
Summary 
FAIR AN D IMPARTIAL PO LICING 
Eight Geneva Police Department command-level officers and 22 Geneva community members participated in a 

1.5 day training program to promote td:'~nd lrr,pcrtL:o : PQ:idnQ. The training applies the modern science of 

bias to public safety. Since even well-intentioned, non-prejudiced people may have (unconscious) biased 

behavior, police officers might practice biased policing. And, even the best agencies, because they hire humans, 

will have biased policing. Actions based on biases or stereotypes are unsafe, ineffective and unjust. Officers 

can learn skills to reduce and manage their biases. Supervisors can take corrective action when they detect 

biased decision-making. Noble Wray, a national expert, conducted the training. 

Geneva Police leaders agreed to follow-up meetings with community members to create and implement a 

comprehensive program to produce fair and impartial policing that covers 1) Recruitment, Hiring and 

Promotion; 2) Policy; 3) Training; 4) Leadership, Supervision and Accountability; 4) Measurement; 5) Promoting 

Fair and Impartial Policing and Perceptions through Operations; 6) Engaging Diverse Communities. 

?R!OIUTlES 

Action priorities include 1) increase diversity on the police force; 2) improve communication between the police 

and community, and 3) provide implicit bias training to all Geneva police officers. 

Support was expressed for a policing culture that emphasizes values of sanctity of life, dignity, courtesy, 

courageous conversations and transparency. Also discussed were citizen review board, mediation, ombudsman, 

communication/transparency in the complaint process, additional police training in de-escalation and 

procedural justice. Community members and police can work together to co-produce public safety. 

Police training is one of the agreements in the ~olr;munify (;OI!lrxiQ that was !~QJ:iQ!.'f;s.i after the police killing of 
an unarmed black suspect in 2011. Fair and Impartial Policing was implemented after (9...Qs::!!iv c£;w:oedjx;lsfs were 
found on the Facebook page of a Geneva police officer. Notes were compiled by C/iffChan@sbcg/oba/.net . 
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DRAFT 

Action Priorities 
FAIR AND IMPARTIAL POLICING PLAN 

In two weeks (May 15) identify process for creating a comprehensive plan to cover: 

1) Recruitment, Hiring and Promotion 

2) Policy 

3) Training 

4) Leadership, Supervision and Accountability 

4) Measurement of bias in policing 

5) Promoting Fair and Impartial Policing and Perceptions through Operations 

6) Engaging Diverse Communities 

TOP PRIORITIES 
1. Increase diversity on the police force (7 participants) 

a. Recruitment and hiring of officers of color 
b. Change NY State civil service hiring rules for police officers 

2. Communication (5) 
. a. More police staff to do community outreach 
b. More dialogue opportunities and bring groups together to promote trust 
c. Complete feedback loop when there are complaints and issues 
d. Social media 

3. Involve Community members (4) 
a. Community members move beyond complaining to being part of the solution 

b. Part of drafting comprehensive plan 
c. Reconvene in 1-2 weeks; continue the momentum 

4. Youth (1) 
a. Involve more youth in the conversation to help develop a positive view 

5. Dcita (1) 
a. Collect data so we have some measurement 

6. Training 
a. GPD plans to roll out training to all officers 
b. 4 officers are already trained to deliver Fair and Impartial Policing 
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Fair and Ir:'partial Policin_~. 

Key Takeaways 
. POLICE OFFICERS 

1. Everyone has bias 

2. We are all involved and can improve communication with the community 

3. Will remind myself to consider if actions might be perceived as biased 

4. Learn to make better leadership decisions 

5. Can make changes in myself; change happens at a human and personal level 

6. Will incorporate what I learned in teaching other officers about implicit bias 

COM/v\UNITY MEMBERS 

1. Even well-intended people have bias 

2. Have more courageous conversations 

3. I'm more aware of bias 

4. Hopeful that this will trickle down; there is incredible potential 

5. Police and community "co-producing public safety"; policing that respects the 
"universal sanctity of life"; "museum of hurt" 

