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Introduction 

“Do police officers engage in racial profiling? This is the million-dollar question being 

asked…by researchers, police administrators, court officials, citizen groups, and individual 

citizens across the country”1.  While the term racial profiling is relatively new, concern 

over racial bias in decision-making by police is not and follows from historically “tense” 

relations between police and minorities.  The Rule of Law which underlies a democratic 

form of government and, therefore, democratic policing strategies, is based on the 

presumption that, unless specified under the law, individual characteristics such as age, 

ethnicity, economic and socio-demographic characteristics of individuals should not be 

taken into account in the administration of justice.  Biased policing occurs when “… 

(Intentionally or unintentionally) personal, societal, or organizational biases and/or 

stereotypes are applied in the decision-making processes in the administration of justice.”2  

Racially biased policing is only one form of bias that can be introduced into the 

administration of justice. “Racially biased policing occurs when the police inappropriately 

consider race or ethnicity in deciding with whom and how to intervene in an enforcement 

capacity”.3  Racial profiling is a form of bias within policing and includes “…any police 

action that relies on the race, ethnicity or national origin of an individual rather than the 

behavior of an individual or information that leads the police to a particular individual who 

has been identified as being, or having been, engaged in criminal activity”4  

Racial profiling and the larger category of biased policing have a number of specific 

consequences.  Those most significant consequences are: 

 Hinders police effectiveness by eroding public confidence and trust and interferes

with strong police and community partnerships;

 Hinders police effectiveness by leading police to believe that only “certain people”

commit crimes;

 Violates federal and civil statutes; and

 It is a form of discrimination and is therefore, wrong.

1 R. Engel, 2008, ‘A Critique of the “Outcome Test” in Racial Profiling Research, Justice Quarterly, Vol. 25, 
Issue 1, pp. 1-36. 
2 Ronald Davis, National Organization of African American Law Enforcement Executives 
3 Police Executive Research Forum and National Organization of African American Law Enforcement 
Executives 
4 Ramirez, et.al., Department of Justice, 2000 
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This report, based on information available in the Louisville Metro Police Department 

Vehicle Stops Database for the years 2016 and 2017, is a summary of some limited and 

exploratory findings concerning the nature of vehicle stops conducted by this agency.  This 

is the eighth year in which this data has been collected and analyzed in its current form and 

the seventh year in which the data was compiled over a 12-month calendar year.  

 The findings from this analysis are not meant to be information from which a conclusion 

can be drawn concerning the presence or absence of biased-policing and/or racial profiling 

within an agency or unit within an agency. The methodological issues related to 

determinations of the presence or absence of biased-policing are significant. There is 

currently no set of data or research design which can conclusively determine the presence 

or absence of inappropriately based policing decisions and actions.   

The information contained in this report is to be used as a management tool for review by 

agency leadership and policy-makers.  The purpose is to provide law enforcement 

leadership with information that will stimulate further analysis, thought, and queries that 

will prompt more effective policing within Metro Louisville.  It is part of a multi-faceted 

approach to addressing biased policing as suggested by the International Association of 

Chiefs of Police and developed through the Police Executive Research Forum.  The 

components include: 

 Accountability and supervision

 Policies prohibiting biased policing

 Recruitment and hiring

 Education and training

 Minority community outreach, and

 Data collection and analysis5.

The current analysis of vehicle stops reports is only one prong of a multi-faceted approach 

to biased-policing that has been undertaken by the Louisville Metro Police Department. 

The Louisville Metro Police have implemented several strategies designed to address 

biased policing, these include:  accountability and supervision related to ensuring that 

human and civil rights practices are inherent in all police activities and practices, specific 

policies prohibiting violations of human and civil rights to include a prohibition of biased 

policing, basic and in-service diversity training for police officers and civilian employees 

which includes training on implicit bias and procedural justice. Additional measures 

include the implementation of a vehicle stops information database which includes the 

required completion of a form containing information related to the nature of the stop and 

characteristics of the driver, policies that make completion of this form mandatory, initial 

and "refresher" training related to the purpose and manner in which to complete this form, 

and the analysis of the vehicle stops data as a means of reviewing the nature of stops and 

forms of potentially biased responses by police officers. Louisville Metro Police 

Department has made transparency in their approach to biased-policing a priority through 

release of all information related to their strategy on the Louisville Metro Police Web Page 

https://www.louisville-police.org/. 

5 Fridell, et.al., Police Executive Research Forum, 2001 
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 Lastly, the department deployed Wearable Video in 2015.  This measure contributes to an 

increase in trust and legitimacy as well as provides transparency to vehicle stops. Research 

shows that the public overwhelming believes that body worn cameras will enhance 

transparency.6 Transparency leads to increased legitimacy which is crucial to establishing 

trust between citizens and governing authorities.7 This is critical in developing and 

maintaining optimum relationships with the general public. Video recordings provide an 

additional means of randomly assessing the nature and quality of the police and civilian 

interaction during these stops. Additionally, research shows that it is necessary to develop 

and implement policies which address not only biased policing but also the perception of 

biased policing.8 A copy of the department’s mission statement as well as policies and 

procedures related to initiatives to address biased policing are contained in Appendix A.   

While a determination as to 1) whether police are biased in their decision-making, 2) if 

biased, how this bias is exhibited, and 3) who is exhibiting the bias is sought, 

unfortunately, there are no strategies to definitively identify biased policing within a law 

enforcement agency or even among a group of officers within a division or department.  

The practice of data collection reflects “…accountability, openness, and sound 

management” 9  among police agencies.  There are, however, pros and cons to the data 

collection and it must be reiterated and clearly understood that no form of data collection 

currently in existence can prove or disprove the existence of biased decision-making within 

an agency. 

The Louisville Metro Police Department (LMPD) initiated the practice of collecting and 

analyzing vehicle stops information in 2004.  Data from vehicles stops was analyzed in 

2004, 2005 and 2006.  The department re-initiated the analysis of vehicle stops information 

in January 2013.  This analysis assesses patterns in vehicle stops made by police officers as 

a means of addressing biased-policing. 

Findings 

During 2017, LMPD reported making 51,821 vehicle stops.  The number of stops in 2017 

indicates a slight increase in the numbers of vehicle stops when compared to 2016.  Chart 1 

contains the information on total stops made over the past four years. 

6 William H. Sousa, Terance D. Miethe, Mari Sakiyama; Inconsistencies in Public Opinion of Body-Worn 

Cameras on Police: Transparency, Trust, and Improved Police–Citizen Relationships , Policing: A Journal of 
Policy and Practice, Volume 12, Issue 1, 1 March 2018, Pages 100–108,  

7 Brucato, B., The New Transparency: Police Violence in the Context of Ubiquitious Surveillance, Media and 
Communication,3(3), 39 (2015) 
8 Kahn, Kimberly Barsamian, and Karin D Martin. "Policing and Race: Disparate Treatment, Perceptions, and 

Policy Responses." Social Issues and Policy Review 10, no. 1 (2016): 82-121 

9 Fridell, et.al., Police Executive Research Forum, 2001, p. 115 
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As shown in Chart 1, total annual stops of vehicles made has decreased by 37.3 percent 

since 2014. When comparing the year 2016 to the year 2017, we find stops have increased 

slightly by 6.01% percent. The Louisville Metro Police Department distributed body 

cameras to all police personnel during 2015.  The presence of these cameras may have 

contributed to the overall decrease since 2015.  The effect of cameras may lead to a 

decrease in police contact with citizens as officers become more selective about the nature 

of their contact with civilians.  Lastly, the homicide and violent crime rate in Metro 

Louisville has increased over the past two years in some divisions and has necessitated 

deployment of personnel in divisions with high crime rates. This has decreased the amount 

of time police officers have to devote to vehicle stops, though stops are being used as a 

means to address crime in neighborhoods affected by violent crime. 

As seen in Table 1 below, the vehicle stops were relatively evenly distributed across the 

annual time period.  The specific monthly distributions are contained in Table 1.  The 

variation in the proportion of stops by month is probably caused by seasonal variations in 

calls for service resulting in officers having more time to respond to traffic violations, 

varying driving patterns as well as other local events such as Derby. 

82590

53757
48881

51821

2014 2015 2016 2017

Chart 1
Annual Number of Stops

2014 through 2017
Number of Stops
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TABLE 1 

PERCENTAGE OF TOTAL STOPS BY MONTH 

Calendar Year 2017 

The distribution of stops across divisions is contained in the Table 2.  Given differences in 

size (population, geographic) as well as number and distribution of personnel, traffic 

corridors, etc., it is expected that divisions would account for differing proportions of total 

vehicle stops.  Specifically, the larger divisions have more roadways which provides for 

more traffic movement and therefore, more opportunities for traffic violations.  The larger 

divisions such as the 7th and 8th Divisions have expressways and also dedicated traffic 

officers.  These “opportunities” and “resources” increase both the potential for traffic 

violations as well as the chance of traffic violators being caught.   

TABLE 2 

PERCENTAGE OF TOTAL STOPS BY DIVISION 

Calendar Year 2017 

DIVISION 

PERCENT  

TOTAL 

STOPS  

2016 

PERCENT 

TOTAL 

STOPS 

2017 

1 10.6 10.4 

2 7.1 8.0 

3 12.8 22.1 

4 15.1 10.5 

5 11.4 10.0 

6 16.3 13.5 

7 13.1 11.5 

8 13.7 13.9 

MONTH 2017 PERCENT 

TOTAL STOPS 

January 9.9 

February 9.0 

March 9.3 

April 8.3 

May 9.8 

June 8.1 

July 8.8 

August 7.8 

September 7.3 

October 6.3 

November 8.0 

 December 7.2 

5



As noted in Table 2, the change in the percentage of total number of stops from 2016 to 

2017 was not equal across all divisions.  From 2016 to 2017, five divisions reflected 

decreases while three had increases in the percentage of total stops completed within the 

specific division.  The amount of decrease in the percentage of stops for the divisions 

ranged from .2 to 4.6.  For the three divisions in which the percentage of total number of 

stops increased, the increase ranged from .2 to 9.3.  

Reasons for the change in the percentage of total stops are multiple and varied. Several 

divisions have deployed more police in efforts to provide assistance to areas where public 

events activities have increased. When more police are present in an area, this may result in 

an increased probability that a traffic violation or crime/criminal complaint will necessitate 

a vehicle stop. Additionally, from 2016 to 2017, the resources within several divisions have 

been increasingly deployed to address issues of violent crime. The focus on crimes of 

violence may affect the numbers of vehicle stops.  

The Louisville Metro Police Department has finite resources. In order to increase police 

presence in one division, resources and personnel must be internally reallocated.  To put it 

simply, an increase in one division may necessitate a decrease in another division.  The 

lessor police presence results in the reduced probability that a vehicle stop will occur.  This 

is not to discount any possible impact that the deployment of body cameras within the 

department has had, but to provide possible explanations for division differences. 

Race of the driver: As shown in Chart 2, during calendar year 2017 the majority, 58.6 

percent, of drivers involved in vehicle stops were Caucasian, 34.4 percent were African 

American, 5.2 percent were Hispanic, and 1.8 percent were other races/ethnicities. In 2016, 

the majority of drivers involved in vehicle stops were Caucasian (64.9 percent).  Another 

28.3 percent were African American with 5.6 percent of the drivers being Hispanic, 1.1 

percent were other races/ethnicities.   

This variation can be explained, in part, by resource deployment for crime interdiction and 

prevention.  Resources have been allocated primarily to three divisions. Namely, the First, 

Second and Fourth divisions.  These are the divisions which historically demonstrate the 

highest crime rates. They are additionally divisions with significant African American 

populations. The increased police presence, more proactive style of policing in an attempt 

to address the crime problem, and concentrations of African Americans all increase the 

probability that a vehicle stop will occur and that the driver will be African American.  

Additionally, the change in the number of stops will result in a change in the percentages of 

stops with drivers from various ethnic/racial groups as simply a matter of “arithmetic”. 
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CHART 2  

2017 RACE/ETHNICITY OF DRIVER 

As depicted in Table 3 below, when comparing year 2016 to year 2017, all eight divisions, 

showed an increase in percentages of stops involving African American drivers. These 

increases ranged from 5.8 percent to 25.2 percent. In 2017, all eight divisions showed a 

decrease in percentages of stops involving Caucasian drivers. The decreases ranged from 

4.3 percent to 29.5 percent.  

TABLE 3 

STOPS BY RACE OF DRIVER WITHIN DIVISIONS 

Calendar Years 2016 and 2017 

2016 2017 

58.6

34.4

5.2 1.8

Race/Ethnicity of Driver

White

Black

Hispanic

Other

Division 

African 

American 

Drivers 

Caucasian 

Drivers 

African 

American 

Drivers 

Caucasian 

Drivers 

1    52.3%    45.4%    65.5%       32.0 % 

2 72.5 24.6 77.1 20.6 

3 18.2 76.6 20.3 73.3 

4 43.0 52.0 46.9 46.9 

5 22.9 72.7 24.6 68.8 

6 29.7 62.9 32.7 57.5 

7 17.4 74.1 20.7 69.1 

8 18.9 76.0 20.0 72.0 
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Gender of the driver: During calendar year in 2016, 36.6 percent of drivers stopped  

were female.  In 2017 35.8 percent of all drivers stopped were female. No differences were 

noted in this characteristic between the two time periods. 

