the Department created policy prohibiting racial profiling. This policy was integrated
into a number of in-service training classes. The term racial profiling was used interchangeably
with the term “biased policing”. In 2010, the Department adopted a policy replacing the term
“biased policing” with the term “constitutional policing” which included violations of
constitutional law. Constitutional policing was then integrated in Department training within
numerous courses. The concept of constitutional policing continued to evolve based on research
and national trends on the subject matter. The Department has evolved in the use and
understanding of terminology in this area from biased policing, to Fair and Impartial Policing, to
Implicit Bias, to Procedural Justice.

To further improve the Department’s response to concerns from the community regarding fair
and impartial policing, in 2003, the Department created the Diversity Training Review
Committee. The Department sought input from external stakeholders, including a variety of
affiliates from a range of organizations. Those organizations included, but was not limited to the
following groups:

City of Los Angeles, Human Relations Commission
City of Los Angeles, Mayors Office

City of Los Angeles Department on Disability
Greater Los Angeles Association for the Deaf
National Association for the Advancement of Colored People (NAACP)
University of California School of Public Policy
Los Angeles Unified School District

Museum of Tolerance

Anti-Defamation League (ADL)

California State University of Northridge (CSUN)
First African Methodist Episcopal (AME) Church
Los Angeles Times

University of Southern California

Los Angeles Urban League

The committee provided community and special interest input, including the recognition that the
Department had “silo” based training and recommended integration and cross referencing of
certain topics throughout training. It was emphasized that training on single blocks of instruction
was considered an outdated form of teaching complex topics with adult learners and that
Department training needed to evolve further in its’ methodology.
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The topic was of Constitutional and Biased Policing was presented to the Direct Reports at the
Senior Staff meeting and then at the General Staff meeting in 2010. The Chief of Police then
recorded a video on Constitutional and Biased Policing and required that all employees view the
video along with a Chief of Police Notice on the same topic. Additionally, during 2010, the
Department held a Department-wide Police Officer III+I meeting where customer service, and
issues of Biased Policing and Leadership were discussed. Training was also provided to all
Command Staff and sworn supervisors on the adjudication of Biased Policing complaints.

Fair and Impartial Policing Training

From 2014 to 2017, Fair and Impartial Policing (FIP) provided the next generation of progress in
Department training by including scientific research and clarification of the differences between
implicit and explicit bias, as well as discussions on strategies to minimize the impact of implicit
bias through contact theory and counter stereotype exposure.

An executive level course was delivered by Dr. Lorie Fridell and her staff to all Command
Officers (sworn and civilian) in December of 2014. The focus was twofold: first on individual
awareness and then on understanding how bias can influence management practices and systems.
The training was well received and it was determined that the Department would invest in a
Train- the-Trainer (TTT) course so the Department could deliver the course on Fair and Impartial
Policing in an efficient and cost effective manner to all employees. Given the national high
demand of the fair and impartial policing curriculum, the first TTT that could be scheduled was
in September 2015. Twenty-five cadre members were selected from 95 applications of sworn
and civilian Department employees. After the training was completed, the cadre met numerous
times to design a plan to address the ongoing training needs at different levels of the organization
(Academy, Police Sciences and Leadership I, Field Training Officers, Supervisors, Civilian, and
Command Staff).

Academy staff ensured that the fair and impartial policing concepts were addressed thoroughly in
academy curriculum and also in the Police Sciences and Leadership I training course that occurs
eleven-months post-graduation from the academy.

The next group the cadre focused on was Field Training Officers (FTO) who are required to
attend 24 hours of specific training every two years as required by POST. Given the current
national discussion in policing on the topic of FIP, the Department determined there was a need
to add an additional day to the FTO update Course to emphasize fair and impartial policing
mental illness, and interactions with the lesbian, bi-sexual, transgender, and questioning
(LGBTQ) community. Four hours are now dedicated to fair and impartial policing in the
updated 32-hour FTO course.

The Department Supervisor Update Course and Civilian Supervisor Course both have an existing
block on understanding and investigating complaints with a particular focus on bias policing
complaints. This existing curriculum for these supervisor schools have been evaluated and
updated.
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Procedural Justice Training

As the national discussion on policing expanded across the nation from 2013-2016, training on
Implicit Bias and Procedural Justice quickly came to the forefront as the Report on the
President’s Taskforce on 21% Century Policing was released in 2015. During 2017 there was a
Department-wide effort to train all officers with the research related to Implicit Bias. A deeper
understanding of implicit bias allowed for the next wave of learning to expand into the
application of internal and external procedural justice. Procedural justice is the concept that
involved parties are more likely to accept police legitimacy, irrespective of the outcome as long
as the process is deemed “fair.” This has been evolving as a cornerstone concept within the
examination of external police contacts, the efficacy of community interventions, and the
assessment of internal department processes.

In order to generate a more indepth understanding, the tenets of procedural justice
(trustworthiness, respect, neutrality and voice) have been integrated into academy training and all
promotional schools including Police Sciences and Leadership I/I1, Field Training Officer
Update, Supervisory School, Watch Commander School and Command Development. All
Command Officers shared a collective overview on Procedural Justice in December, 2018 and
the new quarterly leadership brief to be released in DP 4, highlights procedural justice for
Department Supervisors to review at roll call and squad meetings. The supervisors with
GED/Metro received a specialized training on procedural justice during March 2019 and in
April, the Direct Reports to the Office of Operations will also received a specialized training in
procedural justice. The Department recognizes that following the tenets of procedural justice will
positively impact the communities we serve, while minimizing responses potentially related to
implicit bias.

Current Curriculum Content-

The following section describes what is taught relative to Procedural Justice (including implicit
bias and racial profiling) at the various levels within the Department. It is a comprehensive list
across several different courses because implicit bias can be present in a number of different
ways and should not be limited to only race.

o Regular Basic Course (recruit training): In 2015, police recruits in the Academy received
content related to fair and impartial policing and implicit bias throughout their six-month
academy training. The eight hours of training from the Museum of Tolerance is specific to
this subject however these concepts are reinforced throughout the academy training during
scenario debriefs and specifically during the 3.5-hour pedestrian stops segment. During this
segment the instructor defines biased policing, teaches the history of the Civil Rights
movement, includes legal considerations, and discusses the negative impact of biased
policing on individuals in the community. By 2017, content was expanded to include the
tenets of Procedural Justice. The below chart identifies several areas where these content
areas are integrated into the basic academy course.
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ACADEMY CONTENT RELATED TO INCREASING UNDERSTANDING AND REDUCING BIAS

Class Name Event Session | Week | Hours | LD Description
No.
Transition from Civilian to Event 1/ Police Discussion on Officers transition
Sworn Sciences 1 1 1| 42 | tosworn
You as a Culturally Diverse Cult Diversity/Police Discussion on Community
Community Science 2 1 3 | 42 | Diversity
Event 1/ Police CAPRA Discussion / Problem
"C" is CAPRA Science 3 1 1 1 | Solving
Event 1/ Police Cultural Diversity /
Sexual Harassment Science 4 1 3 | 42 | Discrimination
Basic Racial Profiling/Biased
Policing PED Stop 10 3 3.5 | 42 | P.O.S.T 1070 Course
Communications Skills Traffic Enforcement 3 5 1 3 | 8-Step /5 - Step Scenarios
Traffic Stop-Male provides
female 1.D. Traffic Enforcement 4 5 1 3 | 5-Step/ Scenarios
Traffic Stop-Scenarios Traffic Enforcement 12 7 2 | 28 | 8-Step /5 - Step Scenarios
Crimes Against
LGBTQ Persons 2 7 4 | 95 | Case Studies
Crimes Against Case Studies and Museum of
MOT + Hate Crimes Persons 8 11 8 | 42 | Tolerance
Scenarios DV-COP-Ethical
dilemma Family Violence 7 13 3 | 25 | Domestic Violence Studies
Event 1/ Police Recruit Officers Transitioning to
Police in Transition Sciences 4 21 3 1 | Police Ofcr

* Tutorials

* Additional Test Remediation
LD28

e Police Sciences and Leadership I (PSLI): The Department fully implemented the Police
Sciences Leadership I training course in January of 2016. This course is taught to all new
officers who have graduated the academy and are generally in their eleventh month of their
twelve-month probationary field training program. This course was designed to build on the
basic academy training and integrate experiences from their field experience during the first
week and is then followed by the completion of the 40-hour course, Mental Health
Intervention Training (MHIT).

In addition to leadership, emotional intelligence and investigative skills, the course currently
includes four hours of education on Implicit Bias as presented by Dr. Bryant Marks. The
module defines bias and bias policing with an academic discussion that includes how humans
establish bias, the difference between implicit and explicit bias, stereotypes, policing’s
negative history, and how all people tend to judge themselves by their intentions but they
typically judge others by their actions. Empathy, contact theory and procedural justice are

presented as ways in which to over-come the negative impact of bias.
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Day two includes a module called Care of Victims and Witnesses that focuses on the victim
and the victim’s fears. The concept of “suspending one’s own frame of reference” is
introduced. This is intended to prevent an officer from becoming de-sensitized to the trauma
victims experience due to over-exposure to crime and trauma throughout an officer’s career.
Bias is again discussed.

Day three includes a 1.5-hour Procedural Justice module and requires all participants to turn
in a written assignment on Procedural Justice and law enforcement. The discussion of bias is
again discussed.

Additionally, blocks of instruction called Use of Force Philosophy and Use of Force
Mindfulness - include additional teachings on bias and its impact on police-community
contacts. These modules together are an additional 5.5-hours.

e Police Sciences and Leadership II (PSLII): After PSL I during the 11" month in the field,
academy classes are returned to training as a class two years later (during their 3™ year on the
job) for PSLII. During this one week course, there is a return to basics and scenarios in all
skill areas including de-escalation, procedural justice, ethics, and peer support. The week
closes out with an overview of the Use of Force process and the final activity is a
presentation from Critical Incident Review Division where they have to determine how to
apply the criteria for a Use of Force adjudication.

o Various In-Service Training: As part of the ongoing training and education efforts required
by POST, all officers must complete updated training on biased policing every five years.
Currently, as discussed earlier sworn employees undergo updated training through ten hours
of training at the Museum of Tolerance (Beyond Diversity: Integrity as a Tool for Building
Community Trust and Racial Profiling Update). This training enhances an officer’s
understanding of biased policing, the Civil Rights movement, and legal, ethical, and
community considerations.

The Museum of Tolerance courses are described below:

OT 232 Cultural This course is a diversity of awareness workshop utilizing the dynamics of a
Diversity, Tools for | highly interactive technology based Museum of Tolerance Facility to promote
Tolerance understanding of prejudice and intolerance for both in-service and basic

academy law enforcement agency personnel in public contact positions as
approved by the Department head.

OT242 Building This course is made of two separate —

Community Trust COURSE 1 The Beyond Diversity: Integrity as a Tool for Building
Community Trust (6 Hour) This course advances the tools introduced in the
Tools for Tolerance® Cultural Diversity Program. Law enforcement personnel
examine the efficacy of respect and trust as tools for building productive
relationships with diverse communities. Integrity is introduced as a
fundamental element in building trust and respect. Participants explore the
concept of integrity and how to build integrity to ensure ethical decision-
making.
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COURSE 2 Racial Profiling Update: (4 Hour) This course meets the
mandate requiring racial profiling update training. This class provides students
with an updated and enhanced understanding of racial profiling. Using the
prior POST training as a template, this course utilizes videos and interactive
activity to further explore the five areas defined in the original 5-hour training:
Defining Racial Profiling, Legal Considerations, History of Civil Rights,
Community Considerations, and Ethical Considerations.

e September 2014: The Department’s Mental Health Intervention Training 40-hour course
which teaches officers effective interactions with people with mental illness and
developmental disabilities is now required training for all patrol officers to attend this course.
The course addresses the American Disabilities Act (ADA) and the need for equal
application of the law to people protected by the ADA. Further, the topic of stigma and/or
bias related to mental illness, homelessness, PTSD, and suicidality is explored as it is related
to potential referrals, treatment, family involvement and calls for police service.

e July 2015: The Department created a S-hour block of instruction on Preservation of Life and
Building Public Trust. This training was delivered to the entire Department and contained
segments focused on Constitutional Policing and the prohibition of biased policing.

o June 2016: In the Field Training Officer (FTO) Update, FTOs must understand their own
bias and be able to effectively address bias in a new officer, therefore, a module on fair and
impartial policing has been added to the 32-hour course.

e March to October, 2017: Implicit Bias Training (4 hours) was delivered to 9, 188 LAPD
employees by Dr. Bryant Marks. Trainers throughout the Department who train in this
content area were responsible to integrate content and ensure consistency with ongoing
Department Training.

o LGBTQ Cultural Competency Training in Roll Call — this is a Department-wide effort to
increase the understanding of the LGBTQ communities across the Department. Specialized
teams of officers and community members are attending roll calls at every Division
throughout 2019. A newly approved Transgender Employee Handbook has been created to
support employees and supervisors in knowing Department resources and direction for
providing a safe and inclusive environment for all employees.

o Supervisory Development Course: Internal Affairs teaches a two-hour block of instruction
on Constitutional Policing, which is teaches how to conduct bias policing investigations.
This includes identifying what bias policing is and reinforcement of the policy prohibiting it.
After the report to the Board of Police Commissioners in 2018, the content was again
reviewed and updated.