6. Addressing both implicit and explicit bias; the subtlety of bias 

7. A policing culture that shifts from warrior to guardian 

8. Greater transparency from Geneva Police Department 

9. It is important not to judge a person by their color 

10. It is important to promote greater unity 

11. It would be good to overcome the distrust that some people have even of 
officers of color; some feel that "One of our own is against us" because they are 
on the police force 

1 2. Geneva is ready for change 
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Tra ining Content FAIR AND IMPARTlAl PUSliC SAFETY: 
A SCi ENCE ·SASED PER S P I: C T. !Vi:! 

WHAT IS IMPLICIT BIAS? WHAT IS THE IMPACT ON POLICING? 

1. Even we ll-i nte ntioned , non-prej ud iced people ma y ha ve biased beh av io r. Po lice offi cers , 
beca use they a re huma n, might practice biased policing . 

2. Even th e best agencies , beca u se th e y hire humans , will have bia sed polici ng 

3. What is imp licit b ias a nd h ow does it w o rk? 

a. Biases often operate just below consciousness. The intuitive or "implicit" system of our brain 

automatically categorizes people, linking people we don't know to stereotypes associated with 

their groups. This mental shortcut helps us make sense of the world. When meeting someone new, 

we fill in knowledge gaps with group stereotypes; however, such stereotypes may not be accurate 

b. Stereotypes may be linked to race, wealth, gender, age, body shape, dress, profession, sexual 

orientation, religion, attractiveness, homelessness, mental illness, immigration status, Engl ish ability 

c. Bias affects everyone's perceptions and impacts behavior, even in people who consciously 

reject those stereotypes. It only requires knowledge of the stereotype. In fact, in studies, the more 

unbiased you think you are, the more biased your behavior 

d. This is a shift from the outdated view that only ill-intentioned individuals display biased behavior. 

If even non-prejudiced people can behave in a biased way, we look for solutions without 

assuming that most police are- racist or bad. This can reduce aefensiveness. 

e. Implicit bias is relevant to all professions. It can affect police view of and action toward subjects, 

victims, witnesses. Policing based on stereotypes is ineffective, unsafe and unjust 

f. This is not to say that there isn't also Explicit bias: conscious of and outward animus toward a 

particular group. That must be dealt with directly 

4 . Bia s ca n jeo pard ize safe, effective a nd ius t law Enfo rce me nt 

a. Implicit association: for example, black = threat. It may lead police to decide that a gathering 

of African American college students bodes troubl'e, where a forthcoming gathering of Caucasian 

undergraduates does not; might be under-vigilant with female subjects and people of means. 

b. Attentional bias: all of the officer's attention is on the Hispanic teens in the mall (even in the 

absence of info) and she misses crime by other groups 

c. Confirmation bias: interpret info in a way that confirms existing beliefs. Officer remembers times 

he found drugs on kids with low-hanging pants (not others), continues to search mostly those kids 

d. We-they bias: we tend to see more positive characteristics in people like us; after a crash, w ith 

conflicting stories, we might tend to believe someone who is white and driving a BMW than 

someone who is Hispanic driving a truck . 

.. _ --_._._ .. _-----_._----_._-_._---------_._----- ----_ . -_._._--_._------ ----_. __ ._ ... _---_._------ -_._ .. __ ._-_ .. -----------
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HOW CAN INDIVIDUALS ADDRESS OUR IMPLICIT BIASES? 
With information and motivation, people can implement unbiased behavioral responses that override 

automatic, discrimination-promoting biases 

1. Reduce biases through more contact and exposure to counter negative stereotypes 

a. In use-of-force judgment training, are officers getting enough exposure to scenarios that counter 

stereotypes? 

2. Recognize implicit biases and implement unbiased responses/behaviors 

a. If we are aware of biases and if we are motivated, we can choose bias-free behavior 

b. Ask "Would I be treating this person this way but for the fact that s/he is ___ (Black, female, 

gay, disabled, etc)? 