TABLE 4 

AGE OF DRIVER 

Calendar Year 2016 and 2017 

Age Percent 2016 Percent 2017 

16 to 19 6.6 6.6 

20 to 25 20.7 20.7 

26 to 30 16.2 16.7 

31 to 40 24.0 24.4 

41 to 50 16.2 15.2 

51 to 60 10.9 10.7 

Over 60 5.3 5.3 

TOTAL         100% 100% 

Age of the driver: Table 4 compares the age distribution of vehicle stops drivers during 

2016 and 2017.  During calendar year 2017, the majority of drivers stopped were between 

20 and 40 years of age.  A total of 68.8 percent of all drivers stopped fell into this age 

range.  Table 3 contains the age distribution of the drivers stopped. The age distribution of 

the drivers was comparable for the 2016 and 2017 vehicle stops. 

Type of stop: The reason for the stop or the “type of stop” denotes the circumstances that 

prompted the vehicle stop.  There are three types of stops: traffic stops (violations of traffic 

laws and traffic safety standards), compliance stops (violations of laws and administrative 

requirements for, primarily trucking), and complaint/criminal stops (stops generated by a 

complaint or allegation of a criminal violation).  The reason for the stop determines the 

manner in which the stop is conducted as well as other factors relevant to the stop such as 

the probability that a search will be conducted.  As shown in Table 5, by far the largest 

percentage of stops made in both 2016 and 2017 were for traffic violations (98.8 percent 

for both time periods) with compliance (.2 percent for 2016 and .1 for 2017) and 

complaint/criminal stops ( .9  and .8 percent) each constituting approximately 1 percent or 

less of all annual vehicle stops made in 2016 and 2017. No significant changes were seen 

between 2016 and 2017. 
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Table 5 

TYPE OF STOP 

Calendar Year 2016 and 2017 

TABLE 6 

TYPE OF STOP BY RACE OF DRIVER10 

2016 and 2017  

Type of Stop Caucasian African 

American 

2016 Complaint/Criminal .6 .9 

Traffic 99.4 99.1 

TOTAL 100% 100% 

2017 Complaint/Criminal .7 1.0 

Traffic 99.2 98.9 

TOTAL  100%     100% 

As shown in Table 6, the distribution of types of stops among Caucasian and African 

American drivers did not differ substantially over the two years.  That is, Caucasian and 

African American drivers were stopped for very similar reasons during 2016 and 2017. 

As shown in Table 7, men and women were stopped in equal proportions for both traffic 

and complaint/criminal.  As shown in the total stops, the greatest percentage of both males 

and females were stopped for traffic violations.  Males were slightly more likely to be 

stopped for complaint/criminal stops but the difference between stops involving male 

versus female drivers was not statistically significant.  The proportions for 2016 were 

comparable to those for 2017. 

10 Due to the small number of drivers of other races/ethnicities, only the Caucasian and African American 
drivers were included in this portion of the analysis. And, due to the small number of compliance stops, only 
complaint/criminal and traffic stops were included. 

Type of Stop 
Percent 2016 

(Number) 

Percent 2017 

(Number) 

Traffic 98.8 (48286)   98.8 (51183) 

Compliance .2 (120) .1 (66) 

Complaint/Criminal .9 (451)   .8 (415) 

TOTAL 100.0% 100.0% 
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TABLE 7 

TYPE OF STOP BY GENDER OF DRIVER11 

2016 and 2017  

2016 Type of Stop Male Female 

Complaint/Criminal   1.0     .8 

Traffic 99.0 99.2 

TOTAL 100% 100% 

2017 

Complaint/Criminal  .9    .6 

Traffic 99.0 99.3 

TOTAL 100% 100% 

Table 812 

TYPE OF STOP BY AGE OF DRIVER 

2016 and 2017 

Type of Stop 

2016 AGE Complaint/Criminal Traffic Total 

Under 16     21.5 (3)        78.6 (11)    100% 

16-19 1.1 98.9 100 

20-25 1.0 99.0 100 

26-30 1.1 98.9 100 

31-40 1.2 98.8 100 

41-50 1.6 98.4 100 

51-60 1.2 98.8 100 

Over 60  .8 99.2 100 

2017 

Under 16 0.0 100.0 (31)     100% 

16-19 .9 99.0 100 

20-25 .9 99.0 100 

26-30 .7 99.2 100 

31-40 .8 99.0 100 

41-50 .8 99.0 100 

51-60 .8 99.1 100 

Over 60 .7 99.2 100 

As shown in Table 8, the greatest percentage of stops for each age category resulted from 

traffic stops.  No significant differences were noted from 2016 to 2017. 

11Due to the small number of compliance stops, this type of stop was not included in the analysis. 
12 Due to the small number of compliance stops, this type of stop was not included in the analysis. 
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Search conducted: As shown in Table 9 during calendar year 2016, 7.4 percent of all 

vehicle stops resulted in a search. In 2017, 7.9 percent of all stops resulted in a search. The 

current findings reflect comparable search percentages for the two years. 

TABLE 9 

SEARCH CONDUCTED 

Calendar Years 2016 and 2017 

Search 

Conducted 

2016 

Percent 

2017 

Percent 

Yes 7.4%    7.9% 

No     92.6        91.8 

TOTAL      100% 100% 

Whether or not a vehicle was searched depended on the type of vehicle stop.  As Table 10 

shows, complaint/criminal stops were more likely to result in a search than traffic stops 

during both 2016 and 2017.  While the percentage of stops resulting in a search during a 

complaint/criminal stop appears to have increased 6.3 percent from 2016 to 2017, this may 

be an artifact of better identification of searches in the data and not an actual increase.   

Table 10 

SEARCH CONDUCTED BY TYPE OF STOP 

Calendar Years 2015 and 2016 

Search 

Conducted 

Traffic Complaint/Criminal 

2016 Yes 7.1% 35.9% 

No 92.9 64.1 

TOTAL 100% 100% 

2017 Yes 7.8% 29.6% 

No 92.2 70.4 

TOTAL 100% 100% 

Whether or not searches are conducted during vehicle stops depends on a number of 

situational and legal factors.  Table 11 contains the information on whether or not a search 

was conducted based on the gender of the driver.  This data shows that men were slightly 

more likely than women to be drivers in a vehicle stop that involved a search.  While this 

may be related to a number of factors such as the nature of the vehicle stop, one interesting 

contributor may be the number of available female officers on any given shift for LMPD.  

Male officers can only provide a superficial search of a female during a vehicle stop.  

Unless a female officer is available, male officers may forgo the cursory search rather than 

risk a violation of department policy.  It may also be related to the type of stops male and 

female drivers are more likely to be involved in.  For example, stops involving male drivers 

are more often criminal stops that are more likely than traffic stops to result in a search.  

However, when type of stop was taken in to account, gender differences in the probability 
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of a search being conducted were still evident.  That is, when the stop was either a traffic or 

a complaint/criminal stop, stops involving male drivers were more likely to result in a 

search than those stops involving female drivers.  More details concerning the nature of the 

stop are needed to determine whether this is the result of gender or a function of the nature 

of the stop.  

Table 11 

SEARCH CONDUCTED BY GENDER OF DRIVER 

Calendar Years 2016 and 2017 

Search 

Conducted 

Female Male 

2016 Yes 4.0% 9.3% 

No 96.0 90.7 

TOTAL 100% 100% 

2017 Yes 4.6% 9.8% 

No 95.4 90.2 

TOTAL 100% 100% 

Table 12 contains information on the reason for the search.  Searches may be conducted by 

consent of the driver, probable cause, or incident to arrest.  As shown in Table 12, the 

majority of searches conducted during both 2016 were consent searches followed by 

probable cause searches and searches conducted incident to arrest. In 2017 the majority of 

searches were probable cause searches followed by consent searches and searches incident 

to arrest. Probable cause searches increased 7 percent from 2016 to 2017 while consent 

searches decreased.  This may be indicative of a change in the police decision to make a 

stop.  Police may be less inclined to make traffic stops and more inclined to make 

criminal/complaint stops.  This may be a product of greater caution on the part of police 

officers due to the “Ferguson Effect”, a result of the implementation of the body-cameras, 

and/or enhanced training on legal justification for searches. 

Table 12 

Type of Search 

Calendar Years 2016 and 2017 

Type of Search Percent 

2016 Consent 49.8% 

Probable Cause      44.6 

Incident to Arrest        5.7 

TOTAL 100% 

2017 Consent 43.1% 

Probable Cause      51.6 

Incident to Arrest        4.7 

Total 100% 
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Table 13 

SEARCH CONDUCTED BY RACE OF DRIVER 

Calendar Years 2016 and 2017 

Search 

Conducted 

African 

American 

Caucasian 

2016 No 91.7% 95.2% 

Yes 8.3% 4.8% 

TOTAL 100% 100% 

2017 No 89.7% 93.3% 

Yes 10.3% 6.7% 

TOTAL 100% 100% 

Data on the race of the driver and whether or not a search was conducted during a vehicle 

stop is contained in Table 13.  As shown in this table, stops involving African American 

drivers were more likely than stops involving Caucasian drivers to result in a search during 

both 2016 and 2017. 

Table 14 

SEARCH CONDUCTED BY RACE OF DRIVER BY TYPE OF STOP 

Calendar Years 2016 and 2017 

Type Stop Search 

Conducted 

       Race of Driver 

White African 

American 

2016 Complaint/Criminal Yes 34.4% 30.6% 

No 65.6 69.4 

TOTAL 100% 100% 

Traffic Yes 4.6% 8.1% 

No 95.4 91.9 

TOTAL 100% 100% 

2017 Complaint/Criminal Yes 29.9% 29.8% 

No 70.1 70.2 

TOTAL 100% 100% 

Traffic Yes 6.5 % 10.1% 

No 93.5 89.9 

TOTAL 100% 100% 

Since the type of stop, complaint/criminal versus traffic, is related to whether or not a 

search is conducted during the stop, the relationship between type of vehicle stop and 

whether or not a search was conducted was analyzed by the race of the driver.  As shown in 

Table 14, in both 2016 and 2017 stops involving drivers of both races were more likely to 

result in a search when the stop was a complaint/criminal stop. In 2017 Caucasian and 

African American drivers were almost equally as likely to have their vehicle searched 
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when the type of stop was complaint/criminal. However, in 2017, when the stop was a 

traffic stop, those stops involving African American drivers (10.1%) were somewhat more 

likely than those involving Caucasian drivers (6.5%) to include the conduct of a search. 

The type of search is important to assess because differing standards exist for the conduct 

of differing types of searches.  For example, a “Consent” search may be conducted with a 

simple verbal agreement from the driver.  Searches “Incident to Arrest” and “Probable 

Cause” searches must meet more stringent legal standards.  That is, the police officer must 

believe that the vehicle contains fruits of a crime, contraband or instruments of a crime 

within the vehicle that are related to the crime for which the driver is being arrested to 

constitute a legal “Incident to Arrest” search during a vehicle stop.  “Probable Cause” 

searches are conducted when the police officer has "a reasonable amount of suspicion, 

supported by circumstances sufficiently strong to justify a prudent and cautious person's 

belief that certain facts are probably true”. 13   

Table 15 

Type of Search by Race of Driver 

Years 2016 and 2017 

Type of Search Caucasian African 

American 

2016 Consent 52.5% 36.1% 

Incident to Arrest 7.8 6.8 

Probable Cause 39.6 57.1 

TOTAL 100% 100% 

2017 Consent 49.5% 36.4% 

Incident to Arrest 5.4 3.1 

Probable Cause 44.9 60.1 

TOTAL 100% 100% 

Table 15 contains the information on the relationship between race of the driver and type of 

search.  In 2017, consent searches were the most likely searches to be conducted in stops 

involving Caucasian drivers but probable cause searches were more likely in stops 

involving African American drivers. In 2017, the percentage of stops involving consent 

searches decreased slightly among stops involving Caucasian drivers while probable cause 

searches increased.  Consent searches during stops involving African American drivers 

remained constant while probable cause searches increased.  Probable cause searches, 

though most likely to be conducted during stops involving African American drivers, 

increased proportionately among stops involving both African American and Caucasian 

drivers.  

It is also noted that while the percentage of stops involving African American drivers that 

resulted in a probable cause search increased slightly from 57.1% in 2016 to 60.1% in 

2017, the change in the proportion of stops involving Caucasian drivers that resulted in a 

13
Handler, J. G. (1994). Ballentine's Law Dictionary(Legal Assistant ed.). Albany: Delmar. p. 431. 
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probable cause search changed more significantly. Specifically, in 2017, the proportion of 

stops involving Caucasian drivers that resulted in a probable cause search was 39.6% and 

but in 2017 this increased to 44.9%. 

Table 16 contains the outcome of the searches, that is, were fruits of a crime, instruments 

of a crime or and/or contraband found during the search. As noted in this table, 40 percent 

of all searches resulted in a positive outcome, i.e., something being found during the search 

in 2016.  This percentage was 56.8 in 2017. A greater percentage of probable cause 

searches were conducted during 2017 suggesting that the greater degree of legal 

justification to conduct a search is resulting in a higher percentage of searches resulting in 

some sort of finding, i.e., some type of evidence of a crime. 

TABLE 16 

OUTCOME OF SEARCH  

Calendar Years 2016 and 2017 

Search Positive 2016 2017 

Yes 40.0% 56.8% 

No 60.0 43.2 

Total 100% 100% 

TABLE 17 

OUTCOME OF SEARCH by TYPE OF STOP 

Calendar Years 2016 and 2017  

SEARCH 

POSITIVE? 

Complaint/Criminal Traffic 

2016 Yes 51.5% 38.8% 

No 48.5 61.2 

TOTAL 100.0% 100.0% 

2017 Yes 59.8% 56.7% 

No 40.2 43.3 

TOTAL 100.0% 100.0% 

Table 17 contains information on the relationship between type of stop and the outcome of 

searches conducted during the stops. Specifically, searches conducted in both 2016 and 

2017 during complaint/criminal stops were more likely to result in a positive finding. Of 

note, is the finding that in 2017 there was an increase from 38.8% to 56.7% in positive 

findings resulting from searches conducted in traffic stops. In 2017 there was very little 

difference in the percentage of positive findings between complaint/criminal and traffic 

stops. This suggests that police officers are becoming more conservative in their conduct of 

searches, primarily consent searches, during traffic stops. 