Racial and Identity Profiling Advisory Board Annual Report 2020 Appendices 55



Los Angeles Police Department

POLICE TRAINING AND EDUCATION — 2019 BIASED POLICING REDUCTION STRATEGY

o Watch Commander School Course: The concepts of anti-bias are discussed in segments
about public scrutiny, public distrust of law enforcement, detentions and arrests, and the 4%,
5% 6™ and 14" amendments. Additionally, the course covers the following:

o Reinforces that detentions shall not be based on race, color, ethnicity, or national origin
and the responsibilities of a watch commander in supervising and signing booking
approvals.

e Complaint investigations and the need to identify if there is discrimination (e.g. on the
basis of race, ethnicity, gender, religion, national origin, sexual orientation or disability),
including improper ethnic remarks and gender bias.

o Conflict Resolution Training — Through partnership with Pepperdine University, the
Department has invested in securing outside funding for Detective, Sergeant and Lieutenant
level supervisors to attend a four-day training in Conflict Resolution. This training
incorporates an understanding of bias and how to understand others in the midst of conflict
resolution efforts. As of January, 2019, there were sixty-six supervisors who had attended.
Additionally, all Command Staff (130) attended a shortened two-day version of this course in
the Spring of 2018.

o Command Development: The curriculum for the Command Development course, presented
to those on the Captain and Police Administrator lists, has a module on cultural diversity and
discrimination which has been taught since 1992. This module includes bias, stereotypes,
impacts internally and externally, diversity and unlawful discrimination. This class has had
numerous revisions over the years as the Department has had to incorporate lessons learned
from various law suits, legal updates, and nationwide trends.

Mr. Arif Alikhan personally teaches the block of Constitutional Policing at Command
Development, which is focused on policy prohibiting biased policing and the constitutional
enforcement of the law during public contacts. Additionally, senior Command Officers teach
classes on building public trust and the importance of our Department’s challenges with
minority communities and the need to build public trust.

o Leadership Enhancement And Development Sessions (LEADS) —In 2018, at the first LEADS

training under the direction of the new Chief of Police, an overview was provided on
Procedural Justice to all Command Staff.

Racial and Identity Profiling Advisory Board Annual Report 2020 Appendices 56



Los Angeles Police Department

POLICE TRAINING AND EDUCATION - 2019 BIASED POLICING REDUCTION STRATEGY

Response to the BOPC from the 2018 PSB Report:

In addition to the comprehensive training efforts listed above, key training initiatives were
outlined in the last PSB report to the Board of Police Commissioners and progress on each items
have been listed below:
1. Leverage supervisors to provide in-person training to officers
a. Supervisor School and Watch Commander School were both updated in the Fall
of 2018 in collaboration with PSB. Additionally, all supervisors will be given
training on how to review Body Worn Video from three different perspectives; 1)
Legal and Policy Considerations; 2) Tactical Considerations; and 3)
Considerations related to Procedural Justice
b. Quarterly Leadership Briefs — have been introduced on the LAN page next to the
Chief’s message to provide the Chief’s leadership expectations and key debriefing
points for supervisors during roll call and squad meetings. This will provide the
Chief an opportunity to provide a quarterly message to Department leaders.

2. Leverage technology to provide interactive, uniform messaging on policy and best
practices to all officers.

a. All officers have been required to complete three key elearning modules related to
reinforcing constitutional policing and ensuring the legality of every stop. The
completion of these courses are due by the end of DP4.

i. Consensual Encounters
ii. Probable Cause
iii. Resonable Suspicion

b. Production of a new elearning is underway and will outline the new Alternative
Complaint Resolution (ACR) process that is being finalized through PSB. Once
the process is finalized, the elearning will provide a review of key topics related
to the prevention of bias as well as an informational guide to the new program.

3. Develop specific targeted training for Area Divisions with high volume of biased
policing complaints as identified by Professional Standards Bureau (PSB).

a. In collaboration with the Los Angeles Women'’s Police Officer’s Association
(LAWPOA), the Department is able to benefit from an outside grant that provides
a specialized Community — Police Experience. The pilot of this program started
with a day of officer training (April 2) and a day of community training (April 4),
and then a shared experience (April 11" that incorporates understanding from
both the community and law enforcement experience. The grant provides an
opportunity to deliver this training in each of the four geographical Bureaus. A
greater number of officers from the higher volume areas will be allowed to attend.

b. Specialized training was designed and implemented for all officers assigned to
Gang Enforcement Details and the Metro Units assigned to work with them. This
training, Best Practices in Proactive Policing, was delivered to all officers and
supervisors in these units during January, 2019. A subsequent follow-up meeting
with all supervisors was conducted in March with a refresher on legal matters and
a more in-depth training on Procedural Justice. A total of 549 officers/supervisors
were trained.
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c. Research on Implicit Bias as presented previously to the BOPC indicates that the
best kinds of interventions related to the reduction of bias have to do with Contact
Theory, Habit-Breaking Strategies and Mindfulness.

d. As previously mentioned, all Divisions will be receiving the specialized training
on LGBTQ Cultural Competency and additional outside training opportunities are
being evaluated.

4. Develop Command Staff as experts in engaging with the community through
Bureau Town Hall Meetings and LEADS Training

a. On November 1, 2018, all Command Officers received three hours of training on
“Public Engagement: A Vital Leadership Skill in Difficult Times” by the Dean of
the School of Public Policy at Pepperdine, Pete Peterson, and the former Chief of
Police from San Luis Obispo, Deborah Linden.

b. Community Engagement is also covered extensively in the Command
Development Course for new Commanding Officers.

S. Institute a Biased Policing Complaint Overview and Video Review

a. Development and production of this video has been slower due to the need for the
Department-wide production of the first three elearning courses from Item 2 and
the implementation of the new Quarterly Leadership Briefs.

b. To complete this intiative, additional information is also needed in order to
convey accurate and current information about the new ACR program.

c. The current video review form being introduced to supervisors and watch
commanders should be able to assist with the completion of this item.

Conclusion

The Department has a long history of training that originally began with cultural diversity
training, then diversity and discrimination training and today includes cultural diversity,
discrimination, biased policing, procedural justice and fair and impartial policing topics. The
Department learned through error that such training should not be developed in isolation. Since
the early 1980’s and continuing through today, the Department partners with various advocacy
groups, professionals, community members, educators and other law enforcement agencies when
designing this type of critical training. It is not enough to simply prohibit biased policing in
policy, but constitutional policing and the emphasis on Department Core Values must be taught
and reinforced throughout the Recruit Basic Course, In-Service Training, and all supervisor and
management schools.

It is critically important that the Department remains focused on continuous improvement in the
design, development and delivery of courses that educate employees on these most important
subjects. The Department will continue to partner with external resources, including community
members to continue the evolution of such training such that it may better serve the community
of Los Angeles.
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INTRADEPARTMENTAL CORRESPONDENCE

October 31, 2019
1.1
TO: The Honorable Board of Police Commissioners

FROM: Chief of Police

SUBJECT: EFFORTS TO REDUCE THE NUMBER OF BIASED POLICING
COMPLAINTS

RECOMMENDED ACTION

1. That the Board of Police Commissioners REVIEW and APPROVE this report.

DISCUSSION

On April 24, 2018, the Board of Police Commissioners (BOPC) directed Professional Standards
Bureau and the Office of Operations to work together on strategies to (1) reduce the number of
biased policing complaints; (2) increase participation in the complaint mediation program; and
(3) deploy specially trained supervisors to conduct Alternative Complaint Resolution facilitations
in the field when biased policing is alleged. The purpose of this report, with input from the
Director of Police Training and Education, is to provide an update on the status of the
recommendations presented to the BOPC on July 17, 2018.

If you have any questions, please contact Commander Michael Hyams, Commanding Officer,
Internal Affairs Group, at (213) 996-2986.

Respectfully,

MIC ORE
Chief of Police

Attachment
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Efforts to Reduce the Number of Biased Policing Complaints
October 30, 2019

On April 24, 2018, the Board of Police Commissioners (BOPC) directed Professional Standards
Bureau (PSB) and the Office of Operations (OQ) to work together on strategies to (1) reduce the
number of biased policing complaints; (2) increase participation in the Community-Police
Unification Program, the Department’s complaint mediation program; and (3) deploy specially
trained supervisors to conduct Alternative Complaint Resolution (ACR) facilitations in the field
when biased policing is alleged.! The Department presented its response and recommendations
to the BOPC on July 17, 2018.

Because alternative dispute resolution has been shown to increase understanding and improve
public trust, strategies to increase participation in the ACR process and mediation were
proposed.

Officers who participate in the mediation process report an understanding that if they took a little
more time explaining what they are doing in the field, they might be able to prevent some biased
policing complaints. Similarly, complainants who engage in the mediation process frequently
report a better understanding of why the officers acted as they did during the contact. As we
increase public trust and understanding, we anticipate the reduction of biased policing
complaints.

The purpose of this report is to provide an update on the status of those recommendations. This
report includes:

¢ Biased policing complaint and mediation summary statistics for 2018;

e Review of body worn and digital in-car videos to identify training issues;

e Police Training and Education’s 2019 biased policing reduction strategy, which
incorporates procedural justice throughout the Department’s training plan;

¢ A summary of the proposed Alternative Complaint Resolution pilot program;

o Information regarding an Office of the Chief of Police Notice to highlight the importance
of the complaint mediation program, encourage participation, and clarify misconceptions.

Biased Policing Complaint and Mediation Summary Statistics for 2018

In 2018, 274 biased policing complaints were initiated involving 463 officers. The distribution
of biased policing complaints initiated for 2018 was similar to 2016 and 2017.

# Complaints 2016 2017 2018
Total Initiated 3,393 3,189 3,535
Biased Policing 305 282 274

1 The BOPC also requested that the Department and Office of the Inspector General work with the City Attorney’s
(CA) Office to recruit mediators to respond for immediate field interventions when biased policing Is alleged and
the complainant prefers a medlator from outside the Department. After discussions with the CA’s Office, it has
been determined this proposal is not feasible with the limited number of volunteer mediators available.
Nevertheless, mediator recruitment efforts are ongoing.
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Los Angeles Police Department

Areas with highest incidence of BP complaints based on number of complaints

# | Bureau Area # of Complaints
1 | South Southwest 34 (12.4%)
2 | south 77th Street 32{11.7%)
3 | Central Central 29 (10.6%)
4 | West Wilshire 23 (8.4%)
5 | West Hollywood 20 (7.3%)

Assignments with highest incidence of BP complaints based on number of complaints

# | Assignment Type # of Complaints # of Officers
1 |Patrol 125 239
2 |Metropolitan Division 28 51
3 |Traffic Enforcement 28 30
4 |Gang Enforcement 25 50
5 |Patrol - Specialized Enforcement 17 29

Assignments with highest incidence of BP complaints based on complaints per 100 officers

# | Assignment Type Complaints per 100 # of Complaints
1 | Traffic Enforcement 11.9 28
2 | Patrol - Specialized Enforcement 7.2 28
3 | Gang Enforcement 5.9 25
4 | Metropolitan Division 4.9 17
5 | Patrol 4.6 125

In 2018, the Department completed investigations into 247 biased policing complaints which

listed 403 accused officers.

o Ofthe 403 listed as accused, 375 could be identified and 28 could not.
e Ofthe 375 known accused officers, 25 officers had two or more biased policing complaints,
o 24 officers had two biased policing complaints.
o One officer had three biased policing complaints.
o Intotal, the 25 officers were associated with 44 biased policing complaints resulting from
the following type of encounters:

Type of Encounter # of Complaints (%)
Pedestrian Stop 7 15.9%
Radio Call 12 27.3%
Traffic Stop 20 45.5%
Other? ~ 5 11.4%
Total 44 100.0%

2 Other encounters included citizen flag-downs, encounters with officers at police stations and detention facilities,
detective foliow-up investigations, and 9-1-1 phone calls,
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e The biased policing allegations adjudicated during 2018 were closed as Unfounded,
Demonstrably False, Mediated, Insufficient Evidence to Adjudicate, Not Resolved, or
Actions Could Have Been Different.

Review of Body Worn/Digital In-Car Videos

As part of the effort to reduce the number of biased policing complaints received, it was
requested that Internal Affairs Group (IAG) review videos from biased policing complaints to
determine whether training issues specific to each Area or assignment could be identified. In
total, 94 biased policing complaints and the available videos associated with 76 of those
complaints were reviewed.

Method

The biased policing complaints initiated between January 1 and June 30, 2018 were reviewed for
this report. The number of complaints was further narrowed to complaints from the five areas
with the most biased policing complaints, and to two assignments types: Metropolitan Division
and traffic divisions.’ A single biased policing complaint usually has more than one accused
officer, consequently, a review of videos associated with each complaint usually requires the
viewing of multiple Body Worn Videos (BWYV) and/or Digital In-Car Videos (DICV).

The table below details for each of the five areas and two assignment types the number of biased
policing complaints initiated between January 1 and June 30, 2018, and the number of those
complaints that had video recordings available for review.*

Area/Assignment | No. of Complaints Complaints with Video
1. Central 15 11
2. Southwest 14 14
3. Wilshire 13 12
4. Hollywood 12 10
5. 77th Street 8 6
1. Metropolitan 17 10
2. Traffic 15 13
Total 94 76
Observations

3 Because most assignment types (e.g. patrol) usually overlap with areas, only Metropolitan Division and traffic
divisions were selected for review since the assignments are discrete and/or separate from the Area entities.

4 Not all complaints had videos available for review. The reason video was unavailable varied. For example, some
complaints were made against Unknown officers; others involved employees not normally assigned video cameras,
such as Security Officers or Police Service Representatives; some involved employees working off-duty; and some
complaints involved incidents that occurred before the accused employees had been issued video equipment but
were not initiated by the complainant until recently.
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Common issues found in some bias policing complaints

Officers engaging in argument or debate with the complainant

During the encounters reviewed on video, the people detained often questioned officers as to the
reason and/or validity of the stop, sometimes in a very hostile manner. Usually, officers
attempted to explain the reasons for the stop and what the law authorized officers to do in such
situations, but officers sometimes responded by engaging the complainants in argument. While
engaging complainants in debate is not necessarily misconduct, based on the videos reviewed, it
did not help to reduce the conflict.