3. Beware of other people's biases 

a. Not addressing the biased behavior of others (fellow officers and community members) is unjust to 

the community member and harmful to the individual officer and the agency 

4. Reduce ambiguity by slowing it down to question automatic responses 

a. Slowing down can produce better decisions by reducing the possibility that you act on your biases 

HOW CAN POLICE CREATE A COMPREHENSIVE PROGRAM TO ADDRESS 
IIv\PUClT BIAS? 
A thorough plan is a more sustainable way to address perceptions of biased policing that exist. Change takes 

time. Policing, like other professions, is not bias-free 

i. Recruit, hire, promote diverse personnel and hire people who can po lice in an unbiased 
fashion 

a. Recruit, hire and retain individuals representing diversity of the community 

,. It is important for better community relations to have a police force that reflects the diversity 

in the community. Diversity also makes it easier to recruit and retain officers of color. 

2. Work to change NY state civil service law that requires hiring from those who score very 

highest on the exam even if you want highly qualified applicants of color that are a little 

further down the list. 

3. Geneva's location and lower salaries make it hard to compete 

4. Police can do targeted recruitment in schools and churches, Community members can help to 

recruit, inform and assist applicants with passing the civil service exam 

5. To retain, mentor and support new officers 

6. An Intern program can lead to a more diverse pipeline 
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b. Hire people who can police in an unbiased manner 

1. People without explicit bias: administer psychological tests, check their social media 

2. People who have had positive experiences with diverse groups: ask references 

3. People who are willing to reflect on their own biases: use Interview questions and scenarios 

like, "Describe an incident in which one of your biases manifested." 

c. Hire, evaluate and promote without bias 

1. Prioritize diversity as a goal and monitor progress with data 

2. Educate decision makers about how implicit bias can lead them to prefer people like 

themselves 

3. Generate clear, objective evaluation criteria 

4. Counter "we-they" bias in management decisions with diverse committees 

5. Slow down the process 

2. Create meaningful policy that tells officers when they can and cannot use demographics 
to make law enforcement decisions 

a. Geneva PO has a policy that allows for officer discretion which is a good practice 

3. Effective academy and in-service training directed to ways that bias might manifest 

a. Geneva PO is planning to provide implicit bias training to all officers 

b. Consider scenario-based us~ of, force training with exposure to counter stereotypes 

c. New Orleans trains officers to intervene with their peers: courageous conversations - "I'm trying to 
save your job" 

4. Strong message from the leadership conveying commitment to fair ond impartial 
policing 

a. Police leadership needs to communicate to community and agency personnel their 

commitment to fair and impartial policing and specific actions being taken to implement 

b. Create a culture that supports unbiased policing: a culture that respects the universal sanctity of 

life to increase trust and confidence in the police 

1. NYPO Value: "Value human life, respect the dignity of each individual and render our 

services with courtesy and civility" 

2. Culture is shaped by each interaction: "Would I be stopping this person but for this person is 

___ (Black/Latino/etc)? How will this be perceived?" 

3. Value-based: emphasize values that drive the behavior that you want; that alone may not be 

enough, so spell out in some detail what non-biased policing looks like. De-escalation training 

4. Create a culture that supports courageous conversations 
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S. Strong accountability mechanisms in place to promote fair and impartial policing 

a. Policy succeeds or fails at the first line supervisor. Tone is set internally. If you are managing by 
complaint, you're late to the game. Train supervisors and FTOs to promote fair, professional 
policing 

b. Although it is difficult to determine bias in those we supervise, it requires courageous conversations 

when you find it. Biased behavior must be investigated and addressed to promote professional 

behavior. If you have video footage, officers need to know that it will be reviewed periodically 

c. Use all the usual accountability mechanisms: incident reviews, personnel evaluations, corrective 

action plans, in-car cameras etc that are used to promote professional, in-policy behavior should 

be focused on fair and impartial policing as well. Decisions by a supervisor that might be 

inappropriately impacted by race include what types of crimes to enforce vigorously or ignore, 

how much police presence to provide, how to hand out choice assignments, etc 

d. Complaint review is important for accountability, but unlike excessive force, it is difficult to 

prove biased policing complaints. For example, officer pulls over a car with 4 young Black males; 
the stop is based on a broken.tail light, his motivation is he "sees crime" when he sees young Black 
men. But would be difficult for a complaint investigation to prove intent unless officer confesses 
since complainant often cannot offer specific evidence that racial bias occurred. 