Given the varying standards that justify the conduct of a search, the type of search would 

be related to the outcome of the search.  Table 18 reflects this outcome.  Specifically, 
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probable cause searches for which police must have reasonable suspicion to conduct a 

search, have the greatest likelihood of resulting in a positive finding.  This was true for 

both 2016 and 2017 though the percentage of positive outcomes from probable cause 

searches increased from 2016 to 2017.  Consent searches had the greatest probability of not 

having a positive outcome over both years.   

Table 18 

SEARCH OUTCOME BY TYPE OF SEARCH 

Calendar Years 2016 and 2017 

Search 

Positive 

Consent Incident to 

Arrest 

Probable Cause 

2016 Yes 25.1% 41.9% 63.3% 

No 74.9 58.1 36.7 

TOTAL 100.0% 100.0% 100.0% 

2017 Yes 35.8% 49.2% 75.3% 

No 64.2 50.8 24.7 

TOTAL 100.0% 100.0% 100.0% 

Because searches can be used, inappropriately, by police officers, the outcome of searches 

was compared for vehicle stops involving Caucasian versus African American drivers. The 

findings are contained in Table 19.  As shown in the table, in 2016 vehicle stops involving 

Caucasian drivers and involving a search, were less likely than those similar stops 

involving African American drivers to result in a positive finding during the search.  

However, in 2017 we find the opposite is true as vehicle stops involving Caucasian drivers 

were slightly more likely to result in a positive finding than similar stops involving African 

American Drivers. 

Table 19 

SEARCH OUTCOME BY RACE OF DRIVER 

Calendar Years 2016 and 2017 

Search 

Positive 

Caucasian African 

American 

2016 Yes 37.5% 45.1% 

No 62.5 54.9 

TOTAL 100.0% 100.0% 

2017 Yes 58.3% 56.3% 

No 41.7 47.3 

TOTAL 100.0% 100.0% 

As shown in Table 20, when the relationship between outcome of a search and race of the 

driver is analyzed within each of the two categories of type of stop, complaint/criminal and 

traffic, the differences in search outcome for stops involving drivers of different races are 

reduced.  Specifically, in 2017 though some slight differences remain,  the difference in 

search outcome for stops involving Caucasian and African American drivers is basically 

eliminated for the two types of stops in 2017. These findings suggest that the search 
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outcome is a product of more than simply the race of the driver.  It is also the product of 

the type of stop conducted – complaint/criminal versus traffic. 

Table 20 

SEARCH OUTCOME BY RACE OF DRIVER BY TYPE OF STOP 

Calendar Years 2016 and 2017 

Type of Stop Search Positive Caucasian African 

American 

2016 Complaint Criminal Yes 47.1% 37.5% 

No 52.9 62.5 

TOTAL 100.0% 100.0% 

Traffic Yes 45.9 36.6 

No 54.1 63.4 

TOTAL 100.0% 100.0% 

2017 Complaint Criminal Yes 61.9% 56.9% 

No 38.1 43.1 

TOTAL 100.0% 100.0% 

Traffic Yes 58.3% 56.3% 

No 41.7 43.7 

TOTAL 100.0% 100.0% 

Recommendations and Conclusions 

While analysis of this data cannot confirm nor eliminate a finding of biased policing within 

the Louisville Metro Police Department, collection of the data reflects an openness and 

willingness to sustain transparency within police community relations.  The following 

items were made as recommendations and have been completed or are implemented and 

ongoing as a as a means of promoting this transparency and supporting positive police and 

community relations. 

1. Continue to conduct an annual analysis of vehicle stops data.

Louisville Metro Police Department continues to collect vehicle stops data and

to work with the analysts to improve the quality of the data and resultant

analysis.

2. Gathered information from police officers to identify explanations for the

smaller number of stops made in 2016 and 2017.

3. Gather information from division commanders to determine the reasons for the

change in percentage of total stops by division.

4. Continue the “quality control system” that has been established to ensure

officers provide all of the information required on the data collection form.
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5. Implementation of the multi-faceted approach to biased policing as developed

by the Police Executive Research Forum and supported by the International

Association of Chiefs of Police.  This approach incorporates a wide range of

actions, on the part of police agencies, that contribute to transparency; strong

community relations; respect for human dignity, human rights and diversity;

and public accountability.  A detailed listing of the components to this approach

are contained in Appendix A.  The following section highlights some of the

items that are ongoing, have been implemented or are scheduled for

implementation to accomplish this multi-faceted approach to biased policing in

the Louisville Metro Police Department.

Leadership in the department has continued to pursue full implementation of the

multi-faceted approach to biased policing, as developed by the Police Executive

Research Forum, and supported by the International Association of Chiefs of

Police.  See Appendix A for a detailed accounting for these accomplishments.

The following items are examples of actions taken by LMPD to implement the

broad-based approach to biased policing:

 Reviewed and revised department policies and procedures, to include those

related to vehicle stops and searches, for consistency with practices that

respect human and civil rights.

 Ensured that department policies and procedures related to the

responsibilities and privileges of policing directly hold the individual

officers and their supervisors hold accountable for their actions in all

policing activities.

 Effective 2015, the department has engaged in mandatory training, for all

police officers, that addresses topics of biased policing as well as means to

minimize biased policing through the development of cultural appreciation,

understanding of implicit bias, and the practice of procedural justice.

Effective 2016, the department expanded the content of this training to

include policing in a democratic society and the principles of community

policing.

 The conduct of annual citizens’ attitude surveys that provide a means for

members of the community to evaluate the quality of police services.

 Protection of confidentiality in the complaint review and resolution process.

 Tracking of use of force incidents and biased policing complaints so that

officers involved can be held accountable for their actions.

 Processes have been made available so that civilians may file a complaint

online making access to the civilian complaint process more open.

18



 Compilation and posting of quarterly personnel action reports –

documenting commendations and disciplinary actions – on the LMPD Web

site.

 Continuation of the vehicle stops database through the mandatory

completion of a vehicle stops form which includes information related to the

nature of the stop and characteristics of the driver.

 Continued utilization of Wearable Video cameras for all police officers

which will increase transparency and accountability as well as trust for

police officers.

 Sustained efforts to recruit and retain minority police officers within the

department.

A copy of the department’s mission statement and policies and procedures related to 

initiatives to address biased policing are contained in Appendix B.   
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The Louisville Metro Police Department (LMPD) obtained a copy of the Police Executive 

Research Forum (PERF) report titled “Racially Biased Policing: A Principled Response” by 

Lorie Fridell, Robert Lunney, Drew Diamond, and Bruce Kubu. This publication explores 

the issues surrounding racially biased policing and the steps that law enforcement agencies 

can take to prevent these types of incidents from occurring. 

The following is the LMPD’s response to the recommendations stated in this report: 

Recommendation LMPD’s Response 

Police policy gives direction and 

authority to mission and value 

statements. Procedures provide the 

operating details to guide personnel 

in conducting their duties. Policies 

and procedures are critical to 

achieving agency goals. 

These policies represent an important 

effort to convey to both citizens and 

police that “racial profiling” will not 

be tolerated. Unfortunately, the vast 

majority of these policies do little to 

clarify how officers can conduct their 

activities in racially neutral ways 

(albeit some agencies may address 

this in training). Of particular concern 

is the lack of guidance that we provide 

officers with regard to whether and 

how they can use race as one factor in 

a set of factors to establish reasonable 

suspicion or probable cause and to 

make other law enforcement 

decisions. 

 Kentucky Revised Statute (KRS)

15A.195 prohibits profiling:

No state law enforcement agency or official 

shall stop, detain or search any person when 

such action is solely motivated by 

consideration of race, color or ethnicity, and 

the action would constitute a violation of 

the civil rights of the person. 

 The LMPD requires members to

immediately report any profiling

incident in SOP 8.8.5:

All members are required to immediately 

report any profiling incident in writing, 

through the appropriate chain of command, 

to the Chief of Police. 

 The LMPD prohibits profiling in

SOP 8.8.6:

The Louisville Metro Police Department 

(LMPD) neither condones, nor tolerates, 

profiling. Officers engaging in such 

conduct shall be subject to disciplinary 

action. 

 The LMPD prohibits prejudice in SOP

5.1.20:

Members shall not express any prejudice 

concerning race, ethnicity/national origin, 
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gender, gender identity, sexual orientation, 

religion, socio-economic status, disability, 

politics or other similar personal 

characteristics. 

 All LMPD sworn personnel received

training in 2015 on implicit bias,

procedural justice and de-escalation.

 Since 2015, all recruit classes receive

training in implicit bias and procedural

justice.

 LMPD requires the use of a “STOPS”

form on every traffic stop.  This

documents the details of the stop and

occupants of the vehicle to include race

and whether or not a search was

conducted.

 LMPD has an annual contract with the

University of Louisville to analyze the

STOPS data and produce a report which

explains the data.

 LMPD conducted focus groups in

response to the 2014 STOPS study to

further examine discrepancies in the

data and look for ways to improve

performance.

Police agencies have the potential to 

reduce racial bias by hiring officers 

who can police in an unbiased way, 

and by hiring a workforce that reflects 

the community’s racial demographics. 

 The LMPD shall work with the

Recruitment and Selection Unit to

come up with questions for new

hires.

 The LMPD strives to hire

individuals who are representative

of the city’s

demographics pursuant to SOP

2.27.1:

The LMPD shall strive to actively recruit 

and select applicants based on the best 

qualified applicant pool, which is 
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representative of the demographics of the 

community as a whole. 

 LMPD tracks the demographics of its

employees in the Mayor’s LouieStat

Program.

 LMPD creates a monthly census report

to track the demographics of both sworn

and non-sworn personnel.  This report is

posted on the department’s website

under a transparency link.

 LMPD sworn employees are required to

pass a psychological exam to ensure

they are mentally fit for duty and aren’t

exhibiting any signs of prejudicial

behavior.

The chief executive sets the tone by 

word and deed, articulating the 

mission and the style of operation for 

all to understand. Chiefs must 

consistently practice the 

organizations values in their 

professional and personal behavior. 

When things go wrong, such as with 

highly charged accusation of biased 

policing, leadership must respond. 

 The chief establishes operational

and administrative priorities and

bears primary responsibility for

ensuring a positive working

relationship with the policing

authority, other government

agencies and all elements of the

community.

 The chief is responsible for

ensuring that the police function

lawfully, protecting the rights of

all.

 The chief is responsible for

ensuring that the community’s

diverse needs and interests are

 The LMPD Mission Statement and

the Law Enforcement Code of

Ethics stress the importance of

protecting the constitutional rights of

all, prohibiting personal feelings or

prejudices from affecting decisions,

the importance of ethical behavior

and accountability, showing respect

for all people and being objective

through fair and impartial

enforcement of laws without bias.

 In 2015 all sworn employees

received training in de-escalation,

implicit bias and procedural justice.

 Starting in 2015, all LMPD academy

classes receive training in de-

escalation, implicit bias and

procedural justice.

 LMPD 2016 training will

incorporate policing in a democratic

society, principles of community

oriented policing and more de-

escalation review.
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addressed openly and equitably, 

with respect and dignity for all. 

 The chief is responsible for

shaping and guiding the

organizational culture, and for

ensuring that the police meet

quality standards.

 Chiefs’ direction of the

performance appraisal process is

another critical function, as it

affects all staff development.

 The principles found in the

President’s Report on 21st Century

Policing have been embedded into

all facets of LMPD training.

The chief executive should direct an 

audit of the agency mission and value 

statements, code of ethics and all 

policies, procedures and practices to 

ensure they consistently reflect a 

commitment to integrity, justice, 

protection of human rights, and 

unbiased performance of duties. 

This audit should be embedded in 

the ongoing professional standards 

or quality assurance processes in all 

agencies, regardless of size. We 

further recommend that the chief 

executive consider engaging a 

qualified professional specializing in 

human rights in creating the 

standards that will be used for self-

evaluation. 

 Awareness of human rights and

correction of improper practices

are best ensured by integrating

policy amendments into the basic

and in-service training

curriculum, reinforced by

frontline supervisors.

 Chief executives are responsible

for ensuring that officers’ conduct

complies with and promotes basic

human rights.

 The LMPD Mission Statement

stresses ethical behavior and

accountability by performing duties

with an unwavering commitment to

integrity, professionalism and

dependability.

 These responsibilities are shared

with the city’s Human Rights

Commission and the city’s

Ombudsman.

 The LMPD Research and

Development Unit conducts audits

of policy and does best practice

research from other police

departments from around the

country.
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The chief executive should assess the 

organizational culture, its strengths 

and vulnerabilities, identifying 

occupational stress factors for 

remedial action and reinforcing 

activities reflecting appreciation for 

good work, individual differences and 

respectful interaction among all 

employees. 

 Leaders’ ability to support,

encourage and build on the

internal culture’s positive aspects

is critical to the acceptance of

progressive policies and control

over attitudes and behavior

threatening isolation of the police

and disengagement from the

public. A heavy burden rests with

the chief executive’s leadership

capacity.

 It is the responsibility of the Chief of

Police to assess the department’s

organizational culture, including its

strengths and vulnerabilities. The

LMPD, in conjunction with the

Louisville Metro Police Foundation,

has monthly and annual awards for

civilians and officers for the purpose

of recognizing and rewarding

employees. The LMPD also has

letters of

commendation/appreciation for the

purpose of recognizing employee

actions.