Officers requiring complainant to exit a car though complainant is otherwise complying

In some of the videos reviewed, after initiating a traffic stop, officers required the driver to exit
the vehicle for officer safety, In many cases, officers did not require this; instead, they walked
up to the driver after the windows were rolled down and spoke to the driver through the window.
Usually, complainants complied with the officers’ request for documents, but at the same time,
many also loudly questioned the reason and/or validity of the stop, often using profanity. In
some of these instances, officers responded by requiring the drivers to exit the vehicle, leading
complainants to question if they were being pulled out of their cars for expressing opinions the
officers did not like.’ In some cases, officers required the occupants to exit the vehicle before
approaching, This typically occurred during investigative stops in areas with a high incidence of
violent crime.

Training Plan to Reduce Biased Policing Complaints

It is not enough to simply prohibit biased policing in policy, but Constitutional policing with an
emphasis on the Department Core Values must be taught and reinforced through continuous
training. Progress on the key training initiatives is outlined below:

Leverage supervisors to provide in-person training to officers. In the fall of 2018, Supervisor
School and Watch Commander School were updated in collaboration with Internal Affairs Group
to include current policy and procedure related to the identification of biased policing
allegations, complaint intake and the immediate adjudication of demonstrably false complaints.
Classroom exercises with scenarios were added for practical application.

Currently, the Supervisor School has been redesigned and the training cadre will assist new
supervisors on how to review body worn video from three different perspectives: 1) legal and
policy considerations; 2) tactical considerations; and 3) considerations related to procedural
justice. The redesigned Supervisor School was successfully piloted in Déployment Period (DP)
9 with the current cadre of instructors.

Quarterly Leadership Briefs have been introduced on the Local Area Network (LAN) next to the
Chief’s Message to provide the leadership expectations of the Chief of Police and key debriefing

35 There were also instances in which officers simply allowed the drivers to vent, but these incidents often resulted in
lengthy encounters.
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points for supervisors during roll call and squad meetings. This gives the Chief an opportunity to
provide a quarterly message to Department leaders. The first Leadership Brief was issued in

DP 13, 2018, and discussed Consensual Encounters. The second issue on Procedural Justice was
published in DP 3, 2019. The third and most recent issue, Wellness: Resiliency and Recovery,
was published DP 9, 2019.

Leverage technology to provide interactive, uniform messaging on policy and best practices.
All officers were required to complete three key eLearning modules related to reinforcing

Constitutional policing and ensuring the legality of every stop by the end of DP 4. The modules
are listed below along with Department-wide course completion rates as of October 23, 2019:

Modules Completion Rates
Consensual encounters 79%
Pat-down searches 78%
Reasonable suspicion 77%

The Department is continuing to explore online and technology-related methods to relay
important messages on policy and best practices. The production of a new eLearning course is
underway to outline changes to the Alternative Complaint Resolution process. Further detail on
the ACR pilot program and the training course are discussed in the Alternative Complaint
Resolution Pilot Program section (Page 7). Once the process is finalized, the course will provide
a review of key topics related to the prevention of bias as well as an informational guide to the
pilot program.

Develop targeted training for Areas/divisions with a high volume of biased policing complaints.
In collaboration with the Los Angeles Women Police Officers and Associates (LAWPOA), the

Department is benefitting from an outside grant that provides a specialized community — police
experience. The pilot program started with a day of officer training (April 2), a day of
community training (April 4), and a shared experience (April 11*) that fosters understanding
between the community and law enforcement.

LAWPOA provided feedback on the first pilot class and both the officers and the community
members renamed the course to be “C3: Community, Cops and Conversations.” Overall, the
training was received positively by both officers and community members, and the combined
average rating for the course was 9.6 out of 10. The next class occurred in West Bureau between
September 24™ and 26™, 2019 at the Islamic Center of Southern California and had similar
positive results.

Specialized training was designed and implemented for all officers assigned to gang enforcement
details and Metropolitan Division. The training, Best Practices in Proactive Enforcement, was
delivered to all officers and supervisors in these units in January 2019. A subsequent follow-up
meeting with all supervisors was conducted in March with a refresher on legal matters and more
in-depth training on procedural justice. In total, 549 officers and supervisors were tramed
Surveys distributed after the presentations showed positive feedback, with an average rating of
8.9 out of 10.
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Develop command staff as experts in engaging with the community through bureau town hall

meetings. On November 1, 2018, all command officers received three hours of training in a
course titled, “Public Engagement: A Vital Leadership Skill in Difficult Times” by the Dean of
the School of Public Policy, Pepperdine University, and the former Chief of Police, San Luis
Obispo Police Department. Community engagement is also covered extensively in the
Command Development Course for new commanding officers. Ongoing development for
existing command staff is covered in LEADS (Leadership Enhancement and Development
Sessions), where current topics related to community engagement and priorities of the BOPC are
regularly covered.

Institute a Biased Policing Complaint Qverview and Video Review. Although this initiative has
been delayed due to other projects, the intent is to produce a video for all accused employees
receiving a biased policing complaint. The video would include information on what to expect
and a self-guided debriefing to reflect on their actions/responses based on issues identified by
Internal Affairs Group. These issues are: 1) officers engaging in argument or debate with the
complainant, and 2) requiring the complainant to exit a car though he/she is otherwise
complying, assuming there are no other safety issues.

Ongoing Training Initiatives.

Research on implicit bias as previously presented to the BOPC indicates that the best
interventions to reduce bias are related to contact theory, habit-breaking strategies, and
mindfulness. In 2017, a four-hour course, Implicit Bias Training, was completed by 9,188
Department employees. Every Police Sciences Leadership class continues to receive this
training. While implicit bias is a concept to be understood, understanding alone does not provide
a solution. In recent years, however, the ongoing utilization of procedural justice practices has
been seen as a way to mitigate potential bias.

The Department has been committed to the integration of procedural justice as a guiding
principle throughout training and Department practices as identified in the supervisor review of
BWYV, the recent Leadership Brief and in the training designed for gang enforcement details and
Metropolitan Division at the beginning of the year. Starting in January 2020, recruits in the
academy will receive eight hours of Principled Policing, which includes procedural justice and
implicit bias training along with another four hours integrated into scenario training. Academy
instructors are currently going through the POST approved Train the Trainer courses to ensure
they can confidently facilitate this course. To coincide with this effort, field training officer
(FTO) instructors are also attending this course to ensure there is parallel content on Principled
Policing in the newly revised curriculum for the next FTO Update Course.

Several efforts have been made this year to increase awareness and understanding of the LGBTQ
community. In DP 5, a roll-call training on “Just Ask™ was presented Department-wide and
assisted in the understanding of the use of pronouns in the LGBTQ community. Additionally, all
divisions are receiving specialized roll-call training on LGBTQ Cultural Competency throughout
2019. Specialized teams of officers and community members are attending roll calls City-wide
to provide this training,

Understanding different kinds of potential bias is critical for the duties of a police officer. As
such, bias is also addressed in the FTO Update Course, Mental Health Intervention Training, and
Gang Intervention Training.
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Alternative Complaint Resolution Pilot Program

It was recommended that the Department deploy specially trained supervisors to conduct
Alternative Complaint Resolution facilitations in the field when biased policing is alleged. A
three-year pilot study, Alternative Complaint Resolution Revised - Pilot Program, is pending and
set to begin January 1, 2020.

Although complaints of biased policing are not eligible for the ACR process according to current
procedure, under the pilot program, selected biased policing complaints may be eligible for ACR
when conducted by supervisors who have specialized training. It is limited to public complaints
of biased policing and/or discourtesy with no additional allegations or only additional minor
allegations of misconduct, including some unlawful detentions or searches.

Police Training and Education is developing an eLearning course to update employees on the use
of and changes to the ACR process. Supervisors who have completed the eLearning and a
course in conflict resolution, such as the Straus Institute for Dispute Resolution through the
Pepperdine School of Law; Basic Mediation Training — Los Angeles City Attorney’s Office; or
any dispute resolution course approved by Internal Affairs Group, will be authorized to conduct
ACRs to resolve biased policing complaints.

The pilot is subject to the meet and confer process with the respective collective bargaining units,

Office of the Chief of Police (OCOP) Notice

One of the recommendations was to prepare an OCOP Notice to all personnel emphasizing the
significance of participating in the mediation program and its impact on building public trust.
The Notice, which was published August 13, 2019, highlights the importance of the complaint
mediation program, encourages participation, and clarifies misconceptions.
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LOS ANGELES POLICE DEPARTMENT

P.O. Box 30158

Los Angeles, CA 90030
Telephone: (213) 486-0150
TTY: (877) 275-5273

Ref #: 14.1

MICHEL R. MOORE
Chief of Police

ERIC GARCETTI
Mayor

December 2, 2019

Anna Leah Rick

California Department of Justice
Civil Rights Enforcement Section
1515 Clay Street, Suite 2100
Oakland, CA 94612

Dear Ms. Rick:

The California Department of Justice (DOJ), Racial and Identity Profiling Advisory (RIPA)
Board conducted a review of bias policing policies and current complaint forms of Wave 1
California law enforcement agencies, including the Los Angeles Police Department (LAPD).
The RIPA Board obtained the LAPD’s policy and complaint form via LAPD’s online website
with no additional information reviewed. As a result, the RIPA Board found the LAPD’s bias-
free policing policy to be lacking in four of the ten components used as a reviewing metrics.
Additionally, the LAPD was found to be deficient in one of the eight complaint form criteria
reviewed.

Policy on Bias-Free Policing

The RIPA Board found the LAPD to be deficient in the following four categories related to the
bias policing policy review:

Uses of concrete definitions of bias-free policing and/or racial and identify profiling;
Component on racial and identity profiling training;

Component on data analysis; and,

Supervisory Review.

The following information and attached Addenda provide current Department policies and
procedures that address each of the four categories rectifying the determined deficiencies.

Uses Concrete Definitions of Bias-free Policing and/or Racial and Identity Profiling

The LAPD identifies a concrete definition of what bias policing includes and its prohibition in all
law enforcement activity in the opening statement of Department Manual Section 1/345, Policy
Prohibiting Biased Policing (Addenda 1):
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Discriminatory conduct on the basis of an individual’s actual or perceived race, religion,
color, ethnicity, national origin, age, gender, gender identity, gender expression, sexual
orientation, disability, immigration or employment status, English language fluency or
homeless circumstance, is prohibited while performing any law enforcement activity. All
law enforcement contacts and activities, including, but not limited to, calls for service,
investigations, police-initiated stops or detentions, and activities following stops or
detentions, shall be unbiased and based on legitimate, articulable facts, consistent with
the standards of reasonable suspicion or probable cause as required by federal and state
laws.

Further, the LAPD published an Office of the Chief of Police Notice, dated November 15, 2010,
entitled, Constitutional Policing and Biased Policing (Addenda 2) which further defines biased
policing:

The fact that it is ultimately determined that the person you stopped committed a traffic
violation or equipment violation may still result in a finding that you violated this policy
if it is determined that your initial decision to conduct the stop was based not on the
violation itself, but rather on any of the prohibited factors listed above.

In both the LAPD manual and Department-wide notice, the LAPD unequivocally reaffirms its
policy of bias-free policing and includes immigration or employment status, language fluency,
and homeless circumstance as protected classes further mandating its employees to provide
Constitutional Policing to all Angelenos.

Component on Racial and Identity Profiling Training

Due to ever-changing legal and Peace Officer Standards Training (POST) mandates, the LAPD
does not outline training requirements or curricula within the manual; however, the Department
ensures officers, supervisors, and command staff alike receive bias policing training as required
by law and state mandates. Moreover, the LAPD has a long-standing history of developing and
incorporating biased policing training within its course curriculum.

Since 1996, officers have attended an eight-hour training course at the Museum of Tolerance
focusing on diversity, discrimination, bias, community conflict, hate crimes, and tolerance. In
2001, the LAPD worked with the Museum of Tolerance to develop a POST-approved course
which includes two segments: Beyond Diversity and Racial Profiling. Since 1996,
approximately 22,330 LAPD officers have attended these trainings.

From 2004-2017, the LAPD included scientific research and clarification of the difference
between implicit and explicit bias as well as utilization of contact theory and counter stereotype
exposure in its Fair and Impartial Policing Training.

In response to the President’s Taskforce on 21* Century Policing report, a Department-wide

effort was made in 2017 to train all officers on implicit bias and procedural justice. These
concepts have since been integrated into various Department curriculum which include, but are
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not limited to, the Regular Basic Course, Field Training Officer School, Supervisory School,
Watch Commander School, Command Development, Police Science Leadership Course I and II,
leadership briefs, and roll call training.

In March 2019, the Director of the Office of Constitutional Policing and Policy (OCPP)
conducted a four-hour training for all personnel assigned to Gang Enforcement Details and
Metropolitan Division encompassing procedural justice, the impacts on our communities, and
responses to our implicit biases.'

The Department has focused its efforts on addressing conflict and providing a voice to
community members through two focused courses: Conflict Resolution for Law Enforcement
and Community, Cops, and Conversations. In conjunction with the Straus Institute for Dispute
Resolution at Pepperdine University’s School of Law, the Department developed the Conflict
Resolution Course for Law Enforcement which teaches tactical and interpersonal skills to
address conflicts that occur in the field.

Community, Cops, and Conversations is a three-day course where one day is focused on officer
training, a second day for community members only, and a third training day bringing officers
and community members together to discuss their shared experiences. The goal of the training is
to foster understanding between the community and law enforcement.

The Department remains committed to developing training to reduce incidents of bias policing
and provide tools to ensure effective communication with community members throughout Los

Angeles.

Component on Data Analysis

In May 2018, the LAPD published a notice to comply with Assembly Bill 953 (The Racial and
Identity Profiling Act of 2015) requiring California law enforcement agencies to collect
perceived demographic and other detailed data on police interactions with members of the
publish. As such, the LAPD implemented new procedures for officers, detectives, and
supervisors as outlined in the attached notice (Addenda 4 — Office of the Chief of Police Notice,
dated May 31, 2018, entitled, Expanded Automated Field Data Report Completion Requirements
and System).

