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September 27, 2018 

 

Dear Consent Decree Stakeholders: 

 

The CPC’s final written response to the draft CPOP and Staffing Plan issued for public 

comment by the Cleveland Division of Police. This body of work is supported by all 

Commissioners and represent the active participation of community groups including the CDP 

Patrol Officers, a CPOP clergy group and the Black Shield.  A separate communication from 

Families Impacted by Police deadly Force and a representative of Standing Up for Racial 

Justice (SURJ) has been submitted for your consideration. 

 

Additionally, as discussed in the September 10 and 11 MT and Stakeholders meetings, the CPC 

looks forward to discussing the following list of related CPOP and Staffing priorities based on 

our combined response to these policy drafts: 

• A CPOP wellness approach that is a tangibly assessable model of policing for the city 

of Cleveland. 

• Clear guideposts to encourage officers to develop relationships with community 

members to promote positive interaction between the CPD and the public. The 

annual in-service community and problem – oriented police training must be 

adequate in quality, quantity, type and scope. 

• Community engagement with community organizations including youth, LGBT 

homeless mental health organizations will include cultural competency and sensitivity 

training. 

• Proper staffing and adequate resources are necessary for a successful community 

policing plan. The city should set a semiannual time frame for analysis of the staffing 

resources and needs of the CPD. This is best accomplished with outside analytics 

which rely on several years of available data. 

• Metric analysis of the daily activities of patrol officers is necessary to gauge whether 

the expected 20% time to be devoted to CPOP activity is reachable and accomplished 

on an individual basis. 

• Establish better and specific recruitment standards to better align CPD’s hiring goals. 

This would include minimum educational requirements with the goal of enhancing 

educational backgrounds of all recruits. 

• Utilization of a national recruiting model to attract recruits for broader scope. While 

the Midwest approach may be achievable, Northeast and Upper Midwest reaches 

may be sustainable. To address the issue of a living/working model within the 

community, provide incentives to recruits from outside the area to ultimately live in 

the city. This would include tax abatements for purchasing property or otherwise 

developing a homestead. 

• Recruitment of individuals with social work degrees must be a priority. There is no 



reason to exclude these individuals from the recruitment model. Ultimately including 

individuals with social work backgrounds in the ranks of patrol officer is achievable as 

is the case in many other jurisdictions including Madison, Janesville, Rochester, 

Houston, Minneapolis and Salt Lake City. These jurisdictions have developed three 

separate models that will prove successful. Those models include full inclusion of 

degreed social work candidates in the patrol teams; targeted teams within districts 

and specialized teams for use as backup. 

 

Please let us know what questions or concerns you have. We look for to discussing our list of 

priorities at the October 9 Stakeholder meeting. 

 

On behalf of The Cleveland Community Police Commission. 

 

Co-Chairs: 

 

Rev. Dr. V. Yvonne Conner and Atty. Richard Knoth 
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Introduction 
 

The Cleveland Community Police Commission (CPC) is a group of Clevelanders 

responsible for making recommendations to the Chief of Police on policy, asked 

community members for feedback on a draft Community and Problem Oriented Policing 

(CPOP) and Staffing Plan. The draft Plans were released May 2018. The community 

has reviewed both Plans and forged ahead with crafting recommendations throughout 

the summer. The first iteration of the public’s reaction to the Plans was published to 

Consent Decree Stakeholders August 10, 2018. Information shared in this final report 

represent insights shared by community members and a response to suggested 

critiques of the August 10th “A Community Response, Part I” shared by Stakeholders.  

 

Executive Summary   
 

Addressing racial equity (see Measuring Success, page 17, August 10 report; General 

Comment #88) is a concern raised by community members needing ongoing attention. 