 LMPD creates a quarterly personnel

action report which lists both

commendations and discipline of the

department.  This report is posted on

the departments website as well as

the Metro open data portal.

 LMPD creates a quarterly newsletter

to highlight and recognize officer’s

good work throughout the

department.

 LMPD nominates officers for national

awards: In 2014 Officer Andre Bottoms

received the Liberation Award for

Human Rights from ICAP.

The chief executive should focus the 

agency on quality assurance 

methods in all aspects of operation 

directing, supporting and managing 

internal controls and employing state, 

local and national standards, 

whenever possible. 

 The first level of quality

assurance with decentralized

systems rests with recruitment

and selection. The good character

and personal integrity of the

officer are paramount to ensuring

honesty and respectful behavior.

 The LMPD is accredited through

the Kentucky Association of Chiefs

of Police (KACP).

 The LMPD Records Unit monitors

reports and assists with quality

control.

 The LMPD is subject to review from

the Metro Office of Internal Audit.

 The LMPD Property Room conducts

regular audits of its inventory.
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 The next most critical element is

the means by which the

department’s values are

communicated.

 The third level is quality control.

Quality control and

organizational integrity are

founded on standards, inspection

and audit systems.

 Audit and inspection systems

provide the structure for

institutional overview and quality

assurance.

 The Office of Management and

Budget conducts fiscal reviews and

audits grant spending.

 The LMPD has an Inspections and

Compliance Unit.  This unit inspects

physical properties and ensures

compliance with all department,

state, local and federal guidelines.

 The Chief of Police routinely speaks

at academy classes, graduations,

ceremonies and other public events

to promote the department values

both in practice and in speech.

 LMPD conducts background checks

on all employees to include

psychological testing.

The chief executive should assess the 

need to introduce or reinforce an 

integrated approach for encouraging 

police awareness and appreciation of 

racial/ethnic diversity and cultural 

differences. 

 Agencies have found that

integrating the theme of racial

and cultural diversity into

mainstream curriculum subjects,

and into normal and everyday

functions, is a much more

successful approach.

 The chief must be acutely aware

of the community’s social

environment and ensure that

officers are educated about the

community’s racial and cultural

diversity, and about diversity

beyond the local jurisdiction’s

limits.

 Police agencies that understand

and value diverse communities

create structures and systems that

 The LMPD has issued Training

Bulletins and offers recruit/in-service

on implicit bias, racial profiling and

cultural sensitivity.

 All LMPD personnel received

procedural justice, implicit bias and

de-escalation training in 2015.  These

philosophies are now woven into all

aspects of LMPD training.

 LMPD participates in Metro

Government’s One Love Louisville

Program.  Under goal 12 of this

program, LMPD leads or participates

in numerous community outreach

efforts.  Many of these efforts focus

on the youth with an emphasis of

allowing interaction with police in a

non-enforcement environment.
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reach outward, enjoining and 

empowering police officers and 

citizens to collaborate in problem-

solving on issues of crime and 

disorder. 

The chief executive should direct 

regular reviews of the complaint 

reception process to ensure that 

complainants are not subject to any 

form of discouragement, 

intimidation or coercion in filing their 

complaints. We further recommend 

that the public complaint 

management system include a 

separate category to permit clear and 

accurate monitoring of complaints of 

biased policing, with the capacity to 

identify patterns and practices inimical 

to equal treatment of citizens. 

 It falls to the chief executive to

set the tone, establish the policies,

systems and procedures and, in

many cases, ultimately decide the

merit of public complaints.

 A record system with a separate

category for complaints of biased

policing will afford the chief an

opportunity to monitor and

respond publicly to questions of

alleged improper discrimination by

race, perceived or well-founded.

Above all, the reception system

must ensure that complainants are

not subject to any form of

discouragement, intimidation or

coercion.

 The LMPD protects complainant

confidentiality in SOP 2.10:

The Professional Standards Unit (PSU) 

shall conduct administrative investigations 

of complaints against members of the 

department and shall be a central 

repository of all complaints, administrative 

investigations and disciplinary actions 

taken by supervisors.  All investigations 

shall be conducted with strict 

confidentiality. 

 The LMPD Special Investigations

Division (SID) utilizes a software

program (IAPro) to track use of force

incidents and biased policing

complaints against officers. This

program tracks these incidents by

recording the race of the officer and

the race of the complainant or suspect.

The SID’s PSU tracks complaints by

race of the complainant and the race of

the officer. The LMPD command staff

shall continue to work with the PSU to

find better ways to track and analyze

complaint data, which may include

requiring the PSU to produce a

quarterly report of biased policing

complaint data. The LMPD is

looking to enhance the tracking

capabilities of IAPro.

 A responsibility of the city’s

Ombudsman is to ensure that citizens

have an open, unbiased source to file

complaints. The Ombudsman audits

this process.
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 LMPD has a policy which addressed

bias policing and officers are subject to

discipline for violating this category of

policy.

 LMPD now allows for citizens to file

complaints against officers on-line.

 LMPD creates and posts a quarterly

report of all complaints and discipline

against LMPD members.

 LMPD is working to create a real time

reporting system so the public can be

informed about complaints and

discipline as they occur.

The chief executive should provide for 

regular audits of the complaint 

system, comparing performance 

against policy and using spot-checks 

and reviews to evaluate effectiveness 

and efficiency. 

 The chief executive should

monitor complaint systems

through periodic reviews of the

nature and incidence of

complaints and spot-checks of

individual files.

 Agencies contemplating the

introduction of integrity testing

will prudently obtain legal advice,

review the impact on discipline

codes and labor agreements, and

consult with union representatives.

 This is a responsibility of the city’s

Ombudsman.

 The Citizen’s Commission on Police

Accountability conducts reviews of the

complaint system.

 An Administrative Incident Report

(AIR) is completed on each use of force

incident, via BlueTeam, and these AIRs

are reviewed by division commanders.

 A monthly report is created and

aggregate data is analyzed to identify

issues that need to be pursued by the

Professional Standards Unit and the

Training Unit.

The chief executive should study the 

advantages offered by early warning 

systems and consider a design 

appropriate to the agency’s particular 

conditions and needs. 

 Many progressive law

enforcement organizations are

implementing record systems

 The LMPD utilizes an early

warning system software program

(IAPro) for the purpose of identifying

work-related problematic behavioral

patterns among members.

 The LMPD is looking to enhance the

tracking capabilities of IAPro.
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with decision-prompting 

mechanisms called “early 

warning systems.” These 

systems collect occurrence data 

on a broad selection of 

individual performance 

indicators, not only from public 

complaints, but other elements 

of an officer’s performance 

from disciplinary actions, 

vehicle collisions, absenteeism 

reports, performance 

appraisals, personal problems, 

and training results. 

 LMPD is in the process of

developing a new early warning

system to identify potential issues

with employees before they get to an

unacceptable level of performance.

As a preliminary to focusing an 

action program on bias-free 

performance, chief executives must 

first clarify for middle managers and 

supervisors the agency expectations 

regarding their responsibilities. Top 

leadership must support and 

encourage middle managers and 

supervisors by visibly promoting 

and enforcing high professional 

standards. 

 While top management’s

influence is always important, it

is the frontline supervisor and

middle manager who capture

frontline officers’ attention.

 Sergeants, lieutenants and captains

wield by far the most powerful

influence over the day-to-day

activity, attitude and behavior of

operational police officers. These

supervisors must take

responsibility for carrying out any

effective program of change or

reinforcement of behavior. They

cannot do this without clarity in

their assignments and

expectations.

 Supervisors have the responsibility to

investigate administrative violations

(e.g. sick leave abuse, tardiness,

pursuit violations, etc.). The findings

of these administrative investigations

shall be forwarded, through the

appropriate chain of command, to the

Chief of Police.

 LMPD commanders at the rank of

major and above are appointed by

and report directly to the Chief of

Police.

 Regular staff meetings are

conducted at every level of the

department.  At these meetings, the

Chief’s expectations are

communicated down to the rank

and file.

 LMPD is planning to hold a

seminar in 2016 for all sergeants to

attend.  This will be an opportunity

for the Chief to speak directly to

front line supervisors and set clear

expectations for current and future

performance.

 LMPD commanders at the rank of

major and above completed a week
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long training event in January of 

2016.  During this event, new 

strategies and expectations were 

discussed.  

 The LMPD explains the role of

supervisors in SOP 2.28.3:

The member’s supervisor is often the first 

to recognize changes in 

behavior/performance of those under 

his/her command. Therefore, supervisors 

are the key to early intervention and a 

successful outcome. Supervisors are 

encouraged to speak with those under their 

command whenever changes in 

behavior/performance are noticed. 

Documentation of any communication 

shall be made. Performance evaluations, 

disciplinary actions, use of force incidents, 

traffic accidents and workers’ 

compensation claims may reveal changes 

in member behavior/performance. 

Supervisors shall recognize and document 

these changes. Supervisors shall also be 

responsible for following-up with the 

member and/or other parties involved to 

ensure that the member is taking advantage 

of, or participating in, the appropriate 

resources for improvement.  

 The LMPD utilizes roll call training and

Training Bulletins to ensure that its

members stay informed of legal/policy

issues affecting the department. The

department requires the completion of

an Administrative Incident Report

(AIR), via BlueTeam, on every use of

force incident. All AIRs are reviewed by

division commanders. Commanders

receive supervisor training through the

Southern Police Institute (SPI) AOC.
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Middle managers and supervisors 

should ensure that all officers under 

their supervision are familiar with the 

spirit and intent of policy in dealing 

professionally, ethically and 

respectfully with the public, and that 

officer are complying with orders. 

This goes hand in hand with 

respecting officers’ perceptions of 

offenders and encouraging them to 

gain insights into their own responses. 

 Leaders at the supervisory level

must exercise motivational and

control practices that ensure

officers are operating within

policy at all times, and through

word and action represent the

agency’s ethical commitments.

 The LMPD utilizes the policy

tracking software program,

PowerDMS, to ensure that all

members have received and

understand policy updates.

 All LMPD personnel received

procedural justice, implicit bias and

de-escalation training in 2015.

 Wearable Video Systems were

deployed to the majority of LMPD in

2015 and allow for an accurate

account of all interactions with

citizens.  The entire patrol bureau of

LMPD should be equipped with

WVS by early 2016.

Middle managers and first-line 

supervisors should pay particular 

attention to the assignment of 

probationary officers or officers 

undergoing field training to ensure they 

are partnered with experienced officers 

known to operate within policy. We 

further recommend that the field 

training reporting system have 

categories for evaluating skills in 

communicating, manner of dealing 

with the public, and knowledge 

relating to protection of human rights. 

 A probationary officer

assessment system should

include a category for

evaluating the probationer’s

skills in communicating,

manner of dealing with them

public and knowledge of the

law relating to protecting

human rights.

 The LMPD has a Police Training

Officer (PTO) Program, in which

recruits are paired with experienced

officers (Police Training Evaluators

(PTEs)) who monitor their

performance. PTEs receive training

and the idea of having them

recertified is being developed. The

PTO Program is outlined in SOP

2.21.5.

 The LMPD PTO Program currently

evaluates newly-sworn officers

regarding communication and

dealing with the public. The LMPD

has added the protection of human

rights to the PTO Program.

Supervisors should monitor activity 

reports for evidence of improper 

practices and patterns. They should 

conduct spot-checks and regular 

 MetroSafe and LMPD supervisors

monitor radio transmissions from

LMPD sworn personnel.
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sampling of in-car videotapes, radio 

transmissions, and in-car computer 

and central communications records to 

determine if both formal and informal 

communications are professional and 

free from racial bias and other 

disrespect. 

 The first-line supervisor has the

responsibility to spot-check

officer performance.

 Agency activity reports, including

all available data on officer-

initiated vehicle stops, will be

helpful to the supervisor’s

review.

 Middle managers and supervisors

must be alert to new laws and

court decisions affecting critical

procedures of arrest, search and

seizure, and use of force

informing, monitoring and

coaching officers about the

impact of updated interpretations

of the law.

 Supervisors must be alert to any

pattern or practice of possible

discriminatory treatment by

individual officers.

 Periodic sampling of in-car

videotapes, radio transmissions,

and in-car computer and central

communications records is

effective for determining if both

formal and informal

communications are professional

and free from racial bias and

other disrespect. The department

should inform officers of the

monitoring procedure in advance,

with periodic reminders.

 Corrective action, when warranted,

should normally be carried out by

the frontline supervisor. In some

cases, disciplinary action may be

 The Professional Standards Unit

(PSU) tracks use of force incidents.

 Metro Technology Services (MTS)

monitors online communications.

 The Kentucky State Police (KSP)

conducts National Crime

Information Center (NCIC) audits.

 The department has implemented

wearable video systems.  This

allows for an accurate account of

officer interaction with citizens.

This video is also subject to

random review by command staff.

 Division commanders randomly

audit the in-car camera footage of

officers under their command.

 LMPD conducts yearly in-service

training during which, every officer

receives legal updates from the

department’s legal advisor on clearly

established law.

 Disciplinary action at LMPD is

carried out in accordance with the

collective bargaining agreement.
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warranted. Conversely, officers 

consistently observed to operate 

within policy should be favorably 

recognized through their annual 

and periodic appraisal reports. 

Middle managers and supervisors 

should accept responsibility for 

ensuring that citizen complaints of 

biased policing are given a formal and 

respectful hearing, and that complaints 

are documented in accordance with 

agency policy. The ranking police 

representative should ensure that 

complainants are not subjected to any 

form of discouragement, intimidation or 

coercion in filing their complaints at 

the police station or in bringing their 

complaints to the attention of any 

officer. We further recommend that 

middle managers and supervisors 

provide the complainant with 

information on how the department 

deals with complaints, and with the 

name of the office responsible for 

handling them. 