The data collected is analyzed by the Department through a Steering Committee which meets
every four weeks. The committee consists of the Director of OCPP as Chair, Director of Office
of Operations, Director of Office of Support Services, Director of Office of Special Operations,
Office of the City Attorney, Board of Police Commissioners, and the Inspector General. Policy,
procedures, training, and other recommendations based on the analysis is developed through the
Steering Committee.

Additionally, the LAPD is developing a Stop Data Dashboard to analyze the 56 data points that
are collected via the Automated Field Data Report. The dashboard will give commanding
officers at the geographic Areas insight into the types of stops being conducted, reasons for

1 Police Training and Education — 2019 Biased Policing Reduction Strategy provides a history of LAPD’s bias policing training as well as
detailed information of current training courses required of officers, supervisors, and command staff (Addenda 3).

Racial and Identity Profiling Advisory Board Annual Report 2020 Appendices 69



California Department of Justice

Civil Rights Enforcement Section Los Angeles Police Department
Page 4 :

14.1

stops, searches conducted, and actions taken by officers in the field.

Further analysis is conducted by the Professional Standards Bureau in the Efforts to Reduce the
Number of Biased Policing Complaints Report presented to the Board of Police Commissioners
each quarter (Addenda S). The report details analysis of biased policing complaint data and
strategies to reduce the number of complaints, increase participation in the complaint mediation
program and Community-Police Unification Program, and deploy specifically trained
supervisors to conduct Alternate Complaint Resolution facilitations in the field.

Supervisory Review

While not delineated in the Policy Prohibiting Biased Policing, the Department reiterates the
responsibilities of supervisors and command staff via notices, in-service training, and the
complaint process. Specifically, the expectation of all supervisors is outlined in the Office of the
Chief of Police Notice, dated November 15, 2010, entitled Constitutional Policing and Biased
Policing:

Supervisor Expectations:
I expect you to take issues of biased policing seriously. Do not allow joking about
“profiling,” regardless of the setting or who is involved, but especially when
subordinates are present. Treat each complaint of hiased policing seriously and each
person making the complaint with respect and keep these invest. Treat each complaint of
biased policing seriously and each person making the complaint with respect and keep
these investigations confidential. When conducting personnel complaint “intake,” do a
thorough job as possible by thoroughly interviewing the complaining party and all
available civilian witnesses, collecting evidence, and taking photos, when needed. Most
importantly, insist that your officers treat the community members with dignity and
respect.

Moreover, supervisors are responsible for reviewing each officer’s Daily Field Activities Report,
Automated Field Data Report, traffic citation, investigative and arrest reports, etc. prior to its
final submission. This level of supervisory review ensures the constitutionality of officers’
actions and holds Department personnel accountable for their decisions.

Complaint Forms

The LAPD would like to clarify the RIPA Board’s review of the Department’s complaint form as
well as address the area of Complaint Process Information Attached to the Form, where the
LAPD was found to be deficient.

The LAPD’s complaint form is available in both English and Spanish as well as other languages
including, but not limited to, Chinese, Cantonese, Korean, Japanese, Tagalog, and Vietnamese.
The toll-free hotline for civilians to make complaints is available in all languages and is not
limited to those incidents where a complaint form is unavailable.
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Complaint Process Information Attached to Form

As stipulated in your review, the compliant investigation process is explained on the LAPD
website. Additionally, the Personnel Complaint Information pamphlet, while not specifically
attached to the complaint form, is displayed next to and made available with each complaint
form, in various languages, and details how the formal personnel complaint is handled
(Addenda 6).

Should you have additional questions or require further clarification, please contact Commander
Jeffrey Bert, Commanding Officer, Risk Management Legal Affairs Group at (213) 486-8720.

Respectfully,

MICHEL R. MOORE
ChjefoRolice

JEFFREY BERT, Commander
Commanding Officer
Risk Management Legal Affairs Group
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Bias-Based Policing

406.1 PURPOSE AND SCOPE
This policy provides guidance to department members that affirms the Riverside County Sheriff's
Department's commitment to policing that is fair,objective and constitutional.

406.1.1 DEFINITIONS
Definitions related to this policy include:

Bias-based policing - An inappropriate reliance on characteristics such as race, ethnicity,
national origin, religion, sex, sexual orientation, gender identity or expression, economic
status, age, cultural group, disability or affiliation with any non-criminal group (protected
characteristics) as the basis for providing differing law enforcement service or enforcement (Penal
Code § 13519.4).

406.2 POLICY

The Riverside County Sheriff's Department is committed to providing law enforcement services
to the community with due regard for the racial, cultural or other differences of those served. It is
the policy of this department to provide law enforcement services and to enforce the law equally,
fairly, objectively and without discrimination toward any individual or group.

406.3 BIAS-BASED POLICING PROHIBITED
Bias-based policing is strictly prohibited.

However, nothing in this policy is intended to prohibit a deputy from considering protected
characteristics in combination with credible, timely and distinct information connecting a person or
people of a specific characteristic to a specific unlawful incident, or to specific unlawful incidents,
specific criminal patterns or specific schemes.

406.3.1 CALIFORNIA RELIGIOUS FREEDOM ACT

Members shall not collect information from a person based on religious belief, practice, affiliation,
national origin or ethnicity unless permitted under state or federal law (Government Code §
8310.3).

Members shall not assist federal government authorities (Government Code § 8310.3):

(@) Incompiling personal information about a person’s religious belief, practice, affiliation,
national origin or ethnicity.

(b) By investigating, enforcing or assisting with the investigation or enforcement of any
requirement that a person register with the federal government based on religious
belief, practice, or affiliation, or national origin or ethnicity.

406.4 MEMBER RESPONSIBILITIES
Every member of this department shall perform his/her duties in a fair and objective manner and is
responsible for promptly reporting any suspected or known instances of bias-based policing to a
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supervisor. Members should intervene to prevent any biased-based actions by another member,
regardless of rank.

406.4.1 REASON FOR CONTACT
Deputies contacting a person shall be prepared to articulate sufficient reason for the
contact, independent of the protected characteristics of the individual.

To the extent that written documentation would otherwise be completed (e.g., arrest report, field
interview (FI) card), the involved deputy should include those facts giving rise to the contact, as
applicable.

Except for required data-collection forms or methods, nothing in this policy shall require any deputy
to document a contact that would not otherwise require reporting.

406.4.2 REPORTING OF STOPS - R.I.P.A.

Unless an exception applies under 11 CCR 999.227, a deputy conducting a stop of a person shall
collect the data elements required by 11 CCR 999.226 for every person stopped and prepare
a stop data report. When multiple deputies conduct a stop, the deputy with the highest level of
engagement with the person shall collect the data elements and prepare the report (11 CCR
999.227).

If multiple agencies are involved in a stop and the Riverside County Sheriff's Department is the
primary agency, the Riverside County Sheriff's Department deputy shall collect the data elements
and prepare the stop data report (11 CCR 999.227).

The stop data report should be completed by the end of the deputy’s shift or as soon as practicable.
It must; however, be submitted within 24 hours of the event. (11 CCR 999.227).

406.5 REPORTING TO CALIFORNIA DEPARTMENT OF JUSTICE

The Internal Affairs Bureau Manager shall ensure that all data required by the California
Department of Justice (DOJ) regarding complaints of racial bias against deputies is collected and
provided to the Records Manager for required reporting to the DOJ (Penal Code § 13012; Penal
Code § 13020).

Supervisors should ensure that data stop reports are provided to the Records Manager for required
annual reporting to the DOJ (Government Code § 12525.5) per station or bureau procedure(s).

406.6 TRAINING
Training on fair and objective policing and review of this policy should be conducted as directed
by the Training Bureau.

(@) All sworn members of this department will be scheduled to attend Peace Officer
Standards and Training (POST)-approved training on the subject of bias-based
policing.
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(b) Pending participation in such POST-approved training and at all times, all members
of this department are encouraged to familiarize themselves with and consider racial
and cultural differences among members of this community.

(c) Each sworn member of this department who received initial bias-based policing
training will thereafter be required to complete an approved refresher course every
five years, or sooner if deemed necessary. (Penal Code § 13519.4(i)).
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1.104 Department Value Statement

We believe in strong, effective law enforcement services. We believe in high
professional standards of integrity, ethics and behavior guided by the letter and
spirit of the law, and the Law Enforcement Code of Ethics.

e We believe in a balance between personal and professional life.

e We believe in attaining and maintaining excellent physical conditioning,
current intellectual competence, and optimum mental health.

e We have a personal and professional commitment to improve our
communities and earn their trust, respect and support through active
partnerships, involvement and service.

e We believe we should treat all people with respect, fairness, and
compassion.

e We believe in loyalty and support for each other and the community without
compromise of the high ethical standards of law enforcement.

e We believe in recognition for, and valuing each individual’s contribution to
the Department and the community regardless of position, assignment or
role.

e We believe in open and honest communications, both internal and external.

e We believe in an empowering work environment that encourages
innovation, input and participation, and values each member’s diversity.

e We believe in all members working together to achieve Departmental goals
through partnership with each other and the community.

e We believe in initiative and autonomy at all levels with responsibility for our
own actions and the actions of those we lead and influence.

e We believe in an equitable system that evaluates each person on their merits
and provides for appropriate recognition and just sanctions.

e We have pride in the law enforcement profession with a productive work
ethic and a high level of commitment to the Department and the community.

1.604 General Standard of Conduct

The Law Enforcement Code of Ethics is adopted as a general standard of conduct
for officers of the San Bernardino County Sheriff's Department.

1.606 The Law Enforcement Code of Ethics
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"As a law enforcement officer, my fundamental duty is to serve mankind; to

safeguard lives and property; to protect the innocent against deception, the weak
against oppression or intimidation, and the peaceful against violence or disorder;
and to respect the constitutional rights of all men to liberty, equality, and justice.

"I will keep my private life unsullied as an example to all; maintain courageous
calm in the face of danger, scorn, or ridicule; develop self-restraint; and be
constantly mindful of the welfare of others. Honest in thought and deed in both my
personal and official life, I will be exemplary in obeying the laws of the land and
the regulations of my Department. Whatever I see or hear of a confidential nature
or that is confided to me in my official capacity, will be kept ever secret unless
revelation is necessary in the performance of my duty.

"I will never act officiously or permit personal feelings, prejudices, animosities, or
friendships to influence my decisions. With no compromise for crime and with
relentless prosecution of criminals, I will enforce the law courteously and
appropriately without fear or favor, malice or ill will, never employing unnecessary
force or violence and never accepting gratuities.

"I recognize the badge of my office as a symbol of public faith, and I accept it as a
public trust to be held so long as I am true to the ethics of the police service. I will
constantly strive to achieve these objectives and ideals, dedicating myself before
God to my chosen profession... law enforcement."

1.608 Commitment to County Public Service

This code establishes the standards of conduct required of public officials and
employees for the proper operation of County government and has the force of
law. These standards are intended to strengthen public service and to maintain and
promote faith and confidence of the people in their government.

Public officials and employees are agents of the public purpose and serve for the
benefit of the public. They shall uphold the Constitution of the State of California,
the Charter of the County of San Bernardino, rules, regulations, and policies of the
County, and shall carry out impartially the laws of the Nation, State, and County.
In their official acts, they shall discharge faithfully their duties, recognizing that
the public interest is paramount. Public officials and employees must demonstrate
the highest standards of morality and ethics consistent with the requirements of
their position and consistent with law.
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In the performance of their duties, all officials and employees shall support
governmental objectives expressed by the electorate and interpreted by the Board
of Supervisors and the County programs developed to attain these objectives.

Officials and employees shall adhere to work rules and performance standards
established for their positions by the appointing authority. The County requires all
officials and employees to use good manners, to be considerate, to be accurate in
statement, and to exercise sound judgment in the performance of their work.
During the hours covered by active County employment, no official or employee
shall work for any other employer or agency and neither conduct nor pursue any
unauthorized activity for remuneration. Officials and employees shall neither
exceed their authority nor break the law or ask others to do so. They shall work in
full cooperation with other public officials and employees unless prohibited from
so doing by law or by officially recognized confidentiality of the work.

No official or employee shall unlawfully grant any special consideration,
treatment, or advantage to any person beyond that which is available to every other
person in similar circumstances. No person shall be forced or discriminated against
with respect to any appointment in the County service because of family or social
relationships, sex, race, religion, national origin, marital status, age, physical
handicap, political affiliation.

1.610 Respect for Constitutional Rights

No person has a constitutional right to violate the law; neither may any person be
deprived of his constitutional rights merely because he is suspected of having
committed a crime. The task of determining the constitutionality of a statute lies
with an appellate court of proper jurisdiction, not with an officer who seeks to
properly enforce the law as it exists. Therefore, an officer may enforce any federal,
state, or local statute which is valid on its face without fear of abrogating the
constitutional rights of the person violating that statute. An officer who lawfully
acts within the scope of his authority, makes reasonable inquiries, conducts
investigations, and arrests on probable cause. However, when an officer exceeds
his authority by unreasonable conduct, he violates the sanctity of the law which he
is sworn to uphold.

1.612 Professional Demeanor

Members shall at all times be attentive to their duties and by their alertness and
observation, demonstrate their interest in their work. They shall act with dignity,
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and maintain a professional bearing. They shall not, while on duty, read
newspapers, periodicals, or similar material in public view, except in the line of
duty. They shall not show a lazy disposition, or lounge about or sleep while on
duty, or place their feet on desks or other furniture in any Sheriff’s Department’s
offices open to public view.

1.614 Interaction with the Public

In each of his contacts with the public, an employee must be aware that his actions,
appearance, and statements are those of the Department. For that reason, and
because of the inherent potential for conflict in many law enforcement contacts, an
employee must develop a fair, impartial, and reasonable attitude and perform his
task in a business-like manner. His statements must be the result of a considered
judgment and be absent of personal opinion, bias, or editorial comment. Extended
conversation which reflects the employee’s personal opinions shall normally be
considered inappropriate.