6. Measuring Racially Biased Policing 

a. It is easy to measure disparity (eg. More traffic stops in black areas than white areas) but tough 
to pinpoint the causes (is it due to bias, or other factors) 

b. Reliable data can give leaders a sense of where to pay aHention 

c. Consider seeking help with data analysis from a criminal justice professor 

d. As you review policies to determine if it meets needs and best practices, set up certain measures 
for each policy. For example, in addition to measuring racial disparity in traffic stops, arrests, 
confinement etc, hire an outsider to do a survey of citizen satisfaction 

e. Traffic stop data might show high number of "economic citations" such as expired license, 

broken tail light; police can d.o car clinic, child seat safety clinics as a problem solving approach 

f. Measuring the impact of implicit bias training is a challenge. It usually takes time for 

organizations to change. Sustain rate of complaints is not a good measure 

7. Promoting Fair Policing through Operations 

a. Seriously consider complaints of operational bias from community members 

1. Can the practice be justified by bias-free factors (such as data)? If not, revise practices 

2. If justified, communicate to community and assess if crime control benefits sufficiently offset the 

"hit" police are taking to trust/legitimacy. For example, minorities perceived consent searches 

to be biased. Set a goal to increase hit rates (finding something illegal) and requiring officers 

to articulate a factual basis for suspicion in their report of the search 
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3. Over-policing: sending police in and out of black neighborhoods; not just measure outcomes 

and tickets, look at alternative strategies; be problem focused, not just incident focused in a 

geographic area. Deal with citizens and victims (Rosenberg study in Chicago) 

b. Beware how even bias-free directions might produce biased policing on the streets 

c. Adopt policing models that can promote crime/traffic control AND trust and confidence 

1. Keep fairness front and center: Ask "How will we ensure that this operation is fair and 

impartial? How will we prevent perceptions of biased policing?" 

2. Neighborhood policing: partnering with community to jointly produce safety 

3. Using prevention/remediation, not just arrest 

4. Procedural Justice will lead citizens to view police as a legitimate force in administration of 

justice: in every interaction, community members have voice and dignity, treated with respect, 

neutrality. In order for procedural justice to manifest in interactions with the public, it must also 

occur within the department. Beat officers must have voice and be treated as competent and 

trustworthy. NYPD and PERC offer training 

8. Engaging Dive rse Co m mu nities 

a. Trust and confidence is built through each and every contact with community members 

b. Community needs to be part of the accountability for sustainability 

c. Specific programs: citizens academy, school programs 

d. Positive contacts can reduce explicit and implicit biases that police and community have about 

each other 

e. Encourage outreach by measuring/rewarding the number of community contacts that officers make 

Other best practices for police 
CITIZEN REVIEW BOARD 

1. Some form of citizen advisory is a best practice nationwide 

2. There are m~ny models. Geneva could form a committee to explore. NACOLE: National Association 

of Civilian Oversight of Law Enforcement has resources 

3. It needs to have "teeth." One example: the Police and Fire commission in Madison could hire and fire 

the chief. It operates as a quasi-judiciary body; it was very formal, however, and the average citizen 

is not necessarily looking for that 
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Fair and Impartial Policing 

4. There are other ways that a board can have teeth such as reviewing the police investigations in 

serious cases and making public recommendations to the police chief. Verification by the community 

and having the power to get answers can bring things together instead of a perpetual chasm between 

citizens and police. 