Cultural and sensitivity training is a formal way to acknowledge this ongoing concern in 

many workplaces and http://www.diversitycenterneo.org/  is a local partner and place to 

continue being intentional and building on the module of cultural competency and 

sensitivity in training approved by the Court July 2018. A community member suggests 

that organizing informal interactions between minority males who are doing positive 

things in the community to counterbalance all the negative imagery the officers are 

exposed to through their usual overexposure to minority males engaged in criminal 

activities. There must be clear guideposts to encourage officers to develop relationships 

with community members to promote positive interaction between the CDP and the 

public. The annual in-service community and problem – oriented police training must be 

adequate in quality, quantity, type and scope. 

  

Training and implementing SARA is a place of significant uncertainty raised by 

community members. Officers feel as though many of them have been using the SARA 

strategy for years. It would be helpful if CDP made it a practice to take an inventory of 

what is being done as it embraces a need to set aside all systems without reviewing and 

assessing what’s working.  Market the components of the Consent Decree that it’s 

doing well. For instance, the In-Service Training mentioned on page 20 of the draft Plan 

is in process. Most community members reading the plan responds to “8-hours of in-

service” as if this is the only planned training for officers. The community voices are 

asking for training that spans as wide as providing the historical background of a 

neighborhood that officers are assigned to serve as well as best practices that address 

the needs of an officer performing her/his job at a professional level. A Needs 

http://www.diversitycenterneo.org/
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Assessment is an important component to determining and articulating the learning, 

training, and performance demands of the CDP (DeSimone, Werner, 2012). 

Allocation of Time: The 20%-time requirement is welcomed by the community with 

reservations about CDP’s ability to increase its pool of officers, especially when these 

officers are required to take time to build rapport in tough neighborhoods. Officers raise 

concerns about supervisors giving adequate time to think through how this requirement 

will be implemented in the context of the various duties and assignments officers cover 

in a day’s work. Metric analysis of the daily activities of patrol officers is necessary to 

gauge whether the expected 20% time to be devoted to CPOP activity is reachable and 

accomplished on an individual basis.  

Staffing and Recruitment:  

Establish better and specific recruitment standards to better align CPD’s hiring goals. 
This would include minimum educational requirements with the goal of enhancing 
educational backgrounds of all recruits. This would support the utilization of a national 
recruiting model to attract recruits for broader scope. While the Midwest approach may 
be achievable, Northeast and Upper Midwest reaches may be sustainable. To address 
the issue of a living/working model within the community, provide incentives to recruits 
from outside the area to ultimately live in the city. This would include tax abatements for 
purchasing property or otherwise developing a homestead. 

Recruitment of individuals with social work degrees must be a priority. There is no 
reason to exclude these individuals from the recruitment model. Ultimately including 
individuals with social work backgrounds in the ranks of patrol officer is achievable as is 
the case in many other jurisdictions including Madison, Janesville, Rochester, Houston, 
Minneapolis and Salt Lake City. These jurisdictions have developed three separate 
models that will prove successful. Those models include full inclusion of degreed social 
work candidates in the patrol teams; targeted teams within districts and specialized 
teams for use as backup.   

Performance Evaluation cannot globally be set to align with the inputs and outputs of 
a business model. 

In 1995, officers at the New York City Police Department (NYPD) found an anonymous note 
posted on the bulletin board. “We’re not report takers,” the note proclaimed. “We’re the police.”1 
The note testified to the psychological shift when then Police Commissioner William J. Bratton 
inverted the focus from inputs to outputs. Prior to Bratton, the NYPD assessed itself primarily on 
put variables, such as arrests made, reports taken, cases closed, budgets met, rather than on the 
output variable of reducing crime. Bratton set audacious output goals, such as attaining double-
digit annual declines in felony crime rates, and implemented a catalytic mechanism called 
Compstat (short for “computer comparison statistics”). 

 – Good to Great and the Social Sectors by Jim Collins 

The CDP CPOP philosophy and the desired outcomes of the CDP must be assessed 
based on the mission of the CDP. On page 6 of the draft plan, CDP acknowledges its 
revamped mission statement but fails to clearly link the proposed actionable 

                                                           
1 Andrews, William J. and William J. Bratton, “What We’ve Learned About Policing,” City Journal, Spring 1999. 
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components of the mission statement – enforce the law, maintain order, protect lives, 
property and rights of all people – to the goals and output of the draft CPOP plan. The 
policy immediately leads the community to a comparison of guardians and warriors 
which raises emotional reflections on an unpleasant history between community 
members and local law enforcement. For a social sector organization, performance 
must be assessed relative to mission (Jim Collins).  