1.616 Expected Behavior - Safety Personnel

Officers shall make diligent efforts to arrest or locate wanted persons and to
recover stolen or lost property. They shall observe and investigate all persons,
while on foot or in vehicles, whose appearance, actions, or presence at a particular
location seems suspicious. When so engaged, they shall use tact and good
judgment in speech and conduct and shall, at all times, remain cautious and alert to
the possibility of attack or flight by the suspect.

1.618 Respect Among Members

Members shall avoid conduct or speech that undermines the morale, efficiency,
and/or productivity of the workplace. They shall treat each other with respect and
courtesy, and shall refrain from engaging in conversation or communication that is
derogatory or harmful to any other member. No member shall, through specific
actions or general demeanor, create or contribute to an environment within the
workplace that a reasonable person would interpret or recognize as hostile,
antagonistic, or derisive. Discourteous treatment of the public or other employees
may be considered cause for disciplinary action and/or transfer for the purposes of
maintaining a harmonious working environment.

1.618.10 Cooperation Between Members
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Officers and employees of the Department shall conduct themselves in a manner
that shall foster the greatest harmony and cooperation between each other and
organizational units of the Department. Members shall not interfere with cases
assigned to other officers, except with the consent of the assigned officer. Officers
conducting investigations within County jurisdiction, but outside their assigned
duty station, should notify the jurisdictional watch commander or dispatcher.
However, if the activities of the visiting officer are of a serious nature, or
significant enough to arouse the attention of the news media, he shall notify and
brief the jurisdictional watch commander. For those cases that are potentially
dangerous, officers are encouraged to request additional assistance to ensure
officer safety.

1.620 Courtesy

Effective law enforcement depends on a high degree of cooperation between the
Department and the public it serves. The practice of courtesy in all public contacts
encourages understanding and appreciation; discourtesy breeds contempt and
resistance. The majority of the public are law-abiding citizens who rightfully
expect fair and courteous treatment by Department employees. While the urgency
of a situation might preclude the ordinary social amenities, discourtesy under any
circumstance is indefensible. The practice of courtesy by a member is not a
manifestation of weakness; it is, on the contrary, entirely consistent with the
firmness and impartiality that characterizes a professional member of law
enforcement.

1.622 Integrity

The public demands that the integrity of its law enforcement employees be above
reproach. The dishonesty of a single employee may impair public confidence and
cast suspicion upon the entire Department. Succumbing to even minor temptation
can be the genesis of a malignancy which may ultimately destroy an individual’s
effectiveness and may contribute to the corruption of countless others. An
employee must scrupulously avoid any conduct which might compromise the
integrity of himself, his fellow employees, or the Department.

1.624 Confidentiality
Public trust is one of the greatest responsibilities that go with public employment.

Information and processes, not normally available to the average citizen, are
available to employees of this Department. Employees shall use this knowledge
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only as it applies to the ongoing operation of the Department. All information of
this nature is confidential and employees are to follow statutes and departmental
policies and procedures in this regard.

1.624.10 Confidential Information

Members shall treat the official business of the Department as confidential. They
shall not provide official information, such as proposed movement of the force or
Department regulations, to anyone except to those for whom it is intended, or as
directed by a commanding officer, or under due process of law. They shall not
provide information to any person, including members of the Department, any
order that they may have received, unless it is required by the nature of the order.
They shall not reveal the identity of a witness, a complainant, or informant to any
private person, except as mandated by law.

Members shall not communicate information which may delay an arrest, aid a
person to escape, destroy evidence, or cause the loss of stolen or embezzled goods.
They shall not communicate information regarding an arrest or a case which is
currently under investigation, except in the course of their duties. In this case, no
discussion shall take place between members and civilians not involved in the
investigation. Members shall not communicate information regarding an
impending arrest or case except in the course of the investigation or to a superior
officer.

Members shall not divulge the residence address, telephone number, or personal
information of any other member of the Department without first obtaining his
permission. Any inquiries regarding status of employment shall be referred to the
Sheriff’s Employee Services Division.

1.626 Loyalty

In the performance of his duty to serve society, an employee is often called upon to
make difficult decisions. He must exercise sound decision making in situations
where his rights and liabilities and those of the Department depend upon his proper
conduct and reasonable judgment. An employee's decisions are not easily made
and occasionally they involve a choice which may cause him hardship or
discomfort.
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An employee must be faithful to his oath of office, the principles of professional
law enforcement, and the objectives of the Department, and in the discharge of his
duty he must not allow personal motives to govern his decisions and conduct.

1.628 Truthfulness

No member shall willfully depart from the truth, orally or in writing, when giving
testimony in a court of law, when preparing criminal or administrative
reports/documents, or in any matter under investigation by the Department or any
other law enforcement agency.

Exceptions to this rule include:

e Communications/interactions during authorized undercover investigations.
e Communications/interactions during suspect interviews as allowed by
current statutory and/or case law.

1.807 Role of the Department Member

Community relations are manifested in their most common form in the numerous
daily encounters between individual members and citizens. It is where the greatest
burden for strengthening community relations is laid.

In dealing with people, each member must attempt to make his contact one which
inspires respect for himself as an individual and professional and one which
generates the cooperation and approval of the public. While entitled to his personal
beliefs, a member cannot allow his individual feeling or prejudices to be
subconsciously manifested. It is incumbent upon him to strive for the elimination
of attitudes which might impair his impartiality and effectiveness.

1.812 Commitment to Community Relations Training

The selection process for deputy sheriffs is designed to choose the most qualified
and to eliminate those who are physically, emotionally, mentally, or socially unfit.
Those selected, however, are representative of the community at large and as such
are subject to having the same prejudices and biases found in much of society.
Exposure to crime and its aftermath can tend to harden and render insensitive an
officer whose sympathetic understanding is needed to properly perform his duties.
The Department must provide initial and continuing training in human and
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community relations to help officers avoid this hardening of attitude and to imbue
each officer an understanding of his total role in the community.

2.132.20 Inspection and Control

Management inspection and control is necessary to ascertain if command policies,
procedures, and rules are adequate and are being adhered to, whether Department
resources are adequate, and are being properly utilized, and to evaluate the overall
performance and attitude of the Department.

It is the responsibility of each commanding officer to continually conduct
inspections within his command to ensure proper performance of assigned
personnel and the most efficient use of assigned equipment, material, and

facilities. Merely finding fault is not inspecting. Therefore, a commanding officer’s
responsibility does not end with discovering a deficiency or inadequacy; it includes
taking positive measures to correct the problem.

3.146.10 Racial and Identification Profiling Act (RIPA

Members of the San Bernardino County Sheriff’s Department are prohibited from
unlawfully considering race, ethnicity, religion, national origin, sexual orientation,
gender, or lifestyle in deciding whether or not law enforcement intervention will
occur.

Effective July 1, 2018, all detentions or searches meeting the documentation
requirements of Assembly Bill 953, The Racial and Identity Profiling Act (RIPA)
and Government Code section 12525.5 shall be documented per state law and
Department training standards.
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9.31 NON-BIAS BASED POLICING POLICY (Revised 3/27/15)

The department does not tolerate bias based policing. Bias based
policing occurs when law enforcement inappropriately considers

factors such as race, religion, national origin, gender (to include

gender identity and gender expression), lifestyle, sexual
orientation or similar personal characteristics in deciding with
whom and how to intervene in an enforcement capacity.

Members shall not base any enforcement action, in whole or in part,
on race, religion, national origin, gender (to include gender
identity and gender expression), lifestyle, sexual orientation or
similar personal characteristics, except when members are looking
for subjects or investigating crimes involving those specific
descriptors.

Members shall make every effort to prevent and report instances of
discriminatory or bias based policing practices by fellow members.
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2.1 RULES OF CONDUCT
FOR MEMBERS OF THE

SAN DIEGO COUNTY
SHERIFF'S DEPARTMENT

All employees shall conform to Federal, State, and Local laws, as well as to the policies of this
Department. It shall be the responsibility of all employees to familiarize themselves and comply
with all such policies, orders, directives, rules and regulations of this Department. (02-12-13)
(Reviewed 05/01/15)

2.55 NON-BIASED BASED
POLICING

Members of the San Diego County Sheriff's Department are prohibited from inappropriately or
unlawfully considering race, ethnicity, religion, national origin, sexual orientation, gender, or
lifestyle in deciding whether or not enforcement intervention will occur.

Effective July 1, 2018, all detentions or searches meeting the documentation requirements of
Assembly Bill 953, The Racial and Identity Profiling Act (RIPA) and Government Code section
12525.5 shall be documented in accordance with Department Policy, Procedure, and the law.
(08-28-18)

2.56 OFF DUTY
INTERVENTION POLICY

Law enforcement officers whose on duty employment involves performing police functions, retain
full power and authority to act as peace officers when off duty. Prior to taking law enforcement
action, off duty peace officers who observe or who are told of criminal activity, shall first consider
contacting the appropriate law enforcement agency and have on duty officers/deputies respond.
Off duty peace officers should, if possible make mental notes of the criminal incident and attempt
to be a good witness to the event. (07-11-08) (Reviewed 05/01/15)

SECTION 2 Rules of Conduct
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Employees shall not use or handle lethal or less lethal weapons (including chemical agents, saps,
batons, taser guns, etc.,) in a careless or imprudent manner. Employees shall use these
weapons in accordance with law and established Departmental procedures.

(Reviewed 1-16-2011)

2.51 Arrest, Search and Seizure

Employees shall not make any arrest, search or seizure, nor conduct any investigation or official
Department business, in a manner which they know or ought to know is not in accordance with
law and established Department policies and procedures. (Reviewed 1-16-2011)

2.52 Conflicts of Interest

No employee shall make, participate in making or in any way attempt to use his or her official
position to influence a governmental decision in which the employee knows, or has reason to
know, that he or she has a financial interest. (Govt. Code ' ' 1090, 87100 et seq.).
(Reviewed 1-16-2011)

2.53 Discrimination

Employees shall not express any prejudice or harassment conceming race, religious creed, color,
national origin, ancestry, physical or mental disability, medical condition, pregnancy, marital
status, gender, age, political beliefs, sexual orientation, lifestyle or similar personal
characteristics.

Examples of discriminatory acts which will not be tolerated include the use of verbal derogatory
comments, slurs, or jokes, derogatory pictures, cartoons or posters and actions which result in a
person being treated unequally. (Reviewed 1-27-2011) '

2.54 Sexual Harassment

Employees shall not participate in or allow behaviors or situations that they know or should know,
constitute sexual harassment as outlined in state and federal law. Employees shall take swift
action to stop the offensive behavior or correct the situation. Employees shall not retaliate in any
way against a complaining party or witness involved in sexual harassment allegations. (08-18-97)
(Reviewed 1-16-2011)

2.55 Non-Biased Based Policing

A. Allinvestigative detentions, traffic stops, arrests, searches, and seizures of property by
employees will be based on a standard of reasonable suspicion or probable cause as required by
the Fourth Amendment of the U.S. Constitution and relevant statutory authority. Employees must
be able to articulate specific facts and circumstances, which support probable cause or
reasonable suspicion for an arrest, traffic stop, investigation, detention or search.

B. Exceptas provided in this procedure, employees shall not consider race, ethnicity, religion,

national origin, sexual orientation, gender, or lifestyle in establishing either reasonable suspicion
or probable cause.

SECTION 2 RULES OF CONDUCT
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Appropriate consideration of race, ethnicity, origin, sexual orientation, and gender shall be used
for purposes of housing, classification, transportation or any other matters affecting an inmate’s
status when necessary for the safety and security of the inmate or the institution. Consideration of
the above-mentioned personal characteristics shall not be used for purposes of inmate discipline.

C. Employees may take into account a reported descriptor such as race, ethnicity, religion,
national origin, sexual orientation, gender, or lifestyle of a specific suspect or suspects based on
credible, reliable and locally relevant information that links a person(s) of a specific descriptor to a
particular criminal incident(s). Race, ethnicity, religion, national origin, sexual orientation, gender,
or lifestyle can never be the sole factor in establishing reasonable suspicion or probable cause,
but can, in the restricted circumstances described above, be one factor of the totality of the
circumstances.

D. To further this effort and comply with state law, employees will be required to collect and
document all information required under Assembly Bill 953, The Racial and Identity Profiling Act
(RIPA). The regulations specify the reporting requirements and data that shall be collected and
reported on each detention or search, including consensual searches, by a peace officer,
consistent with Government Code section 125255, the updated definition of “racial or identity
profiling” listed there, and the guidelines provided by the California Attorney General and/or
California Department of Justice regarding its application. The answers are to be based on the
deputy's perception at the time of the stop and not utilize external reference information,
questioning, or other personal identifying information to formulate their responses.

Data collection will begin July 1, 2018, and be entered using the Sheriffs RIPA specific
application. The application can be accessed via a desktop computer, Mobile Data Computer
(MDC), or other mobile device connected to the Sheriffs network. When applicable, the deputy
shall enter all required data as soon as practical, but no later than the end of shift barring extreme
circumstances.

In the event the application cannot be used for technical or logistical reasons, the information
shall be temporarily recorded on an SO-210 RIPA Temporary Collection Form until access to the
application can be restored, -at-which point the data must be entered as soon as practical.

Deputies shall not report RIPA data related to detentions/contacts that occur in a custodial
setting. Per the California Department of Justice, "custodial setting” is defined as: correctional
institutions, juvenile detention facilities, and jails, including parking lots and grounds within the
perimeter of these enumerated facilities. Custodial setting does not include home detention or
any circumstances where persons are under house arrest outside of correctional institutions,
juvenile detention facilities, or jails. (08-28-18)

2.56  Off Duty Intervention

In determining whether or not to intervene, the off duty peace officer should consider the totality
of the situation. In a case where action is considered necessary, to prevent death, the possibility
of death or serious bodily injury, significant property damage or loss, the off duty peace officer
should consider the offense involved, the difficulty that being off duty tactically and operationally
presents, and/or other factors as articulated and observed by the off duty peace officer.

