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This Report is the fifth update to the Court and citizens of Albuquerque on the progress made 
reforming the Albuquerque Police Department (“the Department”) into a national model of 
constitutional policing.  The reform efforts undertaken by the Department from September 2016 to 
February 2017 are significant and touch upon every area of operating a police department in the 
twenty-first century.  The aim of the Department is to completely eradicate the initial criticisms which 
brought court involved reform to the City of Albuquerque.  The City and Department have exhibited a 
commitment to change by completely revamping policy, delivering training and building the 
infrastructure and protocols needed to assure that a reformed culture of accountability can be fully 
instituted, measured and continued into the future.   

 The progress to this point is in large part due to the collaborative relationship which has 
developed and will continue to grow between the United States of America, the Albuquerque Police 
Officer’s Association (“APOA”) and Dr. Ginger, the Independent Monitor.  There are always challenges 
when any organization chooses to change the way it thinks about any fundamental aspect of employee 
performance.  This challenge is particularly evident when a police institution turns a critical eye inward 
to assess how, every day, it can rise to the challenges of constitutional policing. 

 The CASA (“Court Approved Settlement Agreement”) was primarily borne out of a finding that 
APD had a system and culture of insufficient oversight, training and policy to say that force was being 
applied by officer’s in-line with constitutional standards.  While the efforts of APD have touched upon 
virtually every facet of work done by sworn personnel—one must never lose sight of the purpose of this 
reform effort—to  bring accountability to an officer’s application of force.  As such, this Agency Report 
will provide an update on the improvements to process, technology, training, data warehousing, and 
protocols to allow show exactly how APD is rising to this challenge.     

Use of Force:  Policy, Training and Reporting Improvements 
The Department, the United States of America, the APOA and the Independent Monitor spent 

countless hours assuring that the use of force policy comported with police best practices.  After the 
policy development process was complete APD developed and delivered use of force training to all 
sworn personnel.  The work was not complete after the initial training and a supplementary use of force 
class was delivered to address concerns identified by the Independent Monitoring Team (“IMT”) related 
to the categorization of “show of force” and “serious use of force”.  These improvements will be 
included in all future instruction of sworn personnel.   

Policy 

The process of constant policy reworking must be the new norm if the Department is going to 
transform into a culture of reporting, investigating and assessing progress toward the goal of 
constitutional policing.  As such, the CASA has six-month review timelines which are meant to fine tune 
policies and make improvements that can be gleaned from the realities of field police work.  The Office 
of Policy Analysis (“OPA”) is a summit of internal and external stakeholders and Departmental subject 
matter experts aimed at assuring a given policy reflects a diversity of viewpoints and experiences.  The 
six-month review of the Department’s use of force policy suite (Standard Operating Procedures 2-52 to 
2-55) was completed and it was submitted to the Independent Monitor and the Parties for consideration 
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and comment.  After this review is complete the Independent Monitor will submit a resolution draft for 
approval by the Court. 

Training 

The policy aspect of reforming the Department is the first-step that must be translated into 
effective, real-world training that becomes an organization that reports, supervises and follows up on 
use of force incidents in an effective and meaningful fashion.  During this period of time instructors from 
the Department’s Academy dialoged with the IMT about case law selections to be included in use of 
force training.  This conversation resulted in updates to case law that reflected recent circuit court case 
law holdings which were memorialized in refresher training at the Academy.  The Academy will continue 
to engage the IMT about case law updates which are appropriately included in such training updates.   

Use of Force Reporting and Investigations 

Technology plays a huge role in bringing credibility and measurability to the reporting and 
investigation of force incidents.  The written work product of supervisors investigating force incidents in 
the field are initially placed into Blue Team for review by the chain of command.  The Blue Team 
software is the Departmental method for officers and supervisors to report and centralize use of force 
evidence and investigative materials before they are placed into the data warehouse—IA Pro.  IA Pro is 
the repository for every aspect of force reporting and investigation into a force event and it contains 
lapel recordings of a particular incident, supervisor investigative reports, officer use of force report 
narratives, recordings of civilian and officer witnesses and other documents.  As the central checkpoint, 
IA Pro must be stocked with reliable data so that the Department can run statistical reports and analysis 
to determine trends, challenges and opportunities to constantly seek improvement as it relates to force 
reporting and investigations.   