Wellness Model is metaphorically shared as a need for the community to be nurtured 
in a way to sustain health. Is this metaphor suggesting that the CDP is prepared to lead 
initiatives that create a stress-free work environment and model that for the community? 
Community members and other groups (CPOP clergy group, CPPA, Black Shield) 
responding to the draft plan challenges the CDP to consider the health of the 
community in general, the officers and community members as the catalyst necessary 
to embody this sense of wellness. Officers are feeling stressed. They are feeling 
unheard and overdisciplined (see Patrol Officers’ and Black Shield Roundtable). 
Community members continue to grabble with disrespect at the hands of those hired to 
protect and serve them.  The loss of love ones due to the use of deadly force (General 
Comments #95) continues to trigger emotional responses. Community members 
continue to call for a “truth and reconciliation” forum as an important component of 
wellness. 

We need enough informed people asking the right questions healthy enough to build 
bridges for partnerships that cultivate a desired relationship between communities 
feeling overpoliced and local law enforcement that they want to trust. Seeking wellness 
from a systems approach requires an acknowledgement of current limitations and new 
ways to look at the familiar ways of operating (see CPOP Faith Leaders Input) and see 
opportunities. Increasing the workforce while maintaining a warrior-liked engrained work 
mentality will not support the transformation mandated by the Consent Decree. 
Community members view a healthy community as a goal to achieve rather than an 
existing commodity to build upon (General Comments #110, #111). 

 

Stakeholder critique and observations in response to the August 10 

report, shared with CPC September 6, 2018. 

• The report sounds as if it is speaking in more than one voice (one opinion) as it 

represents the CPC. 

•  The number of citizens reached is less than those reached in 2017. 

• Consider sharing more available community feedback (comments) in 

supplemental CPOP report, Part II. 

• Link communications from community members to concerns of the larger 

community. Consider matching noted concerns from individuals with suggested 

remedies. 

• Start capitalizing on known facts (data supported) about the community’s 

understanding of the District Police Committees. 
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• Offer solutions for proposed CPOP performance evaluations; provide more about 

the “how” and concerns about racial equity. 

• Consider expanding comments about the wellness model to speak to whether it’s 

a philosophy or primarily police activity. 

• What’s the role of proper equipment; what metrics do we use to impact the work 

environment and stress reduction? 

• What systems are available for electronic car tracking? (See Officer input – 

Appendix). 

 

 

 

 

Data Collection:  268 completed surveys (as of September 25)  
What does this mean in terms of the confidence level of the CPC information shared?2 

Cleveland’s Population Statistical Confidence Level Margin of Error Required sample size 

Approx. 385,000 95% 5% 
6 
7 
8 
10 

384 
267 
196 
151 
97 

Approx. 385,000 90% 5% 
10 

271 
68 

The CPC community response sample size is well with the 10% margin of error at the 

95% statistical confidence level based on best practices calculations for determining 

statistical confidence levels for sample size. 

 

  

                                                           
2 https://www.qualtrics.com/blog/calculating-sample-size/ 
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The following reflections are verbatim Community Member 

Comments/Opinions:  

The following information reflections community responses to section 7 – labeled 

“Measuring Success” in the CPC online survey: General Questions in the Community 

and Problem Oriented Policing as responded to by community members.  

 

Questions: 

Do you feel you have a clear picture of what the city plans to do after reading this 

policy? (This question mirrors the opening survey question – Do you understand CPOP 

after reading the policy? In Section 1) 
Do you understand Community and Problem Oriented Policing after reading this policy? 