 The ranking police representative

should ensure that complainants

are not subjected to any form of

discouragement, intimidation or

coercion.

 The complainant’s comments

should be recorded and provided

to the departmental investigation

unit and the information on how

the department deals with

complaints should be provided to

the complainant.

 The LMPD states how supervisors

should handle citizen complaints in

SOP 2.10.2:

Commanding officers are encouraged to 

resolve minor concerns if the concern can 

be resolved to the satisfaction of all 

parties.  However, the commanding officer 

must advise the citizen that no disciplinary 

action will result if the concern is resolved 

in this fashion.  If the citizen wishes to file 

a formal complaint, the commanding 

officer shall advise the citizen to contact 

the PSU.  Only members of the PSU may 

take affidavits.  The commanding officer 

shall assist the citizen by providing the 

working hours, telephone number and 

location of the PSU.  

 A responsibility of the city’s

Ombudsman is to ensure that citizens

have an open, unbiased source to file

complaints. The Ombudsman audits this

process.

 LMPD now allows citizens to file

complaints against officers online.

 LMPD creates and posts a quarterly

report of all complaints and discipline

against LMPD members.

 LMPD is working to create a real time

reporting system so the public can be

informed about complaints and

discipline as they occur.

The development of a policy based on the 

recommendations stemming from focus 

groups, the national survey, existing 

 The LMPD has a policy to address

racially biased policing issues titled

“Biased Law Enforcement Practices”
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policies, constitutional law scholars, law 

enforcement agency counsel and others 

with expertise will address racially biased 

policing and perceptions thereof.   

Departments adopt the policy set forth 

in this chapter. 

The proposed policy: 

 Emphasizes that arrests, traffic
stops, investigative detentions,
searches and property seizures
must be based on reasonable
suspicion or probably cause;

 Restricts officers’ ability to use
race/ethnicity in establishing
reasonable suspicion or probable
cause to those situations in which
trustworthy, locally relevant
information links a person or
persons of a specific race/ethnicity
to a particular unlawful
incident(s);

 Applies the restrictions above to
requests for consent searches and
even those “nonconsensual
encounters” that do not amount to
legal detentions;

 Articulates that the use of race and
ethnicity must be in accordance
with the equal protection clause of
the 14th Amendment; and

 Includes provisions related to

officer behavior during encounters

that can serve to prevent

perceptions of biased policing.

and includes sections regarding training 

and data audits/analysis. The SOP was 

extensively revised in January 2015 by 

adding language mentioned in the 2014 

United States Department of Justice 

(USDOJ) publication titled “Guidance 

for Federal Law Enforcement Agencies 

Regarding the Use of Race, Ethnicity, 

Gender, National Origin, Religion, 

Sexual Orientation or Gender Identity.” 

Personnel staff should carefully 

evaluate applicants’ character, 

reputation and documented history as 

they relate to racially biased attitudes 

and behavior. 

 Police recruitment messages
should appeal not merely to
potential applicants’ desire for the
adventure of policing or the wages
and benefits offered, but also to a

 The LMPD has a Recruitment and

Selection Unit that carefully evaluates

each applicant’s character in order to

ensure that he/she does not have any

racially biased attitudes/behavior.  This

process includes a background check of

each applicant’s employment history

and use of social media.
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spirit of fairness, justice and racial 
equality. 

 Police executives should solicit
input from the community,
particularly minority communities,
as well as from professional
advertisers and marketers in
crafting and delivering recruitment
messages.

Background investigations should explore 
many facets of applicants’ lives and may 
include: 

 What people of other races and
cultures say about the applicant;

 Whether the applicant has ever
experienced being in the racial
minority in any setting;

 Whether the applicant has ever
been in a situation where there
was a racial tension or conflict,
and if so, how the applicant
handled the situation.

 Police applicants are required to

undergo psychological testing as a pre-

requisite for employment.

Police executives should strive to hire a 

workforce that reflects the highest 

professional standards and the racial 

and cultural demographics of the 

community they serve. 

 Conveys a sense of equity to the

public.

 Increases the probability that the

agency will be able to understand

the perspectives of its racial

minorities and communicate

effectively with them.

 It increases the likelihood that

officers will come to better

understand and respect various

racial and cultural perspectives

through their daily interactions

with one another.

 The LMPD has increased the hiring of

minority officers and requires its

employee composition to be

representative of the community’s

demographics as a whole pursuant to

SOP 2.27.1.

 The LMPD shall strive to actively

recruit and select applicants based on

the best qualified applicant pool, which

is representative of the demographics of

the community as a whole.

 The LMPD tracks and reports out on

demographic information during the

Mayor’s LouieStat Forums.

 The LMPD creates a department census

report and posts that on the transparency

link contained on our public website.

Police executives should ensure that 

special recruiting initiatives designed 
 The LMPD regularly posts job openings

at community colleges, social service
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to attract minority applicants 

supplement the agency’s general 

recruitment program. 

 Police recruiters should reflect the

community’s racial and cultural

makeup.

 Recruiting materials should depict

a diverse group of police officers

from the agency.

 An agency’s hiring standards need

not and will not be lowered to

achieve racial diversity.

 Try to get police union support for

minority recruitment.

Examples of minority recruitment 

strategies include: 

 Recruiting at historically black

colleges and universities.

 Recruiting through military

channels.

 Recruiting through current

minority police officers.

 Recruiting through the religious

community.

 Recruiting from other fields.

agencies and in print media. SOP 2.27.3 

states the following:  

Louisville Metro Human Resources (HR) 

shall be responsible for posting employment 

vacancies on the city’s website and also 

advertise employment vacancies through 

other electronic media, print media and 

community/social service organizations. 

 The LMPD Recruitment and Selection

Unit have a diverse mix of both male

and female officers that includes

different races of white, black and

Hispanic.

Personnel selection processes should be 

geared principally to select in qualified 

and desirable applicants rather than 

screen out unqualified applicants. 

 The proactive approach is

designed to select in qualified and

desirable applicants, and allows

recruiters to focus on attracting the

best candidates.

 The LMPD strives to recruit the best

qualified applicants as stated in SOP

2.27.1:

The LMPD shall strive to actively recruit 

and select applicants based on the best 

qualified applicant pool, which is 

representative of the demographics of the 

community as a whole. 

Police executives should periodically 

audit the personnel selection process 

to ensure that the hiring qualifications 

and standards are both valid and fair 

to applicants of all races and cultures. 

 The LMPD command staff reviews

every applicant file to ensure that the

best qualified candidates are selected.

 The LMPD Training Division shall

produce an annual report of the

personnel hiring process.
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An audit of the personnel selection 

process should gauge: 

 The validity of each job

qualification and testing standard;

 The fairness of each aspect of the

selection process and whether the

process as a hole, or at any stage,

disproportionately disqualifies

minority applicants.

Police executives should audit the 

personnel selection process to ensure 

that neither the sequencing of the 

testing stages nor the length of the 

selection process is hindering minority 

hiring objectives. 

 The audit should assess whether

the time between an initial

application and a job offer is too

long, resulting in qualified and

desirable applicants being lost to

employers who hire more

expeditiously.

 The LMPD requested that Metro HR

work with the Recruitment and

Selection Unit in order to streamline the

hiring process.

 The LMPD continues to work with

Metro HR in order to identify hiring

barriers and to correct them.

 LMPD is reviewing the job

requirements for police officer and

considering alternative options to

college that would allow for a broader

pull of applicants.

Police executives should consider using 

financial and other incentives to 

advance worthwhile higher education 

and community residency objectives, 

and in any case, ensure that these 

objectives do not hinder minority hiring 

objectives. 

 With respect to both higher

education and residency

requirements, it may prove more

effective and equitable to advance

these worthwhile goals through

financial incentives to applicants

rather than mandatory

requirements.

 Metro Government offers financial

reimbursement to qualified employees

to advance their education.

 LMPD offers a variety of educational

opportunities for sworn employees to

include:

o Southern Police Institute

(SPI)

o FBI National Academy

o LMPD Training Academy

o And other local and non-

local training opportunities

that are relevant and

necessary for job function

 The LMPD currently allows officers to

participate in a take home vehicle

program if they have a minimum three
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(3) years of sworn service and are

residents of Jefferson County.  Non- 

residents are not allowed to take their

vehicle out of county.

Police executives should avail 

themselves of sound legal and 

professional advice when making 

decisions affecting personnel 

selection. 

 The entire personnel selection

process is the subject of much

legislation and litigation, sound

legal advice should be sought.

 The LMPD has a full time legal advisor

on its staff to provide counsel to the

Chief as necessary.

 The LMPD can utilize the County

Attorney as necessary for legal counsel

and opinions.

Police executives should determine 

whether minority recruits are 

disproportionately dismissed from 

the agency during recruit training, 

field training and probationary 

employment periods, and if so, 

determine why and seek ways to 

reduce that disparate impact. 

 Unless and until police officer

applicants are serving on the street

as permanent officers, their

presence in the police organization

does little to advance the goal of

having a police workforce that

reflects community diversity.

 The LMPD regularly consults with legal

professionals, such as the Civil Service

Board, Metro Human Resources, the

departmental Legal Advisor and the

County Attorney’s Office on such

matters.

 The LMPD Training Division shall

produce an annual report of the

personnel hiring process.

Police agencies should develop and 

deliver education and training 

programs relating to racial bias in 

policing as a means to help 

personnel understand and address a 

complex issue, without being 

accusatory. 

 Education and training programs

should not convey an accusatory

tone; they should engage

personnel in discussion, rather

than preach to them.

 The LMPD Training Academy offers

classes on community relationships,

racial profiling, respect for all people,

ethical behavior and interpersonal

discipline and communication.

 All LMPD personnel received

procedural justice, implicit bias and

de-escalation training in 2015.  These

philosophies are now ingrained into

all aspect of LMPD training.

 LMPD 2016 In-service training is

focused on philosophies in the

39



President’s Report on 21st Century 

Policing.  

Police and community perspectives 

must be incorporated in education and 

training programs relating to racial 

bias. We further recommend that 

education and training programs should 

be tailored to agency and 

community-specific needs, concerns 

and experiences. 

 Good programs and materials

cannot merely be taken off a shelf

and presented locally; they should

be customized for each agency and

community.

 The LMPD Training Academy offers

classes on community relationships,

racial profiling, respect for all people,

ethical behavior and interpersonal

discipline and communication.

 The LMPD Training Division is in the

process of developing a Citizens

Training Committee that will allow for

input and review of current and future

trainings.

Police agencies should integrate 

education and training relating to 

racial bias in policing into a wide range 

of curricula, although a single course 

of instruction may suit immediate 

needs. 

 Fully integrating discussions of

racial bias in policing into other

education and training courses

takes time, so it may be necessary

to develop a single course of

instruction for immediate needs.

 The LMPD Training Academy offers

classes on community relationships,

racial profiling, respect for all people,

ethical behavior and interpersonal

discipline and communication.

 All LMPD personnel received

procedural justice, implicit bias and

de-escalation training in 2015.  These

philosophies are now ingrained into

all aspect of LMPD training.

 LMPD 2016 In-service training is

focused on philosophies in the

President’s Report on 21st Century

Policing.

All police personnel should receive 

academy and supplemental recruit 

training that conveys the message that 

the protection of human and civil 

rights is a central part of the police 

mission, not an obstacle to it. 

 The founding principles of modern

policing should be revisited, as

should the mission and value

 LMPD SOP 8.4.2 mentions the

importance of protecting individual

rights:

It is the policy of the department to protect 

the rights of all individuals regardless of 

their race, religion, disability, sexual 

orientation, ethnicity/national origin, gender 

or gender identity.  Any crimes designed to 
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statements adopted by the 

trainees’ own agencies.  

 Police personnel should

understand that the protection of

human and civil rights is a central

and affirmative part of the police

mission, not an obstacle to

effective policing.

infringe upon these rights are viewed 

seriously and given high priority. 

 The LMPD Training Academy offers

classes on community relationships,

racial profiling, respect for all people,

ethical behavior and interpersonal

discipline and communication and is

also considering future classes and

Training Bulletins on the topic.

 The LMPD Training Division offers

First Amendment training and the

Department of Criminal Justice Training

(DOCJT) offers protest training.

 The LMPD has embraced the

recommendations from the Presidents

Report on 21st Century Policing.  These

principles encourage police to step away

from a warrior mentality and to train on

de-escalation, implicit bias and

procedural justice.

Education and training programs 

relating to racial bias in policing should 

more precisely define the numerous 

dimensions, complexities and subtleties 

of the problem. 

Personnel must understand that racial bias 

is a complex issue, one that takes many 

forms.   

Examples include: 

 Targeting motorists for traffic

stops on the basis of racial

profiles;

 Applying discretionary

enforcement on the basis of race;

 Tolerating different degrees of

disorder and deviance on the basis

of race;

 The LMPD Training Academy offers

classes on community relationships,

racial profiling, respect for all people,

ethical behavior and interpersonal

discipline and communication. The

LMPD utilizes the Strategies and

Tactics of Patrol Stops (S.T.O.P.S.)

lesson plan, as outlined in SOP 7.12.7,

when stopping violators:

o The officer shall greet the violator

and identify himself/herself by

name.

o The officer should explain the

reason for stopping the violator.

o The officer shall ask the operator of

the vehicle if there was a legitimate

reason for doing what he/she did.

o The officer shall ask where the

driver’s license, insurance and

registration information is located
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 Interfering with citizens; routine

activities on the basis of race (e.g.

stopping, questioning and

searching citizens without

adequate cause);

 Assuming someone is dangerous

on the basis of race.

before asking him/her to retrieve any 

of them. 

o The officer shall give instructions to

the violator to follow (e.g. remain in

the vehicle and buckle up) as he/she

reviews documentation and decides

what action to take.

o The officer shall issue the

appropriate warning or citation and

let the violator know that the traffic

stop is over.