 
Training on use of force reporting via Blue Team was completed in September 2016 and further 

capability layers are being added to the software.  A new show of force module has been rolled out 
through Blue Team which allows for the reporting and tracking of Electronic Control Weapon (“ECW”, 
commonly referred to as “Taser”) painting and arching along with other show of force interactions.  The 
Department has also improved upon Blue Team tracking of chain of command reviews that will allow for 
a more meaningful managerial oversight into use of force events which will allow the chain of command 
to catch and remediate investigative deficiencies, such as missing lapel videos or reports, sooner rather 
than later.  

 
The Blue Team software also allows the user to generate an Additional Concern Memo (“ACM”) 

when a deficiency is noted in supervisor investigative quality or officer tactics or performance.  The ACM 
capability of the Blue Team software will be added to the Early Intervention and Recognition System 
(“EIRS”) as another means to capture metrics to positively improve upon officer performance.  Finally, a 
process has been developed in Blue Team that, for the time being, allows staff to manually collect the 
number of times a deficient report is sent back down the chain of command to fix missing reports, lapels 
or other investigative materials.  This is an important data collection point that will be fine-tuned and 
automated for inclusion as part of an Employee Work Plan (“EWP”) evaluation.    
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In order to standardize officer input when completing use of force reports, the Department has 
created supervisor use of force job aides (see appendix I). The job aides were developed to bring 
structure to supervisor’s force investigations while assuring that critical components of a use of force 
investigation are fully documented.  This means that supervisors will have guidance when they are 
called to the scene of a force incident and can assure that important investigative aspects of their work, 
such as canvassing for witnesses, interviewing witness, capturing witness and officer lapels are not lost 
in the process.    

Electronic Control Weapons 

In addition to the job aide developments and data collection and review processes of the Blue 
Team software platform, the Department has developed an electronic line inspection form (see 
appendix II) to monitor ECW placement.  An audit procedure was implemented in September 2016 to 
review download data from ECWs. These improvements will provide the Department an ability to 
manage the risk of ECW placement and usage. The line inspection form was revised to capture the 
following elements: 

• Duty Firearm(s) and Ammo, 
• Breaching Kits,  
• ECW serial number and Cartridge(s) expiration dates, 
• Acceptable Attire, 
• On-body Camera test, serial number, and if properly equipped, 
• Vehicle information (plate, mileage, damage, unit number, and cleanliness) , 
• Availability of Civilian Complaint Forms, and 
• Corrective Action taken 

Force Review Board Improvements 

 The Force Review Board (FRB) is responsible for conducting a review of every serious use of 
force incident identified and investigated by the Critical Incident Review Team (CIRT) and also a sample 
of supervisor use of force investigations.  The investigator tasked with a serious use of force incident and 
the supervisor of an officer using force must objectively assess the policy, training, equipment and 
tactical concerns raised during a force event.  In addition, the CIRT investigator and supervisor, are 
required to determine whether the use of force by sworn personnel comported with Department policy 
and training.  After the investigation is complete the respective case file is forwarded to the FRB for a 
critical discussion.  The FRB is comprised of a diversity of members including the Director of the CPOA, 
Academy Major and a subject matter expert in the use of force. The FRB will discuss a case and make 
referrals (See appendix III for the evaluation form) to the affected division or supervisor to address the 
respective areas of concern identified in the investigation while also confirming or disavowing the 
investigator or supervisor finding on the propriety of force used by the involved officer. The FRB is the 
crucial after action learning opportunity for the Department around force incidents.   

In order to improve the functioning of FRB, a form was developed to structure the discussion 
and voting as it relates to tactics, equipment, policy, training and supervision of sworn personnel when 

Case 1:14-cv-01025-RB-SMV   Document 253   Filed 03/02/17   Page 4 of 15



4 
 

there is serious use of force (and a random sample of supervisory force investigations).  A tracking 
system is being utilized to assure that referrals made by the FRB to certain areas of the Department are 
completed.   

Crisis Intervention 
Crisis Intervention Section (CIS) 

 CIS is comprised of Crisis Intervention Unit Detectives (“CIU”), Crisis Outreach and Support Team 
members (“COAST”), Mobile Crisis Teams (“MCT”), Enhanced Crisis Intervention Team members 
(“ECIT”), crisis clinicians, a licensed psychiatrist, and data analysis. The CIS is responsible for the overall 
administration and goals of the Crisis Intervention Team (“CIT”) Program.  

Crisis Intervention Unit 

The Department has made significant effort in addressing the sworn response to individuals in 
crisis.  The Mental Health Response Advisory Committee (“MHRAC”) was created with the purpose of 
providing guidance to the City of Albuquerque and Department.  The Committee members come from 
all walks of life and are committed to improving the lives of those with mental illness and their 
interactions with Department personnel.  There are mental health providers, police personnel, members 
of the court system, advocates, family members and consumers on the MHRAC.   