ANSWER CHOICES– RESPONSES– 

Yes 73.60% 
184 

No 11.20% 
28 

Neutral/No Opinion 15.20% 
38 

TOTAL 250 

Do you feel you have a clear picture of what the city plans to do after reading this policy? 

 

More than 70% of community members indicated understanding the policy when asked this 

question early in responses to the CPOP draft plan. Respondents answered the question at the 

end of section 1. After responding to more in-depth questions about the draft City’s draft plan, 

fewer respondents felt that they had a clear picture of the City’s plans. We notice that the 15% 

“no opinion” doubles in the second response (section 7). This emerges as an area for the City, 

Community Partners and the CPC to develop ways to continue clarifying what the CDP wishes 

to gain through its community outreach as new staff is hired and CPOP is implemented. 
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Question: How Important do you feel each of the following strategies are to 

helping officers understand CPOP? 

 

 
The weighted average was used to help determine which strategy is considered as most helpful to 

officers. This Matrix question is a closed-ended question that asks respondents to evaluate each 

statement using the same set of column choices. A Rating Scale question, commonly known as a Likert 

Scale, is a variation of the Matrix question where you can assign weights to each answer choice. Rating 

Scales automatically calculate a weighted average for each answer choice in the Analyze Results section 

(Applied Statistics for the Behavioral Sciences and Survey Monkey). This is helpful as we note that 

community members place the most concern about the “Making sure that there are enough officers on 

duty to allow officers to spend more time with community members solving problems.” The next very 

important strategy is “Receiving training about the history, culture, and people living in the specific 

neighborhood to which the officer is assigned.” These strategies are followed by “Giving officers access 

to computers in their car so that they can look up information quickly and solve problems while out in 

the community” and “Being welcomed to the neighborhood by a community member who shows the 

officer around.” 

 

Question: Are there any projects that are missing from this policy? 115 

Responded Skipped:153 (direct responses by community members from the 

questionnaire.) 

 1) Expose officers periodically to minority males in the community (and country) that are doing very positive 

things (to counterbalance all the negative imagery the officers are exposed to). Obviously, the nature of their 

work, as police officers, constantly exposes them to the worst of society (and young minority males in 

particular), and over time (repeated exposures) might lead to racist stereotypes getting a foothold in their 

minds and memories. This a common human brain reaction, so it requires constant awareness and vigilance, 

and recurrent racial bias training, to minimize the racial and confirmation bias as a natural response to being 

"overexposed" to one negative segment of a population. It would be great to see police specifically lead 

positive community outreach groups/meetings targeted to young black males in Cleveland with positive 
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connecting and messaging. Also, public service announcement/pr showing great support for positive young 

black male role models in Cleveland. 

 2) Much more foot patrol/bike policing in areas of Cleveland that are experiencing investment and growth 

such as OC, Tremont, Detroit Shoreway, Hinge town, Slavic V, etc. so that the improvements and increasing 

population don't reverse due to crime. 

 3) Make sure the most up-to-date cameras wherever they are placed throughout Cleveland  

4) State of art computers at all police stations. I was a victim of a robbery and when we called 2nd district to 

update my new phone number in the system it took 4 phone calls and the police officer stated their computer 

system was too old. 

 5) Make sure all officers (including ones answering phones) are trained in customer service, some have been 

rude on the phone 

6) A complete overhaul and repaving of the police impound lot where my stolen car was taken after a 

robbery. It is disgusting. My car was surrounded by 6-foot weeds and 2-foot potholes that you could twist 

your ankle in. It was an embarrassment to the city. It needs to be cleaned up and paved! I have video that I 

was going to send the news. After being traumatized by an aggravated robbery, my family and I were 

traumatized again retrieving my car. It was utterly shameful for the city and Cleveland police. 