5. Independence: Citizens don't have the same expertise as the chief or career police officers when 

reviewing police policies and procedures, so tend over time to get comfortable relying on the 

expertise of the police. It is best to rotate members off after a certain length of time. 

6. Find the sweet spot: police departments don't want to be micromanaged, but an independent process 

can lead to working together with the community to co-produce public safety 

7 . Subpoena power is useful. If the police view the citizen review process as biased against them, 

however, they may honor the subpoena, but may not provide useful information during testimony 

8. Citizen review can help co-produce professionalism; works well if the review board and the police 

share info; the Chief wants to ensure that the regulations are being applied consistently. Police can 

show the community that there is transparency if their internal decision process is reviewed by citizen 

review board. 

O /v\BUDSMAN: 
1. Some departments have an ombudsman working alongside a citizen review board that helps 

citizens go through the bureaucratic process to find the answers they are looking for. 

2. Ombudsman can help to formulate the complaint and serve as an advocate, inform which person that 

the citizen can contact for follow up. 

MEDIATION 
1. Informal, confidential process in which the complainant(s) and accused employee(s) meet face-to

face with assistance of a neutral mediator to discuss alleged misconduct with the goal of arriving at a 

mutually agreeable resolution 

2. The process is voluntary. 

3. It is not appropriate for all cases. Some cities don't use mediation to process bias complaints. Some 

don't allow ·to file a formal complaint if mediation doesn't work. Some officers don't want to 

participate if they feel they did nothing wrong 

4. Mediation has higher satisfaction rate for complainant and officer than traditional Internal Affairs 

complaint process; sometime complainants just want to be heard. Sometimes they can result in 

teachable moment for the parties 

TRAINING 
1. Police o.fficers need to believe in personal improvement for effective training. The police 

leadership has to believe in constant improvement; do training in conjunction with community to 

co-produce trust and public safety. 
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2. ICAT training for use of force (NYPD has trainers) emphasizes de-escalation using space and 
distance so not reaching a point where they are using force. It features high quality role playing 

focused on de-escalation under different scenarios, homeless, mental illness, simulator - shoot or not 
shoot. For a model de-escalation policy - See Seattle 

3. Training should emphasize respecting sanctity of all life. In focus groups conducted in Ferguson, the 

feedback from all stakeholders was consistent in -criticizing police for allowing Michael Brown to lie on 

the street bleeding without helping to save him 

4. Procedural justice training is available from NYPD and PERC 

COlv\PlAINT PROCESS 
1. Forms should become public record and must have action within a certain time 

2. Systems should be in place so it is clear how to file a report on the website and the follow up process. 

People want the communication circle complete - if they don't hear, they will believe that the 

complaint wasn't taken seriously. There needs to be a contact person and a way to complete that 

loop. 

3. In other cities, police give out business card each time they make a stop and articulate to the citizen 

and in their report the factual basis for any stop 

COMAt\UNICA TION AND TRANSPARENCY 
1. Transparency builds credibility 

2. rWitl].Out better communication and trans-pa-rency,_you ·will create a "museum of hurt" for years; need 

to provide specific answers 

3. From Geneva police point of view there is a lot of misinformation in the community 

4. Why are there so many police shootings? Can't they aim for an extremity? Officers are not trained to 
kill, rather to stop a person who poses a threat. If you are running it is hard to shoot accurately so aim 

for largest area of body mass. Also, if you hit them in the leg, they may still be able to shoot back 

COMlv\UNITY INVOLVEfV\ENT 
1. Co-produce safety with the community for the work to be transformational 

2. Police need to employ procedural justice, proactively work with the community, for 

transformational results focus on constant improvement 

3. Ward representation in the police d~partment was discussed. Some cities decentralize to specialize 

4. Citizens can support creating a culture that supports courageous conversations and unbiased 

policing: one that respects the universal sanctity of life to increase trust and confidence in the police 

a. NYPD Value: "Value human life, respect the dignity of each individual and render our services 

with courtesy and civility" 
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