If an off duty peace officer intervenes in the criminal conduct, he/she must, if reasonably possible,
identify themselves, their agency and their intent to stop the criminal conduct. Any law
enforcement action taken by the peace officer will be governed by the policies and procedures,
rules and regulations that apply to on duty personnel.

When outside the limits of their jurisdiction, but within the State of California, off duty peace
officers may assist any law enforcement officer who appears to be in need of immediate

SECTION 2 RULES OF CONDUCT
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3-01/121.00 POLICY OF EQUALITY

CORE VALUES

Our Policy of Equality reflects and builds upon our Core Values, which each Department
member is responsible for demonstrating in both actions and words.

These Core Values lie at the heart of our Policy of Equality:
With integrity, compassion, and courage, we serve our communities —

protecting life and property, being diligent and professional in our acts and deeds,
holding ourselves and each other accountable for our actions at all times,

while respecting the dignity and rights of all.
Earning the Public Trust Every Day!

These Core Values do not limit the responsibility of Department members to upholding
only the stated values. All Department members are required to conduct themselves in
accordance with the entirety of this Policy of Equality, and all applicable local, county,
state, and federal laws.

PURPOSE

This Policy is intended to preserve the dignity and professionalism of the workplace as
well as protect the right of employees to be free from discrimination, harassment, and
retaliation. Discrimination, harassment, and retaliation are absolutely contrary to the
values of the law enforcement profession as a whole and to the Core Values of the Los
Angeles County Sheriff's Department. Discrimination, harassment, and retaliation are
also illegal under local, county, state, and federal law.

The Department will not tolerate unlawful discrimination on the basis of sex, race, color,
ancestry, religion, national origin, ethnicity, age (40 and over), disability, sexual
orientation, marital status, or medical condition, nor will it tolerate unlawful harassment
or retaliation. As a preventive measure, the Department also will not tolerate
inappropriate conduct toward others based on a protected status even if the conduct
does not meet the legal definition of discrimination or harassment.

All Department members are responsible for conducting themselves in accordance with
this Policy and its associated Procedures. Violation of the Policy and/or Procedures will
lead to prompt and appropriate Departmental action including, but not limited to,
counseling, training, written reprimand, suspension, demotion, and/or discharge.

Revised 01/15/16
Revised 01/05/03
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3-01/121.05 POLICY OF EQUALITY - PROHIBITED CONDUCT

Each Department member is responsible for understanding these definitions of
prohibited conduct as they will govern in any disciplinary proceeding for violations of this
Policy and/or associated Procedures.

Revised 01/05/03

3-01/121.10 POLICY OF EQUALITY - DISCRIMINATION

Discrimination is the disparate or adverse treatment of an individual based on or
because of that individual's sex, race, color, ancestry, religion, national origin, ethnicity,
age (40 and over), disability, sexual orientation, marital status, or medical condition.

Revised 01/05/03

3-01/121.20 POLICY OF EQUALITY - DISCRIMINATORY HARASSMENT (OTHER
THAN SEXUAL)

Harassment of an individual because of the individual's race, color, ancestry, religion,
national origin, ethnicity, age, disability, sexual orientation, marital status, or medical
condition is also discrimination and prohibited by federal and/or state civil rights
statutes. Discriminatory harassment is conduct which has the purpose or effect of
unreasonably interfering with an individual's work performance or creating an
intimidating, hostile, offensive, or abusive work environment.

Revised 01/05/03

3-01/121.30 POLICY OF EQUALITY - INAPPROPRIATE CONDUCT TOWARD
OTHERS

Inappropriate conduct toward others is any physical, verbal, or visual conduct based on
or because of sex, race, color, ancestry, religion, national origin, ethnicity, age (40 and
over), disability, sexual orientation, marital status, or medical condition when such
conduct reasonably would be considered inappropriate for the workplace.

This provision is intended to stop inappropriate conduct before it becomes unlawful
discrimination or harassment. As such, the conduct need not be pervasive or repeated
in order to violate this Policy. An isolated derogatory comment, joke, racial slur, sexual
innuendo, etc., may be grounds for discipline. Similarly, the conduct need not be
unwelcome to the party against whom it is directed; if the conduct reasonably would be
considered inappropriate for the workplace, it will violate this Policy.

Revised 01/05/03
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3-01/121.40 POLICY OF EQUALITY - EXAMPLES OF CONDUCT THAT MAY
VIOLATE THIS POLICY AND SCOPE OF COVERAGE

Depending on the facts and circumstances, the following are examples of conduct that
may violate this Policy:

e posting, possessing, sending, soliciting or displaying in the workplace sexually
suggestive, racist, "hate site" related, or obscene letters, notes, invitations,
cartoons, posters, facsimiles, electronic mail or web links;

e verbal conduct such as whistling and cat calls, using or making lewd or
derogatory noises or making graphic comments about another's body, or
participating in explicit discussions about sexual experiences and/or desires;

e verbal conduct such as using sexually, racially or ethnically degrading words or
names, using or making racial or ethnic epithets, slurs, or jokes;

e verbal conduct such as comments or gestures about a person's physical
appearance which have a racial, sexual, disability-related, religious, age or ethnic
connotation or derogatory comments about religious differences and practices;

« physical conduct such as touching, pinching, massaging, hugging, kissing,
rubbing or brushing the body, making sexual gestures, impeding or blocking an
individual's passage or normal movements;

e visual conduct such as staring, leering, displaying or circulating sexually
suggestive objects, pictures, posters, photographs, cartoons, calendars,
drawings, magazines, computer images or graphics;

e sexual advances or propositions, including repeated and unwanted requests for a
date;

« retaliation in any form, including withholding work-related information, giving
punitive work assignments, or denial of job benefits; and

« hazing based on any protected status, including withholding assistance, giving
demeaning, unattainable, or unnecessary job assignments, or ignoring the
presence of a co-worker.

This list is not exhaustive. Any conduct which is retaliatory or based on or because of
sex, race, color, ancestry, religion, national origin, ethnicity, age (40 and over),
disability, sexual orientation, marital status, or medical condition may also violate this
Policy.

SCOPE OF COVERAGE

Department Members: For purposes of this Policy, "Department members" is defined
as employees of the Los Angeles County Sheriff's Department and applicants for
employment, whether sworn (regular or reserve) or civilian, all volunteers, and Explorer
Scouts and outside vendors (see the Department's Outside Vendor Policy).

Location: This Policy prohibits discrimination, harassment, retaliation, and inappropriate
conduct toward others in the workplace or in other work-related settings such as work-
related social events (e.g., retirement parties). Depending upon the facts and
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circumstances, this Policy also prohibits off-site, off-duty conduct where such conduct
meets one of the foregoing definitions of prohibited conduct and has the purpose or
effect of unreasonably interfering with an individual's employment or creating an
intimidating, hostile, offensive, or abusive working environment.

Communication System/Equipment: This Policy also applies to the use of any
Departmental communication system or equipment, including but not limited to,
electronic mail, internet, intranet, JDIC, telephone lines, computers, facsimile machines,
voice mail, radio, and mobile digital terminals. Employees will be disciplined in
accordance with this Policy for using any Departmental communication system or
equipment to deliver, display, store, publish, circulate, or solicit material in violation of
this Policy.

Revised 12/12/13
Revised 01/05/03

3-01/121.45 POLICY OF EQUALITY - REPORTING VIOLATIONS OF THIS POLICY

Any Department member who believes he or she has been subjected to conduct that
violates this Policy is strongly encouraged to report the matter to any Department
supervisor or manager or the Intake Specialist Unit. The Intake Specialist Unit may be
reached at (323) 890 5371, and is located at: 4900 South Eastern Avenue, Suite 203,
Commerce, California, 90040.

Any non-supervisory Department member who believes he or she has knowledge of
conduct that violates this Policy is strongly also encouraged to report the matter.

Supervisors and managers have an affirmative duty to report potential violations of this
Policy to the Intake Specialist Unit. Supervisors and managers also have additional
duties and responsibilities as detailed in the procedures associated with this Policy.

The Department will fully and fairly investigate any complaints and take immediate and
appropriate corrective action.

Department members also may contact the California Department of Fair Employment
and Housing by calling (800) 884-1684 or visiting their website at www.dfeh.ca.gov and
may contact the Federal Equal Employment Opportunity Commission by calling 213 894
1000 or 800 669 4000 or visiting their website at www.eeoc.gov. For more information
regarding the Fair Employment and Housing Act, Department members may refer to the
California Department of Fair Employment and Housing's brochure entitled "Sexual
Harassment: The Facts about Sexual Harassment," which is attached to this Policy.

Department members may also contact the County Office of Affirmative Action
Compliance at (213) 974 1251.
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Revised 01/05/03

3-01/122.00 POLICY OF EQUALITY - PROCEDURES

INTRODUCTION

All Department members are responsible for conducting themselves in accordance with
the Policy of Equality ("Policy") and these procedures ("Procedures"). The Policy and
Procedures are the internal controlling authority for all Department equity

matters. Violation of the Policy or Procedures will lead to prompt and appropriate
Departmental action including, but not limited to, counseling, training, written reprimand,
suspension, demotion, and/or discharge.

Any Department member who believes he or she has been subjected to a violation of
the Policy is strongly encouraged to report the matter. Any non-supervisory Department
member who has knowledge of a violation of the Policy is also strongly encouraged to
report the matter.

Supervisors and managers have an affirmative duty to report potential violations of the
Policy. Supervisors and managers shall also take all reasonable steps to prevent
discrimination, harassment, and retaliation from occurring in the workplace and take
immediate and appropriate corrective action to stop any discrimination, harassment,
and retaliation that does occur.

The Department will promptly and effectively investigate all reports of violations of the
Policy and will take immediate and appropriate preventive and corrective

action. Department members shall cooperate fully in any inquiry or investigation related
to the Policy.

Revised 01/05/03

3-01/122.05 POLICY OF EQUALITY - PROCEDURES - DUTIES OF SUPERVISORS
AND MANAGERS

Under these Procedures, supervisors and managers shall perform certain duties as
enumerated below.

Supervisors and managers for purposes of the Procedures include the Sheriff, the
Undersheriff, Assistant Sheriffs, Chiefs, Commanders, Captains, Lieutenants,
Sergeants, Deputies performing supervisory duties or acting in a supervisory capacity,
and civilian Directors, Managers, and Supervisors.
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NOTE: FAILURE BY ANY SUPERVISOR OR MANAGER TO CARRY OUT
THESE DUTIES MAY BE CAUSE FOR DISCIPLINE.

Duty of All Supervisors and Managers to Report

Supervisors and managers have an affirmative duty to report potential violations of the
Policy. Supervisors and managers are required to report potential violations of the
Policy to the Intake Specialist Unit as provided below even when a complaining or
reporting party requests that no action be taken. The supervisor or manager shall:

o immediately notify the Intake Specialist Unit of the incident(s) or complaint and
any initial steps taken by the supervisor or manager; and

o complete a Policy Of Equality Report form POE-001 ("POE Report Form") and
promptly file the original with the Intake Specialist Unit with copies to: (a) the
reporting party's Unit Commander, unless the complaint is against the Unit
Commander, in which case it shall be sent to the Department's Equity
Commander; and (b) the Equity Oversight Panel.

Additional Duties of All Supervisors and Managers

Supervisors and managers are also responsible for:

e being aware of and understanding the Policy and Procedures, as well as any
modifications that may be made to them;

« actively monitoring the work environment to ensure that discrimination,
harassment, and/or retaliation are not occurring;

« informing Department members under their supervision of the types of behavior
prohibited, and the Department's procedures for reporting and resolving
complaints arising under the Policy;

o stopping conduct that violates the Policy and taking immediate and appropriate
action whether or not the involved Department members are within their line of
supervision; and

« taking immediate action to prevent retaliation towards the complaining party (if
there is one), and to deter and eliminate any hostile work environment. If a
situation requires separation of the involved parties, particular care must be
taken to avoid actions that appear to punish the complaining party.

Supervisors and managers have the foregoing duties whether or not a complaint has
been made.

Additional Duties of Unit Commanders

In addition to the duties described above, Unit Commanders have the following duties:

e ensuring that blank POE report forms POE-001 are maintained in a prominent

and accessible place in every Unit. It is the further duty of the Unit Commander to
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ensure that the location, availability, and purpose of these forms are made known
to each Unit member; and

« performing all duties required by the Outside Vendor Policy Regarding
Discrimination, Harassment, and Retaliation.

Revised 12/12/13
Revised 01/05/03

3-01/122.10 POLICY OF EQUALITY - PROCEDURES - INFORMATION ABOUT THE
POLICY AND PROCEDURES

Office of the Ombudsperson

The Office of the Ombudsperson functions as a specialized resource for all Department
members concerning the Policy of Equality and these Procedures. The Office of the
Ombudsperson shall respond to inquiries, including anonymous inquiries, about the
Department's Policy and Procedures and provide information to Department members
about, among other things, their rights and responsibilities and complaint and
investigation procedures concerning equity matters.

The Office of the Ombudsperson is not a complaint intake Unit. However, if a caller
provides enough information to indicate a violation of the Policy, the Office of the
Ombudsperson must report the matter to the Intake Specialist Unit. The Office of the
Ombudsperson shall notify each caller of this obligation.

QUESTIONS ABOUT THIS POLICY

Any Department member who has questions about the meaning or interpretation of this
Policy should contact the Office of the Ombudsperson. They may be reached at:

Office of the Ombudsperson (323) 890 5348

Revised 10/01/07
Revised 01/05/03

3-01/122.15 POLICY OF EQUALITY - PROCEDURES - EQUITY COMPLAINT
PROCESS

Reporting Complaints

Any Department member who believes he or she has been subjected to conduct that
violates the Policy is encouraged to report the matter to:

« any Department supervisor or manager (whether or not in the Department

member's chain-of-command); or
« the Intake Specialist Unit at (323) 890-5371.
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Non-supervisory Department members are also encouraged to report potential
violations of the Policy directed toward another to a supervisor, manager, or to the
Intake Specialist Unit, the number for which has been provided above.