7) I would like to see police participating in racial justice education events, such as the REI sessions 

sponsored by Cleveland Neighborhood Progress 

 

Question: How could this policy be improved? 108 Responded  Skipped:154 

• The policy can be improved by doing more with the grassroots leaders who already got the support 

of the community. Teaming up with nonprofits no longer work. This organizations are always about 

the money they never seem to be about the people. They are for photo OPS and bribes. It is time that 

we create a service that promotes the community, police and grassroots leaders along with 

organizations who have demonstrated they are about the community should be involved. Stop 

including those whose names are well known it is always who knows who and how can we stop 

those who are trying to unite and connect the community they are stopped by the puppet masters. 

The time is now we cannot continue to not include your entire community 

• 2-man police patrols and more mounted units 

• Put an officer in the building at night because some of the wrong people are coming in after the desk 

clerks leave 

• Always expect change and update things every year, as well as close communication with community 

members 

• When “we can’t” turns into we can. 

• Reducing the 20% mandate to 10%, which may still be hard to do, but much more obtainable during 

days of high calls for service. 

• Some specific steps by specific people or departments with due dates. Using the resources on the DOJ 

COPS page to inform and add detail to this essay that is NO plan. Including truth and reconciliation in 

the process. Take out all references to public relations, and already existing practices. 

• The focus needs to be taken away from how to force a occupying force to respect people they have 

proven time and time again they do not respect, nor are they a part of, and refocus on giving officers 

skin in the game. They need to live in the neighborhoods they serve, take their kids to the parks they 

patrol, jog on the streets they are to keep the peace. 

• The focus needs to be taken away from how to force a occupying force to respect people they have 

proven time and time again they do not respect, nor are they a part of, and refocus on giving officers 
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skin in the game. They need to live in the neighborhoods they serve, take their kids to the parks they 

patrol, jog on the streets they are to keep the peace. 

• By getting the people opinions, if change is going to be made everyone has to be understood. 

• Engage a focus group of youth (13 related comments) 

• As a community we need to have more autonomy over our relationship to the police. The plan seems 

to assume that more police, doing more work with the community will fix the systemic issues in the 

community. But, when we constantly hear stories of police sexually assaulting sex workers, working 

with Development Corporations to clear areas for gentrification, exploiting the low barrier of proof in 

the Housing Courts to kick people out of their homes and targeting youth of color it seems as if not 

only has little changed since they murdered Tamir, but it has just gotten worse. The activities of the 

Peacemakers Alliance, who was tasked to spy on protest groups before the Brello verdict, also 

disqualifies them as an entity that can in any way be involved in community safety. The solution here 

is not more police, more incarceration, more surveillance cameras and more police technology, the 

solution here is community empowerment in the absence of these things. 
• This is a comprehensive policy, reflecting positive ideas. The issue will be in the implementation, 

ability to engage the community in a solution-oriented process they seem resistant to, and the ability 
to have officers receive coaching. 

• making more obvious connections between community policing/community engagement and 

marginalized populations within a city 

 

General Comments – Final section of the CPC questionnaire (see complete list of 

comments in Appendix) 

Themes primarily raised in general comments include training, allocation of time, officer 

assignment and racial equity training.   

Training: The draft Plan mentions that training is crucial (pg. 19). Community members 

agree but raise concerns about how the CDP is determining what curricula is most 

needed and beneficial to their local police force. In the attached “General Comments” 

responses (#73,76,84,85,88,92,101,102, and 109) we find concerns and confusion 

raised about SARA. What’s the role of the officers and the role of the community? What 

metrics will the Plan embrace first? Feedback from the Officer’s Roundtables (see 

Appendix) suggest that supervisors and the Chief consider doing an inventory about 

what’s working well and based on that information, decide what can be scaled-up and 

used at other locations or what should be discarded. It would be helpful for officer 

morale if CDP made it a practice to take an inventory of what is being done well as it 

embraces a need to set aside all systems without reviewing and assessing what’s 

working. Most respondents support the need for training, but they are not comfortable 

that the proper due diligence has been done to make informed decisions about training. 