Education and training programs 

should present the available data 

about racial bias in policing and 

throughout the criminal justice 

system. 

 Racial bias in policing does not

manifest itself the same way in

every jurisdiction; local data

should be presented.

 Discussions of racial bias in the

prosecutorial, judicial and

correction functions of the

criminal justice system may be

beneficial.

 The LMPD participates in the Disparate

Minority Confinement Committee and

related Crime Commission initiatives.

 All LMPD personnel received

procedural justice, implicit bias and

de-escalation training in 2015.  These

philosophies are now ingrained into

all aspect of LMPD training.

 LMPD 2016 In-service training is

focused on philosophies in the

President’s Report on 21st Century

Policing.

Education and training programs 

relating to racial bias in policing should 

convey the impact the problem has on 

individual citizens, police and the 

community as a whole. 

 Personal testimonials from

minorities who have suffered the

effects of racial profiling or other

forms of racial bias in policing can

be effective in personalizing the

problem and emphasizing the real

harm caused to real people.

 Police personnel should consider

how the level of public trust in the

police affects their ability to carry

out their duties.

 The LMPD Training Division shall

incorporate real perspectives from

individuals in future training classes.

LMPD SOP 8.8.1 discusses how

profiling affects citizens and law

enforcement:

Profiling impairs investigative 

effectiveness, alienates citizens, fosters 

distrust of law enforcement and may subject 

officers to civil or criminal liability. Most 

importantly, profiling is unethical. The 

protection and preservation of the 

constitutional rights of individuals remains 

one of the paramount concerns of 

government and law enforcement. 

Therefore, per KRS 15A.195, profiling is 

strictly prohibited. 
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 All LMPD sworn members received

training on implicit bias, procedural

justice and de-escalation in 2015. The

philosophies have been ingrained into

every training that LMPD offers.

Education and training programs 

relating to racial bias in policing 

should explore the reasons it exists, 

especially at the institutional, 

organizational and social levels. 

 Discussions of the reasons for

racial bias in policing commonly

start with the biases and prejudices

of individual police officers.

 Today’s police personnel should

not be made to feel personally

responsible for racial bias in

policing, but should be able to

recognize that larger societal

forces – beyond those of

individual police officers – have

been responsible for some degree

of racial bias in policing.

 One approach to addressing how

police should respond to social

and institutional pressures that can

lead to racial bias in policing is to

have officers consider the costs

and benefits of being right and

wrong about race-based

suspicions.

 The LMPD prohibits prejudice in SOP

5.1.20:

Members shall not express any prejudice 

concerning race, ethnicity/national origin, 

gender, gender identity, sexual orientation, 

religion, socio-economic status, disability, 

politics or other similar personal 

characteristics. 

 The LMPD Training Academy classes

on racial profiling and respect for all

people explore the issue of racial

profiling and how this behavior

undermines the mission of law

enforcement.

 All LMPD sworn members received

training on implicit bias, procedural

justice and de-escalation in 2015. The

philosophies have been ingrained into

every training that LMPD offers.

Education and training programs 

relating to racial bias in policing 

should identify the key decision points 

at which racial bias can take effect, at 

the incident level. 

At the incident level, racial bias can play a 
part at several key decision points for 
police officers including: 

 Deciding who is worth surveilling;

 The LMPD utilizes the Strategies and

Tactics of Patrol Stops (S.T.O.P.S.)

lesson plan, as outlined in SOP 7.12.7,

when stopping violators:

o The officer shall greet the violator

and identify himself/herself by

name.

o The officer should explain the

reason for stopping the violator.
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 Deciding whom to contact or
detain;

 Deciding what attitude to adopt
during contacts and stops;

 Deciding what actions to make
suspects take during stops;

 Deciding whether and how to
explain to citizens the reasons for
contacts or stops;

 Deciding how long stops will last;
 Deciding whether to search or ask

for consent to search;
 Deciding how dangerous suspects

are (level of force, if necessary);
 Deciding what enforcement action

to take;
 Deciding what charges to file.

Education and training programs should 

cover relevant laws and agency policies 

that guide and constrain police 

enforcement decisions where racial bias 

might come into play. 

o The officer shall ask the operator of

the vehicle if there was a legitimate

reason for doing what he/she did.

o The officer shall ask where the

driver’s license, insurance and

registration information is located

before asking him/her to retrieve any

of them.

o The officer shall give instructions to

the violator to follow (e.g. remain in

the vehicle and buckle up) as he/she

reviews documentation and decides

what action to take.

o The officer shall issue the

appropriate warning or citation and

let the violator know that the traffic

stop is over.

 The LMPD has developed a public

information brochure regarding what to

do when a citizen is stopped by a police

officer and shall incorporate these and

other relevant points into future training

classes. All officers shall complete

Honing Interpersonal Negotiating

Techniques (HINT) training in 2015.

 All LMPD sworn members received

training on implicit bias, procedural

justice and de-escalation in 2015. Those

philosophies have been ingrained into

every training that LMPD offers.

 Every sworn member of LMPD receives

annual legal updates on clearly

established law from the department

legal advisor.

Police should review how operational 

strategy can contribute to racially bias 

policing and the perception thereof. 

The discussion of how police operational 

strategy might contribute to racial bias in 

policing should begin by having police 

personnel challenge some of the 

 The LMPD recognizes that some

policing initiatives might be perceived

to target a particular location or group

(e.g. hot-spot policing); however, these

initiatives are separate from the

demographics of the area and are only

used to target a particular type of

criminal activity.
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assumptions underlying conventional 

police strategy, which emphasizes 

criminal and traffic enforcement as the 

primary means to control crime and 

disorder. 

 The LMPD utilizes strategies of

procedural justice when dealing with the

public.

Education and training programs 

relating to racial bias in policing should 

teach police ways to reduce 

misunderstanding, conflict and 

complaints due to perceived racial bias. 

 Officers should be well trained to

articulate, verbally and in writing,

what specific information they

relied on to establish reasonable

suspicion and probable cause.

 Officers should receive training

that emphasizes the importance of

providing citizens with adequate

explanations for why they have

been stopped.

 The LMPD Training Division has a

block regarding identifying the legal and

moral consequences of discriminatory

attitudes and behaviors (i.e. hate crimes)

in police work and society.

 LMPD SOP 8.8.3 states the basis for

reasonable suspicion and probable

cause:

All investigative detentions, traffic stops, 

searches, seizures and arrests shall be based 

upon reasonable suspicion or probable 

cause. 

 In addition, LMPD SOP 8.8.7 requires

officers to complete a Vehicle Stop

Reporting form for each, and every,

traffic stop, regardless of whether a

citation is written or an arrest is made.

 Open communication is the key to a

successful law enforcement stop. SOP

8.8.3 stresses the importance of

communicating with citizens:

 Providing citizens with an explanation

as to why they were stopped improves

relations with the community and

reduces the perception of bias on the

part of the police. Therefore, officers

should make a reasonable effort to

provide an explanation as to why the

citizen was stopped, unless doing so

would undermine an investigation or

jeopardize the officer’s safety.

 The LMPD continues to expand upon

these issues in its training.
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 All LMPD personnel received

procedural justice, implicit bias and

de-escalation training in 2015.  These

philosophies are now ingrained into

all aspect of LMPD training.

 LMPD 2016 In-service training is

focused on philosophies in the

President’s Report on 21st Century

Policing.

Education and training programs 

relating to racial bias in policing 

should present alternative operational 

strategies, in particular, community 

and problem-oriented policing 

strategies. 

 Community and problem-oriented

policing strategies call for police

personnel to develop a

comprehensive knowledge of the

area of the jurisdiction to which

they are assigned.

 Actively solicit community input

about crime and disorder

problems.

 The LMPD embraces the community-

oriented policing approach and offers

several ways that the public can

correspond with the department,

including the website, 574-LMPD

Crime Tip Line and the city’s Ethics

Line.

 LMPD participates in Metro

Government’s One Love Louisville

Program.  Under goal 12 of this

program, LMPD leads or participates

in numerous community outreach

efforts.  Many of these efforts focus

on the youth with an emphasis of

allowing interaction with police in a

non-enforcement environment.

Police executives should publicly 

acknowledge that the potential for 

racial bias exists in policing, and 

commit themselves to reducing that 

potential. We further recommend 

police agencies should inform the 

public about their responsibilities and 

rights during an encounter with the 

police. They should reinforce the idea 

that effective crime control strategies 

need to be compatible with the 

protection of human rights and civil 

liberties. 

Public information/training should: 

 The Chief has talked about racial bias

issues and implicit bias in interviews

and at public forums. These issues shall

continue to be addressed by the LMPD.

 The LMPD utilizes the Strategies and

Tactics of Patrol Stops (S.T.O.P.S.)

lesson plan, as outlined in SOP 7.12.7,

when stopping violators:

o The officer shall greet the violator

and identify himself/herself by

name.

o The officer should explain the

reason for stopping the violator.
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 Inform citizens of what they are

obliged to do upon lawful police

request;

 Emphasize the need for positive

police-community interactions,

and encourage citizens to work

with the police towards common

goals;

 Be disseminated through the mass

media, community meetings,

citizen police academies and

personal contacts between police

and citizens.

o The officer shall ask the operator of

the vehicle if there was a legitimate

reason for doing what he/she did.

o The officer shall ask where the

driver’s license, insurance and

registration information is located

before asking him/her to retrieve any

of them.

 The officer shall give instructions to the

violator to follow (e.g. remain in the

vehicle and buckle up) as he/she reviews

documentation and decides what action

to take.

 The LMPD has developed a public

information brochure regarding what to

do when a citizen is stopped by a police

officer and shall incorporate these and

other relevant points into future training

classes.

Police executives should publicly 

acknowledge that the potential for racial 

bias exists in policing and commit 

themselves to reducing that potential. 

Police agencies should inform the public 

about their responsibilities and rights 

during an encounter with the police. They 

should reinforce the idea that effective 

crime control strategies need to be 

compatible with the protection of human 

rights and civil liberties. 

 Trust between the police and the

community is built through long-

term engagement.

 Allowing citizens to participate in

decision-making affecting how

they are policed ensures a shared

responsibility between the police

and the community.

 Police departments’ efforts to

provide significant means for

community input into police

operations and policy decisions

• The LMPD has developed a public

information brochure regarding what to

do when a citizen is stopped by a police

officer and shall incorporate these and

other relevant points into future training

classes.
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are the backbone of community 

engagement. 

Police department personnel should strive 

to achieve competence in the areas listed 

below.  

 The ability to communicate with

residents in their primary

language.

 An understanding of cultural

issues relating to policing and

public safety.

 A respectful approach to

relationships with residents.

 The ability to be fair and provide

equal treatment.

 The willingness to examine

assumptions about links between

race/ethnicity and crime in the

jurisdiction, in order to bring

stereotypes to light.

 Interpersonal skills and a sincere

interest in engaging with the

community.

 The willingness to focus

community outreach activities on

traditionally underserved

populations.

 A departmental approach to

human resources that conveys the

same respect for diversity that the

department is trying to convey to

the community at large.

The competencies listed are necessary for 

the police to effectively interact with 

minority groups. Some items apply to all 

department personnel including 

administrative, records and 

communications staff as well as line staff 

and commanders. 

 The LMPD utilizes bilingual officers

and the Language Line in order to

communicate with individuals whose

primary language is not English.

 The LMPD utilizes strategies of

procedural justice when dealing with the

public. All LMPD personnel shall

receive Procedural Criminal Justice

training in 2015.

 The LMPD Mission Statement and

the Law Enforcement Code of

Ethics stress the importance of

protecting the constitutional rights of

all, prohibiting personal feelings or

prejudices from affecting decisions,

the importance of ethical behavior

and accountability, showing respect

for all people and being objective

through fair and impartial

enforcement of laws without bias.

 The LMPD Training Division offers a

block on community issues, which

addresses interacting with and

distinguishing members of the

community whose culture and life

experiences may be different from their

own. In addition, this block defines the

perception of the LMPD and law

enforcement in general from the

viewpoint of the community

collectively, as well as specific

groups/individuals of the Louisville

Metro population. The LMPD shall

continue to work with the Training

Division on in-service classes regarding

these issues.

Police departments should organize 

police-citizen task forces to identify how 
 The LMPD routinely engages

department-citizen discussions including
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the jurisdiction can effectively respond to 

racially biased policing and the 

perceptions thereof. 

 Police departments should have

long-term sustained programs for

reaching out to minority

communities.

the Interdenominational Ministerial 

Coalition to identify areas for 

improvement. The LMPD offers 

Citizens Police Academies for certain 

groups in order to let participants have a 

greater understanding of law 

enforcement and responding to criminal 

behavior.  

 LMPD participates in Metro

Government’s One Love Louisville

Program.  Under goal 12 of this

program, LMPD leads or participates

in numerous community outreach

efforts.  Many of these efforts focus

on the youth with an emphasis of

allowing interaction with police in a

non-enforcement environment.

Police departments should use a 

combination of contemporary and 

progressive approaches to provide 

multiple opportunities for minority group 

interactions with the police. 

 The LMPD produces the Blue Report,

which covers all aspects of community

policing. The LMPD also actively

participates in many activities, such as

the Dirt Bowl, West End Appreciation,

Crime Prevention College, National

Night Out, Citizens Police Academies,

Team Street Safe and youth chats with

the LMPD, in order to foster minority

interaction with the department.