Supervisors and managers shall report potential violations of the Policy in accordance
with the procedures detailed above.

¢ The Intake Specialist Unit

The Intake Specialist Unit, staffed by both sworn and civilian Department members, is
an initial point of contact for Department members who wish to report a violation of the
Policy. Department members are not required to identify themselves when contacting
the Intake Specialist Unit.

The Intake Specialist Unit shall be responsible for directing any reports concerning
equity issues to the Equity Unit for investigation and resolution. The Intake Specialist
Unit also shall assist Department members in finding the right point of contact for
questions regarding the Policy and Procedures or equity issues.

The Intake Specialist Unit shall contact the complainant during the course of the
investigation to ensure that no retaliation is occurring. The Intake Specialist Unit shall
make prompt notification to the appropriate parties if an issue of retaliation is raised.

e Supervisors and Managers

Department members also may report potential violations of the Policy and/or
Procedures to any Department supervisor or manager as defined above.

Investigating Complaints: The Equity Unit

The Equity Unit is responsible for promptly and effectively investigating reports of
conduct that violates the Policy or Procedures. Equity Unit investigations shall be
immediate, thorough, objective, and complete. Equity Unit investigations shall be as
confidential as reasonably possible consistent with the Department's obligation to
conduct a full and effective investigation. Upon conclusion of the investigation, the
Equity Unit investigators shall present their findings to the Equity Oversight Panel for
review.

The Equity Unit investigator(s) assigned to the case shall conduct an initial investigation
to determine whether there has been a potential violation of the Policy and/or
Procedures. If the initial investigation indicates a potential violation of the Policy and/or
Procedures, the investigator shall open an administrative investigation at the direction of
an Equity Unit Lieutenant, who may seek the advice or concurrence of the Equity
Commander or Equity Unit attorney. Any decision not to open an administrative
investigation shall be forwarded to the Equity Oversight Panel for review.
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Review of Equity Unit Investigations

e The Equity Oversight Panel

The Equity Oversight Panel is an independent oversight body which, in accordance with
the procedures described in this section, shall have authority and be responsible for
reviewing Equity Unit investigations and making appropriate determinations for
violations of the Policy and/or Procedures. The Equity Oversight Panel shall meet bi-
monthly, or more frequently if necessary, to discuss and review each Equity Unit
investigation.

In addition, the Equity Oversight Panel shall be responsible for, among other matters,
monitoring and evaluating the quality of the Equity Unit investigations and the
effectiveness of the Policy and Procedures. The Equity Oversight Panel shall also
serve as an equity policy advisor to the Department.

« The Review Process

The review process shall consist of the following steps:

« The Equity Oversight Panel shall receive a thorough briefing from and have the
opportunity to question the investigator(s) who handled the Equity Unit
investigation. The subject's Division Chief or Director and/or Unit Commander
may attend the briefing. In addition, the Equity Oversight Panel shall have the
authority to command the appearance of any Department member deemed
necessary to a full and effective resolution of the complaint or incident. Any
information relied upon by the Equity Oversight Panel to reach its decisions must
be reflected in the subject's investigation package, including any new information
received from any attendee to the Equity Oversight Panel's briefing.

o The Equity Oversight Panel shall meet to discuss and deliberate on the Equity
Unit case presented. A representative from County Counsel and the Office of
Affirmative Action Compliance may be present to offer advice as required under
applicable Protocols. The subject's Division Chief or Director and/or Unit
Commander may be present at the request of the Equity Oversight Panel
members. After discussion, the Equity Oversight Panel shall determine
appropriate dispositions and discipline, if discipline is warranted. The Equity
Oversight Panel immediately shall cause to be forwarded to the Sheriff for review
all cases where its final recommended discipline determination exceeds 15 days
suspension (See "Sheriff's Review of Discipline in Excess of 15 Days
Suspension," below.).

« In all cases, the Equity Oversight Panel may direct the Equity Unit to conduct
further investigation. If further investigation is directed, another review shall be
held in accordance with this section after the investigation.

o The Equity Oversight Panel shall communicate its recommendations to the
Equity Unit, which shall notify the appropriate parties. The Equity Unit shall issue
a Letter of Intent to Impose Discipline to the subject or, where appropriate, inform
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the subject that the complaint was unfounded or unresolved. At the same time,
the Equity Unit shall issue a letter to the complainant indicating that the complaint
was either founded, unfounded, or unresolved and that, if founded, appropriate
corrective action was determined. Proposed disciplinary action shall be kept
confidential until the Equity Unit receives the determinations regarding
dispositions and discipline from the Equity Oversight Panel or Sheriff or his
delegate.

Sheriff's Review of Discipline in Excess of 15 Days Suspension

The Sheriff shall have the authority to review all cases of discipline in excess of 15 days
suspension, including demotion and termination. For these cases, the Sheriff shall have
the authority to adopt or modify the discipline and/or reopen the investigation if deemed

necessary.

The Sheriff may delegate the aforementioned authority to the Undersheriff or an
Assistant Sheriff.

Skelly Hearings

Where applicable, the subject Department member may elect to have a hearing on
discipline (a "Skelly" hearing) before the discipline is imposed. If the subject elects to
have a Skelly hearing, the Department shall designate a Skelly officer.

Information presented by the subject at the Skelly hearing that was known to the subject
at the time of the subject's Equity Unit investigation but not disclosed shall not be
grounds for overturning the Equity Oversight Panel's recommendation. If the subject
presents new facts during the Skelly hearing (i.e., facts discovered subsequent to the
subject's Equity Unit investigation), the Skelly officer shall send the case back to the
Equity Unit for further investigation.

The Skelly officer shall promptly communicate, in writing, the factual and legal basis for
any decision to modify the Equity Oversight Panel's determinations to the Sheriff and to
the Equity Oversight Panel. Failure to do so may be grounds for discipline.

Grievance Procedures

o Department Member Rights

Department members also may grieve disciplinary actions according to the terms of
applicable memoranda of understanding ("MOU") negotiated by the Department and the
union representing said members. As such, these MOUs may require separate or
additional procedures according to their respective terms.

¢ Supervisors' and Managers' Responsibilities
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Any supervisor authorized to conduct grievances shall promptly communicate, in
writing, to the Equity Oversight Panel and to the subject's Division Chief or Director the
factual and legal basis for any decision to modify the Equity Oversight Panel's
determinations. Failure to do so may be cause for discipline.

Information presented by the subject during the grievance that was known to the subject
at the time of the subject's Equity Unit investigation but not disclosed shall not be
grounds for overturning the Equity Oversight Panel's recommendation. If the subject
presents new facts during the grievance (i.e., facts discovered subsequent to the
subject's Equity Unit investigation), the supervisor authorized to conduct the grievance
shall send the case back to the Equity Unit for further investigation.

Appeals To Civil Service

Department members also may appeal final determinations of discipline to the Civil
Service Commission in accordance with the Civil Service Rules. Where the final
discipline determination exceeds 15 days suspension, the Department may not settle a
Civil Service Commission case without prior approval by the Sheriff or his designee. In
all other cases, the Department may not settle a Civil Service Commission case without
prior approval by the Equity Oversight Panel.

Revised 12/12/13
Revised 10/01/07
Revised 01/05/03

3-01/122.20 POLICY OF EQUALITY - PROCEDURES - EXTERNAL COMPLAINT
MONITORING

The Department's Affirmative Action Unit, in conjunction with the County's Office of
Affirmative Action Compliance, will receive and process all external discrimination,
harassment, and retaliation complaints. Where appropriate, the Affirmative Action Unit
will forward the complaint to the Equity Unit for investigation and resolution.

Revised 01/05/03

3-01/122.25 POLICY OF EQUALITY - PROCEDURES - CONFIDENTIALITY

The Department shall maintain all complaint-related information in confidence to the
extent possible given the Department's obligation to conduct a full and effective
investigation. For more information concerning confidentiality, Department members
should contact the Office of the Ombudsperson.

The Department shall keep all information and material reviewed confidential in
accordance with California Penal Code " 832.7 and 832.8, California Evidence Code '
1043 et seq., and any other provision regarding the confidentiality of peace officer
personnel records.
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2-07/140.60 THE AMERICAN WITH DISABILITIES ACT (ADA) UNIT

The American with Disabilities Act (“ADA”) Unit is separated into two components:

Title I, Employment issues, and Title Il, Public Access issues. Under Title |, the ADA
Unit ensures that Department supervisors are aware of and in compliance with Title | of
the Federal ADA, as well as the State’s Fair Employment and Housing Act (FEHA). The
Unit is responsible for developing and presenting ADA training for Department
supervisors. The ADA Unit, in conjunction with the Health and Safety Unit, Advocacy
Unit, and Personnel Administration Bureau, assist individual Units regarding the
interactive process with concerned employees, and with reasonable accommodations
for existing Department members. The ADA Unit is responsible for processing all
reasonable accommodation requests received from Department applicants.

Under Title Il, the ADA Unit ensures that all Department-occupied buildings, including
jail facilities, are in compliance with ADA regulations. Working with Correctional
Services Division and Custody Operations Division, the ADA Unit helps to ensure that
inmates with disabilities have access to all programs that all other inmates receive. The
ADA Unit also processes facility-access complaints received from the public, including
inmates, as it pertains to Department facilities.

Revised 12/12/13
Revised 06/22/09

3-09/004.00 LIMITED ENGLISH PROFICIENCY AND LANGUAGE ASSISTANCE
PLAN

It is the policy of the Los Angeles County Sheriff’'s Department to provide accurate and
effective communication with members of the public regardless of their level of English
proficiency. The Department shall strives to eliminate or reduce, to the maximum extent
practicable, limited English proficiency (LEP) as a barrier to accessing assistance or
utilization of Department programs and services.

Limited English proficient individuals are defined as persons who do not speak English
as their primary language and who have a limited ability to read, write, speak, or
understand English. LEP individuals may be competent in English for certain types of
communication (e.g., speaking or understanding) but may still be LEP for other
purposes (e.g., reading or writing).

Department members shall take reasonable steps to ensure effective and accurate
communication with a LEP individual when providing assistance or Department
programs and services. Personnel will use qualified bilingual persons as translators
and interpreters as set forth in this policy. A “qualified bilingual person” as used in this
plan is a qualified County interpreter (MPP 3-02/180.00 Bilingual Bonus), including
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employees or persons available through the civilian volunteer program or persons
available through the Sheriff’s Information Bureau bilingual services program who have
passed the Los Angeles County fluency examination for the language

involved. Immigration authorities shall not be used as interpreters for law enforcement
matters relating to individuals in Department custody, even if otherwise

qualified. Language assistance should be provided at a time and place that avoids the
effective denial of assistance, service, or rights to the LEP person.

The Department shall prioritize the translation of vital forms including Public Complaint
forms, Inmate Complaint forms, Miranda Rights cards, Inmate Services forms, and
Order to Disperse cards.

The Department shall take reasonable steps to translate the LASD.org website into
multiple languages, reflective of the communities served.

Desk Operations

Dispatch personnel who receive emergency calls for service from LEP individuals shall
utilize the 24-hour, telephone-based Language Line Solutions translation service on the
9-1-1 emergency phone system unless the desk personnel are qualified bilingual
person(s) for the language involved, or are self-identified as proficient in the relevant
language. Department personnel capable of in-language communication should be
dispatched as the primary responder or assisting unit for scenes involving LEP persons
whenever possible.

To communicate with LEP individuals in the field, Department members should, as
follows:

1 First, engage in direct in-language communication (i.e.
without interpretation or translation between English and the
non-English language) with the individual if the member is:
a) a qualified bilingual person in the relevant non-English
language; or b) is self-identified as proficient in the relevant
non-English language. Each station shall maintain separate
lists of members who are either qualified bilingual or self-
identified as proficient in a non-English language.

2. If the member is unable to engage in direct in-language
communication, he/she shall obtain interpretation assistance
of a Department member who is qualified as bilingual or self-
identified as bilingual in the relevant non-English language.

3. If unable to engage in either of the above, and for the limited
purpose of obtaining preliminary information in the field, a
Department member may use bilingual family, friends, or
bystanders for interpreting in very informal, non-
confrontational contexts. If follow-up information or an
investigation is needed, within a reasonable amount of time,
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the Department member or supervisor should contact the
LEP individual using a qualified bilingual member, self-
identified bilingual members, or Language Line Solutions to
confirm the preliminary information collected and to obtain
additional information.

Department members should be aware that using bilingual
family, friends, or bystanders to interpret could result in a
breach of confidentiality, a conflict of interest, or an
inadequate interpretation. Department members should
avoid using persons biased for or against one of the parties
and minor children under the age of 12 to assist in
interpretation unless there is no available

alternative. Department members should also avoid using a
family member as an interpreter in a matter involving
domestic violence absent exigent circumstances.

4. If the above options are unavailable, use the non-emergency
number for Language Line Solutions services, (800) 523-
1786, which can be accessed from any telephone. Give the
station a specific 6-digit ID number. (For further information,
refer to the Desk Manual.)

Exceptions

In the following circumstances, interpretation must be provided through telephonic
language assistance or a qualified/self-identified bilingual Department member:

e An LEP person requests the assistance of an interpreter;

o A Department member intends to make an arrest that is based solely on
information from an LEP person and the Department member is not confident
that the interpretation provided by a family member, friend, or bystander is
reliable and/or accurate;

o Department members are requesting consent to search from an LEP person and
where the only authority for the search rests on the consent;

o Department personnel are conducting custodial interviews or interrogations; or

o Department members are conducting pre-planned, coordinated follow-up
interviews with known LEP persons after a first report has been completed. In
conducting pre-planned field investigations or canvassing, Department members
should make efforts to anticipate the need for language interpretation and be
prepared to obtain language assistance through telephonic language assistance
or a qualified/self-identified bilingual Department member.