A best practice is to conduct a Training Needs Assessment (TNA) as a purpose-based 

analysis that helps leaders understand the gaps between desired training 

goals/outcomes and evidence of status (Dr. Allison Rossett). A Needs Assessment is 

performed to determine and articulate the learning, training, and performance needs of 

the CDP (DeSimone, Werner, 2012). While a TNA is mostly used to find a solution to a 

known problem, a Needs Assessment is normally used to discover unknown problems 
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or areas that can be improved.3 Has groundwork been done to intentionally connect the 

2 ½ to 8-hour training approved by the Court to cover foundational skills and practices 

that officers will need to support the CDP’s CPOP principles. 

 

Allocation of Time:  

Community members support the ideal of officers committing 20% of their time building 

relationships (General Comments #78 and #108, Appendix). But they also state that 

hiring more officers is a key factor in this strategy. Officers share that after working 16-

hour days, enthusiasm is tough to maintain. They lone to realize the positive impact of 

the new hires. Officers are concerned about discipline and an even distribution of the 

20% requirement. They offer a recommendation to expand the 45-minute lunch by 15-

minutes (see Black Shield Officer Round Table, Appendix). 

Feedback from Community Groups 

CPOP Faith Leaders Input (see report in Appendix) 

We were challenged by a simple game of tic tac toe to fully draw our attention to the 
perceived boundaries we set. Then there is the need to recognize the blinders we wear 
and how they limit where we look for opportunity. 
 

For CPOP to be established, it is important to attend to our police officers:  care 

for our cops.  As first glance, the knee jerk reaction is “we don’t have time for 

that.”  Or, “our officers are able to talk to our counselors as needed.” (See 

Appendix) 

The following list highlights the group’s top-level thoughts about important next steps.  
 
Remember that moving from peace officers to law enforcement officers brings a layer of 
stress to everyone. 

• Policing is a culture; we need to help Chief Williams flesh-out what 
community-engagement will look like. We must first hear his vision and then 
move to the "how to implement” the principles of CPOP.  

• Citizen Academy should be a requirement for every citizen desiring to be 
involved in community service. 

• Officers dealing with stress need to know how to ask for help and they 
should receive training in soft skills in addition to tactical proficiency 
techniques. 

• Officers need a "judgment-free zone"; a healing space where churches host 
some of the activities and meetings. This serves to help establish 
relationships and provide ongoing maintenance of these relationships. 

                                                           
3 http://www.nwlink.com/~donclark/hrd/sat2.html 
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• Remove the word "problem" from the policy title. Words matter! What type 
of relationship does the word problem suggest if this is the primary 
descriptor of the relationship between officers and community members? 
 

Officers Roundtable (CDP Patrolman Police Association & Black Shield) 

Roundtables summary provided by Mr. Jason Goodrick, CPC ED. Please see Appendix 

for separate full reports from each respective union. 
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Faith Leaders: CPOP write-up (by: Rev. Brian A. Shields, 09/21/18) 

The name of the plan needs revision.  For instance, Community & Engagement Oriented 

Policing Plan (CEOP), or Community & Relationship Oriented Policing Plan (CROP) have a 

positive connotation.  The word “problem” puts a negative spin on a positive program.  If we 

want to eliminate barriers and build relationships between police officers and Cleveland 

community this has to be changed! 

Self-Care for Cops 

Police officers are constantly walking into unknown circumstances and environments.  Naturally, 

this evokes anxiety and fear in anyone.  This happens to cops too. 

For CPOP to be established, it is important to tend to our police officers:  care for our cops.  As 

first glance, the knee jerk reaction is “we don’t have time for that.”  Or, “our officers are able to 

talk to our counselors as needed.” 

However, caring for cops means caring for their emotions and spirits.  This is a paradigm shift 

from traditional law enforcement culture.  Police officers are not immune to anxiety, fear, 

sadness, depression, rage, etc.  Officers need the help of professional chaplains and 

psychotherapists to help them address the emotional rigors of their jobs.  This can strengthen the 

police force because officers have had the opportunity to process their own emotions and can in 

turn help assist Clevelanders in their trouble.  

The vision here is that police officers are given time to be in small groups with trained 

professionals to help them process tough things that happen on their jobs.   