 LMPD participates in Metro

Government’s One Love Louisville

Program.  Under goal 12 of this

program, LMPD leads or participates

in numerous community outreach

efforts.  Many of these efforts focus

on the youth with an emphasis of

allowing interaction with police in a

non-enforcement environment.

Police executives, in collaboration with 

citizen leaders, should review the pros and 

cons of data collection and decide in light 

of the agency’s political, social, 

organizational and financial situation, 

 The LMPD has participated in various

vehicle stop studies and requires its

officers to complete a Vehicle Stop

Reporting form on each traffic stop.

These statistics are then analyzed.
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either to initiate data collection or to 

allocate available resources to other 

responses to racially biased policing and 

the perceptions thereof. 

 Agency executives may

responsibly choose to invest

resources in responses other than

data collection however, while

rejecting a full-fledged data

collection system, they might

consider a small scale and/or

periodic data collection effort as

one aspect of an overall

assessment and response effort.

 Police executives have concerns

that questionable data

interpretations will be used

irresponsibly by agency critics,

including the media, and/or used

in lawsuits against the agency.

 The LMPD conducts citizen satisfaction

surveys to allow citizens to rate their

experiences and express their opinions

regarding departmental operations.

 The LMPD gathers and tracks many

different data sets on a regular and on-

going basis.  Many of these data sets are

shown in the Mayor’s LouieStat Forums

and are also shown on both the

department’s website as well as Metro

Louisville open data portal.

If agencies are mandated or choose to 

collect data, they should consider 

targeting all vehicle stops. This includes 

all detentions and arrests of motorists, 

including stops for traffic violations, 

criminal violations and suspicious 

person/activities. It does not include 

pedestrian stops or nonconsensual 

encounters that do not amount to 

detentions. 

 Traffic Stops-many agencies that

collect data focus on traffic stops

only.

 Vehicle Stops-Collecting data for

traffic stops excludes obtaining

information about general

investigative stops of motorists.

 Detentions-Collecting data on all

detentions including traffic,

vehicle and pedestrian stops.

 LMPD requires the use of a “STOPS”

form on every traffic stop.  This

documents the details of the stop and

occupants of the vehicle to include race

and whether or not a search was

conducted.

 LMPD has an annual contract with the

University of Louisville to analyze the

STOPS data and produce a report which

explains the data.
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 Nonconsensual Encounters-When

an officer engages a citizen in a

manner not invited by the citizen

but that does not amount to a legal

detention.

Agencies that choose or are mandated to 

collect data should include data elements 

and response options. See pages 126-134 

for more detail. 

 The data should be just one aspect

of an “early warning system” for

racially biased policing.

 Policing and statutes that link

individual officer “results” directly

to disciplinary measures are unfair

and misguided.

 The LMPD conducts a monthly review

of reports prepared by the Professional

Standards Unit (PSU).

 A monthly report is created and

aggregate data is analyzed to identify

issues that need to be pursued by the

Professional Standards Unit and the

Training Unit.

Police departments should consider the 

pros and cons of linking data to officer 

identify. If a department chooses not to 

collect data with link to individual 

officers, the data should be linked to units 

of the department such as assignment or 

beat. 

 Assessing racially biased vs.

equitable policing requires looking

not only at whom police engage,

but also at what happens during

the engagement.

 It is critically important for

command staff to understand that

their data collection system cannot

rule out all competing hypotheses

that might explain why data for an

officer indicate disproportionate

stops of racial/ethnic minorities.

 Biased law enforcement data is linked to

the patrol divisions and not directly

linked to the officer’s identity.

Agencies should obtain independent 

researchers assistance for analyzing their 

racial bias data. 

 The analyst(s) should be trained in

social science methods and has

general knowledge of law

enforcement as well as knowledge

of specific issues associated with

 The LMPD consults with Dr. Keeling

and the University of Louisville to

analyze data and conduct research for

the department. This allows an unbiased

view of the data and increases

transparency.
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analyzing police detention/stop 

data. 

 Capable analysts are most likely to

be associated with a college or

university or independent research

firm.

 The researcher(s) should work in

conjunction with a police-citizen

task force.

 The police-citizen group should

advise the agency executive, and

the executive should set clear

parameters for the group regarding

the type of input being sought.

 The LMPD routinely utilizes outside

researchers when completing special

projects: Alexander Weiss conducted

the 2014 Staffing Study.

APPENDIX B 

STOPS Study Information 
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Steve Conrad Chief of Police 
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Our Mission Statement 

It is the mission of the Louisville Metro Police Department to deliver professional, 

effective services, fairly and ethically, at all times, to all people, in order to prevent 

crime, control crime, and enhance the overall quality of life for citizens and visitors. We 

will encourage and promote community involvement on all levels to achieve these ends. 

Values 

Making the Community our Primary Focus 

We are committed to a police-community partnership in providing the delivery of police 

services. We shall accept a leadership role in developing relationships with the citizens of 

our community that foster mutual trust and open communications. 

Ethical Behavior and Accountability 

We shall perform our duties with an unwavering commitment to integrity, 

professionalism and dependability. We will be accountable to those we serve for our 

decisions and actions. 

Trustworthy 

We embrace honesty and openness with the community as vital to securing the public’s 

trust. Without reservation, we will adhere to a code of conduct that promotes 

truthfulness and straightforwardness. 

Respect for All People 

We manifest commitment to justice, equal treatment of individuals, tolerance for and 

acceptance of diversity by demonstrating respect for human dignity and rights. 

Objectivity 

We are committed to the fair and impartial enforcement of all laws. We value treating 

all persons equitably and without bias, with the highest regard for individual and 

constitutional rights. 
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Law Enforcement Code of Ethics 

As a law enforcement officer, my fundamental duty is to serve the community; 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 to liberty, equality and justice. 

I will keep my private life unsullied as an example to all and will behave in a manner that does not 

bring discredit to me or to my agency. I will 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 both in my personal and official life, I will be exemplary in obeying 

the law 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, political beliefs, aspirations, 

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 police service. I will never engage in acts 

of corruption or bribery, nor will I condone such acts by other police officers. I will cooperate 

with all legally authorized agencies and their representatives in the pursuit of justice. 

I know that I alone am responsible for my own standard of professional performance and 

will take every reasonable opportunity to enhance and improve my level of knowledge and 

competence. 

I will constantly strive to achieve these objectives and ideals, dedicating myself before God 

to my chosen profession . . . law enforcement. 
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SOP 7.12 

Traffic Enforcement 
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Reviewed 3/31/14 

SOP 8.24 

Field Operations 
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SOP 8.8 

Field Operations 
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LMPD Training Block 

Bias, Racial Profiling and Cultural Sensitivity 
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LMPD Training Unit 

LMPD Recruit training consists of four blocks of instruction that cover bias, racial profiling and 

cultural sensitivity. These blocks are: 

 Community Wins (2 hours)

 Racial Profiling (3 hours)

 Tactics for Controlling Behavior:  Respect for all People (7 hours)

 Tactics for Controlling Behavior: Ethical Behavior (7 hours)

The learning objectives are as follows: 

2.2 Community Wins 2.0 hours 

At the conclusion of this session, the student will be able to: 

2.2.1 Interact with and distinguish members of the community whose culture and 

life experiences may be different from their own. 

2.2.2 In a classroom setting discuss and define the relationship between the 

Louisville Metro Police Department and the communities that make up 

Louisville Metro. 

2.2.3 Define the perception of the Louisville Metro Police Department and law 

enforcement in general from the viewpoint of the community collectively, as 

well as specific groups/individuals of the Louisville Metro population. 

LOCATIN WITHIN SCHEDULE: Week 24 

Bibliography:  #1 
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2.3 Racial Profiling 3.0 hours 

At the conclusion of this session, the student will be able to: 

2.3.1 Identify and explain the LMPD Standard Operating Procedure as related to 

racial profiling. 

2.3.2 Identify the Federal and State Laws that apply to racial profiling. 

2.3.3 Define the terms “racial profiling” and “ethnic profiling” as it pertains to this 

section. 

2.3.4 Distinguish between racial / ethnic profiling and reasonable suspicion as it 

pertains to this section. 

2.3.5 Explain the importance of supervisory oversight as it relates to racial profiling. 

2.3.6 Explain the role that law enforcement played during the civil rights movement 

and the perceptions that were formed because of the actions of law 

enforcement. 

2.3.7 Define the history of racism in America. 

2.3.8 Participate in an analysis of the Equal Protection Clause of the 14th

Amendment of the Constitution of the United States. 

LOCATION WITHIN SCHEDULE:  Week 4 

Bibliography:  #137 through #143 
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8.1 Tactics of Controlling Behavior (TCB 1): Respect for All People 

(Wisdom) 

7.0 hours 

At the conclusion of this session, the student will be able to: 

8.1.1 Identify the roles social/organizational systems play in societies. 

8.1.2 Define the role of the criminal justice system of the United States. 

8.1.3 Identify some of the fundamental issues and concerns surrounding the 

criminal justice system in the United States. 

8.1.4 Define the ultimate goal of law enforcement in the United States. 

8.1.5 Identify landmark events in law enforcement history leading to the practices 

and philosophies of modern day policing in the United States. 

8.1.6 Identify the obstacles and challenges faced by law enforcement throughout its 

history. 

8.1.7 Identify the different eras of law enforcement and how they have contributed 

to the philosophies and practices of modern day policing. 

8.1.8 Explain the concept of Community Policing and Problem Solving. 

8.1.9 Explain the future challenges facing law enforcement. 

8.1.10 Explain the relationship between human interactions (episodes) and 

preserving the perception of justice. 

8.1.11 Define the concept of organizational justice and its components (i.e. 

distributive, procedural, informational, and inter-personal justice). 

8.1.12 Identify why perceptions of justice and protecting an individual’s 

constitutional rights are important in nurturing police/community relations. 

8.1.13 Define the philosophy of Tactics of Controlling Behavior (i.e. no 

ego/selflessness). 

8.1.14 Define the concept of a plumb line. 

8.1.15 Identify the practices in the “tenfold path”. 

8.1.16 Identify the principles of Tactics of Controlling Behavior (TCB). 

8.1.17 Identify and explain the mission and values of the Louisville Metro Police 

Department, and how they guide the agency toward the accomplishment of its 

goals. 

8.1.18 Explain the process of developing wisdom. 
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8.1.19 Distinguish between the two (2) types of wisdom. 

a. Natural
b. Spiritual

8.1.20 Explain how Maslow’s Hierarchy of Needs illustrates our developmental 

process. 

8.1.21 Explain what it means to “move out of your comfort zone”. 

8.1.22 Define how our attitudes and prejudices are learned and reinforced. 

8.1.23 Define practicing knowledge. 

8.1.24 Distinguish between the concepts of sensations and perceptions. 

8.1.25 Define the concept of “schemas”. 

8.1.26 Identify our sources of obtaining knowledge. 

8.1.27 Explain how our culture contributes to our awareness of self and others, and 

the advantages/disadvantages of this process. 

8.1.28 Explain what it means to “relearn or retrain” ourselves. 

8.1.29 Define practicing attitude/intent. 

8.1.30 Define the components of an individual’s attitude. 

8.1.31 Define the concept of cognitive dissonance. 

8.1.32 Define the concept of unconditional compassion, and explain why it is 

important in developing wisdom. 

8.1.33 Define the legal definition of “discrimination/profiling”. 

8.1.34 Distinguish between “profiling” and “reasonable suspicion”. 

8.1.35 Explain the equal protection clause of the 14th Amendment of the Constitution

of the United States. 

8.1.36 Identify the Federal Equal Employment Opportunity Laws, State Laws, and 

LMPD Standard Operating Procedures prohibiting job discrimination. 

8.1.37 Define the legal definition of “hate crimes”. 

8.1.38 Identify Federal and State Laws prohibiting hate crimes. 

8.1.38 Identify the legal and moral consequences of discriminatory attitudes and 

behaviors (i.e. hate crimes) in police work and society. 
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8.1.39 Explain/Summarize how the practices of wisdom apply to protecting against 

discrimination and hate crimes. 

LOCATIN WITHIN SCHEDULE: Week 4 

Bibliography:  #1, #27, #60 through #69, #71, #77, #91 through #94 

8.2 Tactics of Controlling Behavior: Ethical Behavior 7.0 hours 

At the conclusion of this session, the student will be able to: 

8.2.1 Explain the process of developing ethical behavior. 

8.2.2 Explain how individuals develop “morals”. 

8.2.3 Define and explain what it means to have “free will”. 

8.2.4 Define what constitutes a “ethical dilemma”. 

8.2.5 Identify how individuals make “ethical judgments”. 

8.2.6 Identify the relationship between laws, ethical behavior, and perceptions of 

justice. 

8.2.7 Define practicing “purpose of duty”. 

8.2.8 Define the fundamental characteristics of a “public servant/true professional”. 

8.2.9 Define the duties and expectations of a public servant/police officer. 

8.2.10 Define the limitations of a police officer. 

8.2.11 Identify the stakeholders who may be affected by a police officer’s decisions 

and actions. 

8.2.12 Define “practicing integrity of actions”. 

8.2.13 Explain the importance of “critical thinking” in making an ethical decision. 

8.2.14 Identify the potential fallacies involved in critical thinking. 

8.2.15 Define the “Police Officer’s Code of Ethics”. 

8.2.16 Identify those factors that inhibit a police officer’s commitment to the Code of 

Ethics. 

8.2.17 Identify those elements needed to support police officer’s adherence to the 

Code of Ethics. 

8.2.18 Define “practicing responsibility to act”. 
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8.2.19 Identify why it can be unethical “not to act”. 