Exigent Circumstances

In exigent circumstances, Department members are to use the most reliable temporary
option available, including bystanders. Examples of exigency may include but are not
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limited to: medical emergencies; situations in which the life or safety of civilians are
threatened; the immediate need to obtain descriptive information on a suspect; the need
to obtain identifying information of an injured person; the need to avoid delay that will
create a Terry Stop violation.

Once the exigency has passed and within a reasonable amount of time, Department
members or supervisors shall obtain language assistance consistent with this

plan. The use of a temporary interpreter, the exigent circumstances that necessitated
such use, and the steps made for follow-up interpretation shall be memorialized in the
incident report.

Personnel Complaints

Any LEP individual who wishes to file a complaint about an employee shall be provided
with a complaint form and informational materials in the appropriate non-English
language and/or be provided appropriate translation and interpretation services from a
qualified bilingual person in order to file a complaint.

Each station shall have a sign displayed in the front lobby printed in English and other
prevalent languages for that Department station service area as determined by the unit
commander, containing the Department’s public complaint phone number. In the event
a LEP individual indicates they cannot read the posted information, Department
members shall make reasonable efforts to provide appropriate language services from a
qualified bilingual person.

Station Facilities

Each station, in the respective booking/detention areas, shall prominently display
signage, printed in English as well as the prevalent spoken language(s) for that
Department station service area as determined by the unit commander, detailing
information regarding access to the Bail Commissioner, the Public Defender’s Office,
information on minor childcare, and the prisoner’s right to complete three phone

calls. In the event a LEP individual indicates they cannot read the posted information,
Department personnel will make reasonable efforts to provide appropriate language
services.

Custody Facilities

To maintain consistency and uniformity, each facility shall post both the English and
Spanish versions of the Custody Services Division Inmate Rules and Regulations as
listed in Custody Division Manual section 7-33/000.00, “Inmate Rules and
Regulations.” For those inmates who are unable to read English or Spanish, provisions
shall be made for the jail staff to verbally instruct them or provide them with material, in
an understandable form, regarding jail rules and disciplinary procedures and penalties.

Community Engagement and Outreach
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Providing meaningful access to LEP individuals should also be considered in existing
and future outreach and education initiatives within the Department. Department
personnel should take steps to assess whether LEP individuals may be part of an LASD
organized community forum and should, to the extent practicable, ensure information
about the forum or programs are sufficiently relayed in the appropriate language.

It may be necessary to translate press releases particularly where the newsworthy
event involves a large number of LEP individuals or if translation of the press release
may garner useful information to the public.

LEP Data Collection and Analysis

The use of a qualified bilingual person, self-identified LASD bilingual personnel, a
civilian, or the Language Line Solutions service shall be memorialized in the incident
report. To facilitate follow-up, contact information for civilians who provide language
assistance should be included in the incident report.

Revised 04/08/18
08/14/15 MPP
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5-09/520.00 CONSTITUTIONAL POLICING AND STOPS

As a public law enforcement agency, the Department is committed to ensuring that
members of the public receive equal protection of the law without bias based on race,
color, ethnicity, national origin, religion, gender, gender identity, disability, or sexual
orientation and in accordance with the rights secured or protected by the Constitution or
laws of the United States. These ideals are engrained into our efforts and reflect our
Department’s continued commitment to Constitutional Policing.

Revised 05/15/17
03/31/15 MPP

5-09/520.05 STOPS, SEIZURES, AND SEARCHES

Department members shall only conduct investigatory stops or detentions when they
have reasonable suspicion that a person has been, is, or is about to be engaged in the
commission of a crime.

Department members shall not use race, color, ethnicity, national origin, religion,
gender, gender identity, disability, or sexual orientation as a factor, to any extent or
degree, in establishing reasonable suspicion or probable cause except as part of actual
and credible description(s) of a specific suspect or suspects in any criminal
investigation.

Department members shall not use race, color, ethnicity, national origin, religion,

gender, gender identity, disability, or sexual orientation in exercising discretion to

conduct a search except as part of an actual and credible description of a specific
suspect or suspects in any criminal investigation.

Department members shall not initiate stops or other field contacts because of an
individual's actual or perceived immigration status.

Department members shall not conduct arbitrary searches. The request to conduct a
consent search must be reasonable, and a deputy must be able to articulate a valid
reason under law and policy for initially having stopped the individual.

Department members shall only conduct searches of individuals based on probation or
parole status when knowledge of a probation or parole search condition has been
established.

Department members shall immediately notify a supervisor when routine field activity or
observations lead to consideration of a home search based on consent, and the
supervisor shall either approve the search before it is conducted or, if appropriate, a
search warrant should be sought.
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Revised 05/15/17
03/31/15 MPP

5-09/520.10 BACKSEAT DETENTIONS

A backseat detention occurs when an individual’s freedom is restrained by placing the
individual in the backseat of a patrol vehicle for investigative purposes for any period of
time. Backseat detentions shall not be used except when the deputy has individualized
reasonable suspicion that justifies a detention and an articulable reasonable belief that
the detained person may pose a threat of physical harm or is an escape risk unless
detained in the backseat. Backseat detentions are not permitted when based on
unreasonable or factually unsupported assertions of deputy safety. Deputies shall not
conduct backseat detentions as a matter of course during routine traffic stops or
domestic violence situations.

In instances where the backseat detention is due to weather conditions or the
individual’s desire for privacy, the deputy will ask the individual whether he or she would
like the option of sitting in the backseat of the vehicle and make clear that this
placement is a courtesy and that the individual is free to exit the vehicle at any time.

Deputies shall explain to civilians in a professional and courteous manner why they are
being detained in the backseat of patrol cars. If an individual complains about being
detained in the backseat of a patrol car, the deputy shall call for a field sergeant to
respond to the scene to address the individual’s complaint. If the individual does not
want to wait for the field sergeant to respond to the scene, the deputy shall provide the
individual the deputy’s business card.

Deputies shall not attempt to dissuade any individual from registering a complaint with a
supervisor about a backseat detention, whether through their words, actions, or by
delaying the notification to or the response from the supervisor.

The backseat detention contact type codes shall be used as the primary code in the
Contact Type field to document all backseat detentions on the Deputy’s Daily Work
Sheet. The length of time of the backseat detention and the factual justification for the
backseat detention “seizure” shall be articulated in the narrative portion of the deputy’s
log.

Revised 05/15/17
03/31/15 MPP

5-09/520.15 CONSENSUAL ENCOUNTERS

Persons that are contacted during consensual encounters shall be free to leave at all
times and the contact shall be voluntary. A consensual encounter can transform into a
detention if a reasonable person believes that they are not free to leave.
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03/31/15 MPP
5-09/520.20 LOGGING PUBLIC CONTACTS

Field units performing regular field law enforcement duties shall create an electronic
Deputy’s Daily Work Sheet (DDWS) through the Mobile Digital Computer (MDC) or
Computer-Aided Dispatch (CAD) system.

Units included in this classification include, but are not limited to:

General patrol

Traffic patrol

Motorcycle patrol

COPS teams

Special Assignment Officers

Gang Enforcement Team patrol units

Special Enforcement Bureau directed patrol units
Bicycle patrol

Foot patrol

Beach patrol units

Associated field supervisors for the above units

Regular field law enforcement duties include, but are not limited to:

e Responding to calls for service

« Conducting vehicle, bicycle, and pedestrian stops for enforcement/investigatory
purposes

o Assisting members of the public

The requirement to create a DDWS extends to units not equipped with an MDC. When
a unit is not equipped with an MDC, the DDWS shall be created at the beginning of the
shift by utilizing a station CAD terminal. Completion of the DDWS shall occur either
during the course of the shift or prior to its conclusion.

Revised 05/15/17
03/31/15 MPP

5-09/520.25 LOGGING FIELD ACTIVITIES

All significant public contacts and activity shall be appropriately logged on the Mobile
Digital Computer’s Deputy’s Daily Work Sheet (DDWS). The Mobile Digital Computer’s
DDWS logs shall contain only accurate information including, but not limited to, the race
of each individual detained or searched, the result of the stop, and the date, time, and
location of the stop.

For the purposes of this policy, “significant public contacts and activity” are defined as:
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o Calls for service;

« Self-initiated activity that results in arrest or citation;

« Self-initiated activity that is enforcement/investigative in nature but does not
result in arrest or citation; and/or

« Self-initiated activity which is not enforcement/investigative in nature but results
in Department personnel taking some form of constructive action, e.g.,
requesting a tow truck for a stranded motorist.

Each field incident shall be logged separately with its own unique “Tag”

number. Deputies shall not log multiple unconnected incidents or traffic stops under a
single “Tag” number. Multiple citations or activities resulting from the same traffic stop
or incident shall be logged under the same “Tag” number. These concepts are equally
applicable to vehicle, pedestrian, and bicycle stop contacts.

Revised 05/15/17
03/31/15 MPP

5-09/520.30 STATISTICAL CODES FOR TRAFFIC, PEDESTRIAN, AND BICYCLE
STOPS

The statistical codes 840 (Traffic Stop), 841 (Pedestrian Stop), and 842 (Bicycle Stop)
shall be used when field personnel conduct vehicle, pedestrian, or bicycle stops based
on probable cause, reasonable suspicion, or for other investigative purposes or to follow
up on leads from prior incidents. The codes shall be used when logging vehicle,
pedestrian, or bicycle stops which are associated with:

o Calls for service;

o Self-initiated activity that results in arrest or citation; and/or

« Self-initiated activity which is enforcement or investigative in nature but does not
result in arrest or citation.

These codes shall be used in addition to any other statistical code(s) used to classify
the incident. The narrative portion of the logged incident shall also include the reason
for the contact and a brief description of the action taken by deputies.

The Mobile Digital Computer “Reasonable Suspicion” and “Pat Down” Contact
Information Codes require justification for the stop or search and shall be noted in the
narrative portion of the deputy’s log.

03/31/15 MPP
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WAVE 1 AGENCIES’ CIVILIAN COMPLAINT FORMS AND PROCEDURES
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| California Highway Patrol

Commend or Complain
®

Office of Internal Affairs

The California Highway Patrol (CHP) has a well-defined procedure for investigating civilians'
complaints. Once a complaint is received, it is the responsibility of the involved employee's
Commander to ensure a thorough investigation is conducted. Although complaints cannot
always be resolved to a civilian's satisfaction, all investigations are conducted objectively,
with a goal of maintaining public confidence and departmental integrity. After completion of
the investigation, complaints are directed through the chain of command for an impartial
review. After final approval, the civilian is provided with a closing written response.

The civilians' complaint process is designed to investigate the allegations of civilians and to
make a determination of fact as to any wrongdoing. In cases where a false complaint is
maliciously filed against a peace officer, that officer is entitled to file a civil action. Therefore,
it is important all allegations presented in a complaint to the Department be based on
factual information. Penal Code Section 148.6 requires that all law enforcement agencies
accepting an allegation of misconduct against a peace officer shall require the complainant
to read and sign a Civilians' Complaint Information form.

Click here to fill out the online Commend or Complain form.

There are known issues in viewing some PDF documents with the Firefox, Chrome, and
Safari browsers (Internet Explorer is recommended). Please, make sure that you are using
the latest versions of those browsers and have the latest version of the Adobe Acrobat
Reader (available here: https://get.adobe.com/reader/).

To view a form, right-click on the desired link and choose “Save Link As” in the pop-up
menu. Next, in the dialog box that appears, click on the Desktop icon or directory of your
choice and click the Save button. Once the PDF is saved to your desktop, you can double-
click or right-click and choose “Open With” to view the file in Adobe Acrobat.
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STATE OF CALIFORNIA California Highway Patrol CHP USE ONLY
DEPARTMENT OF CALIFORNIA HIGHWAY PATROL CONTROL NUMBER

CIVILIANS' COMPLAINT INFORMATION LOCATION CODE | YEAR
CHP 240B (Rev. 12-15) OPI 031 | ’ ‘

SEQUENTIAL NO.

||

PERSON FILING COMPLAINT (LAST, FIRST, M.I.)

MAILIN_G DDRESS (STREET, APARTMENT NUMBER) NAME AND IDENTIFICATION NUMBER OF EMPLOYEE
CITY, STATE, ZIP CODE LOCATION OF INCIDENT

HOME TELEPHONE NUMBER (INCLUDE AREA ODE) DATE/TIME OF OCCURRENCE

OTHER TELEPHONE NUMBER (INCLUDE AREA ODE) CITATION OR ARREST REPORT NUMBER

ADDITIONAL EMPLOYEE(S) (INCLUDE NAMES AND IDENTIFICATION NUMBERS WHEN KNOWN)

IMPORTANT! READ AND SIGN THE FOLLOWING INFORMATION.
YOU HAVE THE RIGHT TO MAKE A COMPLAINT AGAINST A POLICE OFFICER FOR ANY IMPROPER POLICE
ONDUCT. CALIFORNIA LAW REQUIRES THIS AGENCY TO HAVE A PROCEDURE TO INVESTIGATE IVILIANS'
COMPLAINTS. YOU HAVE A RIGHT TO A WRITTEN DESCRIPTION OF THIS PROCEDURE. THIS AGENCY MAY FIND
AFTER INVESTIGATION THAT THERE IS NOT ENOUGH EVIDENCE TO WARRANT ACTION ON YOUR OMPLAINT;
EVEN IF THAT IS THE CASE, YOU HAVE THE RIGHT TO MAKE THE COMPLAINT AND HAVE IT INVESTIGATED IF
| YOU BELIEVE AN OFFICER BEHAVED IMPROPERLY. IVILIAN COMPLAINTS AND ANY REPORTS OR FINDINGS

RELATING TO COMPLAINTS MUST BE RETAINED BY THIS AGENCY FOR AT LEAST FIVE YEARS.

I have read and understand the above statement.

Signature <ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>