Responses to Critics of This Addition 

To counter the comment of, “we don’t want ‘soft’ cops,” this addition of police officer self-care 

to CPOP will strengthen police officers and create environments of healing both in precincts and 

neighborhoods.   

Outcomes 

An outcome of this training is cops will know the difference between their emotions and the 

emotions coming from persons they are interacting with. Another one is cops will be able to 

provide care for each other.  The care and concern that they share with each other will spill over 

into the relationships they form with communities of Greater Cleveland.  

Lastly, the Cleveland Police Department will be a sought-after place to work nationally which 

trains and retains high quality officers and cultivates a culture of safety in Cleveland. 

Attendees: 

Reverend Brian Shields, Rev. Dr. DeBorah Graham, Rev. Dr. Charles Eduardos, Rev. Anthony 

Everetts, and Rev. Dr. V. Yvonne Conner 
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Feedback guided by CPC Black Shield and CPPA Representatives 
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Patt Needham – Staffing Plan Feedback 

The CDP Recruiting plan calls for a 4% increase is sworn officers. Why, when the City 

population is stable [or decreasing]? 

1. The Recruiting Plan doesn’t address any need for civilian staff. 

2. The plan depends on Mayor’s budget and council approval. Are they involved? Briefed? 

3. This plan has specific tasks, parties and due dates! GOOD!!! 

4. This includes a broad selection of partners and supporters. Well done. 

5. Hiring info went out to people in 30 different languages. Good! 

 

 

Pg 9 – Mayor committed to hiring 250 officers – based on what info? 

Pg 10 – Recruiting plan annual report from March 2018 – where can one find this? 

Pg 13 – “…time needed to address [community engagement] issues will be officers’, ’discretionary’ time 

– activities other than answering call for service [CFS] while on duty.” At least 20% of their day on 

CPOP. How much time do officers now spend [avg] on CFS? Not good data. 
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Pg 14 – Final recruitment policy within 90 days of monitor approval of plan. Why a separate policy? 

Pg 15 – City to review feasibility… Who? When?  

Pg 15 – We will train…When? Who?   Pg16 -Inform all officers of changes to hiring process at roll call – 

When? Done? 

Pg 17 – “recruiters held” is not a plan; “completed interviews … past year…radio one’ is not a plan. 

Pg 19- Business Volunteers United will train background investigators on interviewing techniques. 

Pg 20 – “… use the most up to date screening tools” needs to be MUCH more specific. 

Pg 23 – An asset map that inventories communities ‘individual by individual” is COINTELPRO-like and 

subject to abuse. Mapping publicly available data and organizational info is OK. NOT individuals. 

Pg 24 – “Reverse Ride-along” should be more than 1 day, and required for more than recruits – all 

officers need this. Make is part of the process for rolling out CPOP. 

Pg 25 -  “Commander, Bureau of Community Policing” will create asset map? Notion of such a bureau 

runs counter to the idea that CPOP is the entire division. 

Pg 25 – Monthly 2-hr meetings starting Oct – 2018?  

Pg 27 – Someone from PSRT will attend monthly mtgs of CPC. ??? 

Pg 27 – Worked w CWRU to develop  survey of youth re: public safety forces and career interest - Done? 

Distributed? Results?  

 

Police Officer salaries by location 
City Average salary 

Police Officer in Cleveland, OH 

21 salaries 

$51,747 per year 

Police Officer in Cincinnati, OH 

21 salaries 
$51,459 per year 

Police Officer in Columbus, OH 

17 salaries 
$49,257 per year 

Police Officer in Akron, OH 

9 salaries 
$45,894 per year 

https://www.indeed.com/salaries/Police-Officer-Salaries,-Cleveland-OH
https://www.indeed.com/salaries/Police-Officer-Salaries,-Cincinnati-OH
https://www.indeed.com/salaries/Police-Officer-Salaries,-Columbus-OH
https://www.indeed.com/salaries/Police-Officer-Salaries,-Akron-OH
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Police Officer salaries by location 
City Average salary 

Police Officer in Wright-Patterson AFB, OH 

7 salaries 
$46,428 per year 

 

How much does a Police Officer make in Ohio? 