8.2.20 Define the theory of “normative ethics” (i.e. “look good”, “be good”). 

8.2.21 Explain how unethical conduct can be identified and determined and the 

measures that can be taken to address this type of conduct. 

8.2.22 Identify the four (4) don’ts of moral reasoning. 

8.2.23 Define and identify examples of police misconduct, and what conditions are 

needed to address police misconduct. 

8.2.24 Identify actions that an individual officer can take when witnessing 

misconduct. 

LOCATIN WITHIN SCHEDULE: Week 4 

Bibliography:  #1, #27, #60 through #69, #71, #77, #91 through #94 

8.3 Tactics of Controlling Behavior (TCB 1): Interpersonal Discipline & 

Communication 

7.0 hours 

At the conclusion of this session, the student will be able to: 

8.3.1 Explain the process of developing “mental discipline” as it relates to 

interpersonal communication. 

8.3.2 Distinguish between the various forms of communication. 

8.3.3 Define the nature of interpersonal communication. 

8.3.4 Identify why it is important to develop effective interpersonal communication 

skills. 

8.3.5 Identify the goals of effective communication skills. 

8.3.6 Define “practicing awareness”. 

8.3.7 Define “message transfer” and identify its components. 

8.3.8 Define the nature of police/citizen relations. 

8.3.9 Define the concept of “No Ego” representation. 

8.3.10 Define “practicing intended message”. 

8.3.11 Define the process and actions of active listening. 

8.3.12 Explain why it is important to develop effective active listening skills. 
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8.3.13 Explain why it is important to understand the power and influence of words. 

8.3.14 Explain why it is important to understand the power and influence of non- 

verbal cues. 

8.3.15 Identify the methods in which messages can be clarified. 

8.3.16 Define “practice desired response”. 

8.3.17 Define “human nature” as it relates to interpersonal communication. 

8.3.18 Define the nature and process of conflicts. 

8.3.19 Explain how the justice components are important in conflict resolution. 

8.3.20 Identify the different individual styles of conflict. 

8.3.21 Identify why it is important to develop effective response skills. 

8.3.22 Identify the various types of response skills. 

8.3.23 Identify the nature and process of persuasion. 

8.3.24 Identify the circumstances in which words must be replaced by actions 

(S.A.F.E.R.) 

8.3.25 Identify the process and components of effective communication. 

8.3.26 Demonstrate the ability to effectively read and understand the cultural and 

emotional context of a situation, as well as, non-verbal cues in a given 

situation. 

8.3.27 Demonstrate the ability to effectively resolve a conflict by using deflectors, 

effective response skills and persuasion. 

LOCATIN WITHIN SCHEDULE: Week 4 

Bibliography:  #1, #27, #60 through #69, #71, #77, #91 through #94 
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This was also covered in LMPD’s 2013 Mandated in-Service Training under the Ethics portion of 

the Roll- Call curriculum. 

5 Roll Call Training 1.0 hours 

During this session, the student will: 

5.1 List the four steps of PASS to properly use a portable fire extinguisher. 

5.2 List two ways blook borne pathogens can be transmitted. 

5.3 List the four United States agencies that define and regulate hazardous 

materials. 

5.4 List three potential warning signs that could indicate an elderly person is being 

financially abused. 

5.5 Explain why ethics is an important part of a police officer’s training. 

Bibliography:  #11, #12, #13, #14, #15, #16 
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Racial Profiling Handout 
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Module B: Law Enforcement and Racial Profiling 

Stereotypical and Criminal Profiles 

Few people of any race or ethnic group are ever convicted of a crime. The difficulty for 

law enforcement is, of course, finding those few individuals who are the bad elements in society. 

Profiling is a tool that is used to help narrow the odds in the difficult identification process. By 

studying common criminal characteristics, profiling purports to be able to help identify those 

who are criminals. When  used judicially, this may be the case. Profiling for serial killers seems 

to have been a fairly successful  exercise, given the common characteristics demonstrated by 

particular types of serial killers. However, the serial killer is an atypical sort of criminal, and the 

commonality between serial killers tends to consist of environmental and behavioral factors. 

Profiling based on the marked biological factor of race is another matter. 

The guiding rationale for racial profiling is simply too broad to support. There is nothing 

inherent in race that could support a claim that one race of people is more potentially criminal 

than any other. 

Any profile based upon race, then, is logically and ethically suspect. Racial profiling is a 

simplistic justification for racial bias or, at best, a misapplication of simplistic logic to a complex 

issue. Studies have demonstrated conclusively that racial profiling occurs, and that even when it 

"works," it is a dubious method that seriously erodes the goodwill between community and law 

enforcement essential to a healthy society. 

Stereotypical images that work their way into law enforcement through the use of racial 

profiles may be reinforced by media stories that put undue stigma on innocent members of these 

groups. A team of researchers at UCLA has found that African Americans and Hispanics are 

overly represented in TV news depictions of violent crime, while Caucasians are not. Another 

social scientist has found that Asians are overly identified with Asian gangs. This general 

cultural bias, driven by the media, contributes to law enforcement’s misapplication of criminal 

profiles to racial minorities. 

Every incorrect traffic stop justified by a racially charged profile, even if cordial, is 

problematic in a free country. Over time, these unwarranted stops damage the reputation of the 

agencies involved. An article from the July 1998 issue of Police Chief reinforces the key issues 

for officers to remember in avoiding bias stops: 

•Professional traffic enforcement is a vitally important tool that saves lives and reduces crime.

•Bias has no place in law enforcement, and traffic stops must be performed in a professional and

fair manner.

•To stop and search an individual simply because of race, gender, or economic level is unlawful,

unconstitutional, and should not be tolerated in any police organization.
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KYOPS STOPS 

Form Procedures 
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KYOPS STOPS form procedure 

1. Officers create an e-citation locally on the computer.

2. The stops form is only activated if the officer selects the options “traffic stop” at the

beginning of the e-citation.   This activation also performs the following options

a. Makes the e-citation a type one citation regardless of the charges.

b. Enables the only way vehicle information can be entered on an e-citation.

c. Mandates one of the charges be traffic related

d. And for LMPD only the stops form is made available once completing the

basic c e- citation

3. The following items are requested on the vehicle STOPS reporting form(from the e-

citation user’s manual) \\svfs08\lmpdgroup$\HomePage\Crime

Analysis\MANUALS\KYOPS MANUALS

Start Time: Time is automatically completed based on the start of the citation 

End Time: Time is grayed out until you tab the “NEXT” button, then it is auto completed 

Type of Stop 
 Traffic Violation:  Auto completed based on traffic stop being selected from the

first page. You may manually update this field as necessary.

 Complaint/Criminal Violation: Select if stop was generated from complaint or

investigation of criminal activity. You may manually update this field as necessary.

 Compliance Stop: Used only by DOT certified Stops. You may manually update

this field as necessary.

Type of License 
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 In state, Out-of-State: Issued state of the driver’s license is pre-filled based

on your selections when writing the citation. You may manually update this

field as necessary.

Gender of Driver 
 Male, Female: Gender of the driver is pre-filled based on your selections when

writing the citation. You may manually update this field as necessary.

Race of Driver 
 Caucasian, African American, American Indian, Asian, Middle Eastern:

Race is pre-filled based on your selections when writing the citation. You

may manually update this field as necessary.

 Hispanic: Hispanic is pre-filled based on your selections when writing the citation.

This will over-ride your race selection and just list Hispanic on the Vehicle Stop

reporting Form. You may manually update this field as necessary.

Location 
 Interstate, Parkway, US Highway, State, county, City Roadway: Roadway Type

is pre-filled based on your selections when writing the citation. You may

manually update this field as necessary.

 Road: If one of the other location choices is not appropriate, select “road” and
provide the information desired in free form text box.

Number of Passengers by Race 
 Caucasian, African American, Hispanic, American Indian, Asian, Middle Eastern:

Numerically indicate quantity of passengers by race occupying the vehicle at the

time of stop. ( Note do not count the driver, in this equation)

Disposition 
 No Action: Should never be checked, this form is only available through E-

citation when a traffic ticket or traffic based arrest or summons is initiated.

 Arrest/Detention: Only check if Physical arrest is made based out of a traffic

stop. You may manually update this field as necessary.

 Citation issued: This is pre-filled based on your initial selection of traffic stop

from the first page. This is used for all Traffic, and “Citation Arrest” situations

based out of a traffic stop. You may manually update this field as necessary.

 Written Verbal Warning: Should never be checked, this form is only available

through E- citation when a traffic ticket or traffic based arrest is initiated.

 Summons Served: Should never be checked, this form is only available through

E-citation when a traffic ticket or traffic based arrest is initiated. Summons needs

to be a separate citation and should not be incorporated with the Traffic Stop

Selection from the Preliminary page.

 Other: If one of the other Dispositions choices is not appropriate, select “Other”

and provide the information desired in free form text box. (Example: “Arrest

Warrant” which could be added to fresh charges arising from a Traffic Stop.)
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Age of Driver 

Age: This is pre-filled based on your initial selection of traffic stop from the 

driver’s information page. You may manually update this field as necessary. 

Searched 
 Yes or No: “No” is pre-filled automatically, if you searched the vehicle select

“Yes”, and the grayed out boxes below will become available. A “Terry

Stop/Pat Down” of an occupant outside of the car does merit a “Yes”, only a

physical search of the vehicle.

 Results: Based upon the search of the vehicle only was contraband located.

 Reason for Search: establish a brief summary of reasons for the search.

(Examples: “Plain view Seizure”, “Consent”, “Probable Cause” etc.)

4. Once an e-Citation is completed it remains on the user’s computer until transmitted.

Transmission is a manual process. The user selects transmit and enters a username

and password. The files are moved from the local machine via a file transfer process.

Upon reaching the state message switch, the files are forwarded to the state

repository, AOC, DOT, and returned to LMPD and imported into ILEADS.

5. Once the files have been received on LMPD’s import server (currently

SRVHQBIZTALK) they are decrypted and moved to the ILEADS server. Once on

the ILEADS server they are held until processed (usually under 5 minutes). The

files that are processed without errors are moved to the processed folder, files that

error out are moved to the error folder.  Record will routinely review the files in the

error folder and reprocess them or enter them by hand.

6. Data imported into ILEADS from stops form not obtainable from cited driver
(reference above)

a. START and END times

b. Number and race of passengers

c. Dispositions (value 0 means citation or other chosen, 1 means arrest) and

data of the “Other” text field

d. Searched yes or no

e. Results yes or no

f. Reason for search text
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Sharepoint
STOPS Form
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Sharepoint STOP form Physical Arrest Options 

Arrest Citation Control Number Incident Number Officer's AOC Code Number Date of Stop Time of Stop Type of Stop Division Beat Gender of Driver 

Text Box Yes/No Text Box Text Box Text Box Complaint/Criminal Violation 1‐8 1‐6 Male/Female 

If yes: enter number Compliance Stop (KVE ONLY) Non LMPD Non‐LMPD 

Traffic Violation 

Race 

Caucasian 

African 

American 

Alaskia Native 

American Indian 

Indian/India/Burmese 

Middle Eastern Descent 

Asian/Pacific Islander 

Ethnicity 

Hispanic/Non Hispanic 

Age 

Under 16 

16‐19 

20‐25 

26‐30 

31‐40 

41‐50 

51‐60 

Over 60 

Passengers in Vehicle 

Yes/No 

If yes: Enter Number of Passengers 

Was Vehicle Searched 

Yes/No 

If yes: 

Reason for Search: 

Consent         

Terry Stop / pat‐down 

Incident to Arrest 

Probable Cause  

Other 

Search Positive 

Yes/No 
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Sharepoint STOP form Citation Options 

Citation Citation Control Number Incident Number Officer's AOC Code Number Date of Stop Time of Stop Type of Stop Division Beat Gender of Driver 

Text Box Yes/No Text Box Text Box Text Box Complaint/Criminal Violation 1‐8 1‐6 Male/Female 

If yes: enter number Compliance Stop (KVE ONLY) Non LMPD Non‐LMPD 

Traffic Violation 

Race 

Caucasian 

African 

American 

Alaskia Native 

American Indian 

Indian/India/Burmese 

Middle Eastern Descent 

Asian/Pacific Islander 

Ethnicity 

Hispanic/Non Hispanic 

Age 

Under 16 

16‐19 

20‐25 

26‐30 

31‐40 

41‐50 

51‐60 

Over 60 

Passengers in Vehicle 

Yes/No 

If yes: Enter Number of Passengers 

Was Vehicle Searched 

Yes/No 

If yes: 

Reason for Search: 

Consent         

Terry Stop / pat‐down 

Incident to Arrest 

Probable Cause  

Other 

Search Positive 

Yes/No 
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Sharepoint STOP Form Warning Options 

Warning Incident Number Officer's AOC Code Number Date of Stop Time of Stop Type of Stop Division Beat Gender of Driver

Yes/No Text Box Text Box Text Box Complaint/Criminal Violation 1‐8 1‐6 Male/Female

If yes: enter number Compliance Stop (KVE ONLY) Non LMPD Non‐LMPD

Traffic Violation 

Race 

Caucasian 

African 

American 

Alaskia Native 

American Indian 

Indian/India/Burmese 

Middle Eastern Descent 

Asian/Pacific Islander 

Ethnicity 

Hispanic/Non Hispanic 

Age 

Under 16 

16‐19 

20‐25 

26‐30 

31‐40 

41‐50 

51‐60 

Over 60 

Passengers in Vehicle 

Yes/No 

If yes: Enter Number of Passengers 

Was Vehicle Searched 

Yes/No 

If yes: 

Reason for Search: 

Consent  

Terry Stop / pat‐down 

Incident to Arrest 

Probable Cause  

Other 

Search Positive 

Yes/No 
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