The average salary for a Police Officer is $52,924 per year in Ohio, which is 13% above the national 

average. Salary estimates are based on 321 salaries submitted anonymously to Indeed by Police Officer 

employees, users, and collected from past and present job advertisements on Indeed in the past 36 months. The 

typical tenure for a Police Officer is 3-5 years. 

 

Phila – 57,357 
Pitts – 52,507 
Wheeling – 52,187 

 

OVERALL COMMENTS: 

1. The staffing report clearly aims to justify hiring additional officers. It does not address the need 

for civilian employees in supportive positions. 

2. The report repeatedly mentions community policing core principles, but doesn’t list them. 

3. The report repeatedly states that all this depends on Mayor & Council budgeting enough. 

4. The report makes no provision for civilian employees assuming minor roles, [e.g., directing 

traffic at accident sites], that could reduce calls for service. 

5. The report does not explain what happens when online crime reports are submitted; ostensibly 

this is another way to reduce calls for service and free patrol officers for community 

engagement. How are these reports handled? What is the quantitative impact on patrol officer 

time? 

 

Pg 5 – “The focus of this report: 1] reducing violent crime, 2] developing community and problem-

oriented policing, and 3] compliance with the Settlement Agreement.”  

Pg 5 – Community Response Off. [CRO] will attend monthly mtgs, do foot patrols, engage in 

conversations. “intelligence” will be forwarded to NICE and GIU [Gang Impact Unit]. What does 

this MEAN? What does NICE do? 

Pg 9- org chart refers obliquely to the Fusion Center; what does this entail? 

Pg 13 – currently NO council liaison  

Pg 20 – Workload approach codified as a standard by Commission for Accreditation for Law 

Enforcement, but  “NO standard method exists.”  What is the result??? 

Pg 30 – PERF: 4 distinct solvability categories: 1] Contact Only, 2] Less Complicated, 3] Typical, and 4] 

More Complex [require substantial effort to close]. But there aren’t any staff load numbers 

https://www.indeed.com/salaries/Police-Officer-Salaries,-Wright-Patterson-AFB-OH
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associated with them, and “CDP investigative units have no hard data on solvability or time 

estimates”. Where does that leave anyone? 

Pg 30 – Gang Impact Unit, vice and narcotics generate their own work; they don’t respond to calls for 

service. Their work is based on “leads, intelligence, community complaints and daily enforcement 

operations”. Again, no work load data to work with. 

Pg 31 – If investigative units have no hard data, where do the numbers in Table 4 come from?  

Pg 31 – Relief factor measures the need for officers on duty that allow for scheduled days off and 

vacation days. This factor varies for 8- and 10-hour shifts; the factor for 8-hr shifts is 1.74 and for 

10-hr shifts is 2.31. “If 10 officers are needed during a day shift [‘platoon’] [8 hrs.] then 18 officers 

should be assigned to that shift.” Cleveland has 2 10-hr ‘platoons’ for 2nd and 3rd shifts. What does 

this really mean? 

Pg 33 – “CDP doesn’t have built in time for community engagement, so officers do this work as time 

permits.” Until community engagement has codes and is entered into CAD, there won’t be hard 

data to use for estimating the staffing load presented by CPOP. This should be planned for. 

Pg 34 – Table 6 presents staffing levels suggested by current data [and some blind guessing]. This in no 

way reflects the staffing needed under CPOP. 

Pg 42 – Created a new unit: Crime Awareness and Response Evaluation [CARE]; new units – 

Neighborhood Impact Community Engagement [NICE} and Environmental Crime Task Force [ECFT]; 

added Crisis Intervention Coordinator. No staff numbers associated with these or workload data. 

[But NICE got brand new SUVs!] What does this MEAN?! 

 

 

 

General Comments from survey question 30 starts on next 

page … 
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