 MHRAC serves a vital role in the dialogue and development of policy, training, procedures and 
methods that are most vitally needed to improve upon the way the Department addresses this critical 
population.  The Department and City have a collaborative and productive relationship with MHRAC 
which will continue to yield improvements in this very central aspect of reforming the Department.  The 
main interaction point between MHRAC and the Department is through the Behavioral Sciences Section 
which is the hub for providing training, support, policy development and solutions to sworn personnel as 
their field interactions frequently involve individuals in crisis.   

 The CIU oversees the training and operational issues around the deployment of specially trained 
officers (comprising the “Crisis Intervention Team”) who have been trained to effectively deal with 
situations involving individuals who might be mentally ill or in crisis.  In this period, the CIU analyzed and 
presented preliminary data in the form of the “APD-CIU Data Book”.  This is a comprehensive depiction 
of data around officer contacts with individuals experiencing behavioral health issues.  Most importantly 
this data reflects a decrease in the use of force on individuals in crisis.  There can be no doubt that this 
decrease is a direct result of MHRAC involvement in every facet of developing a more thoughtful 
approach to responding to this distinct aspect of the Albuquerque community.   

 The data collection efforts of the Department will continue into the future so that documents 
such as the APD-CIU Data Book can be easily created to show how efforts in policy and training yield 
positive results in the field.  The platform to capture this data moving forward is the Traffic and Criminal 
Software System (“TRACS”) which is a convenient way for field officers to input their interactions with 
subjects who may be experiencing a mental health crisis.   

Progress in the Implementation of Mobile Crisis Teams 
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The Department has reached out to external stakeholders to address the challenges raised 
when law enforcement responds to calls from those in crisis.  MCTs have been formulated with 
Bernalillo County officials, the New Mexico State Police, the City’s Family and Community Services, 
Valencia County and the University of New Mexico.  A MCT will include a clinician and a field officer 
responding to primary 911 calls involving individuals living with mental illness.  The MCTs are part of a 
responsive continuum to these calls which will include CIT trained officers, CIU detectives and CIU 
clinicians.  (See appendix IV for complete details).     

CIT Field Training 

CIT is a basic forty hour (40) class on mental health and de-escalation that all officers in the 
Department are required to take after on-the-job training.  The Department continues to build upon 
training in the appropriate responses to individuals in crisis. This training is provided to all field officers 
as part of Academy training.  In August 2016, the CIU delivered this training to officers with an improved 
curriculum that met state mandated requirements while also including revisions to Departmental policy.  
The revisions of the curriculum addressed changes to the following policies: Response to Behavioral 
Health Issues, (SOP 2-19), Hostage, Suicidal/Barricaded Subject (SOP 2-20), and Tactical Threat 
Assessment.  

All class attendees in the Crisis Intervention Training for Field Officers (CIT-FO) are evaluated via 
written test and scenarios. During the scenarios, skilled crisis de-escalators are identified for future 
consideration for crisis certified responder positions. All scenario events are also followed by a facilitator 
debriefing which allows for further discussion about class participants. 

CIU has also gone through reality-based trainings that are more reflective of real scenarios, the 
CIU worked with a reality-based training company, to develop scenarios from real life encounters 
between the Department and people living with mental illness.  These classes were held in October 
2016. 

The critical incident management training provided to cadets involves strategies to handle 
critical incidents that have the potential to become high risk. This training covers critical tasks such as 
establishing a perimeter, securing the proper communications, and attaining necessary resources.  The 
training being implemented within specific units can assist the Academy staff in developing future 
training to enhance the outcomes for scene management during critical incidents and to reiterate the 
policies and procedures for tactical units. The value of information sharing between tactical units and 
the Academy will ensure continuous improvement on training needs assessments based on after action 
reports that provide outcomes and trends. 

Enhanced CIT Field Training (ECIT) 

 Enhanced CIT (“ECIT”) is a new designation for officers that have successfully completed 
Enhanced Crisis Intervention Team training. The curriculum consists of eight hours of additional training. 
The department continues to make progress on the CASA goal of 40% of all field officers be ECIT 
certified.  
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An additional curriculum for Enhanced CIT-FO has been developed with help from MHRAC. Since 
all officers have completed the basic forty (40) hour CIT training, a way to identify officers that had the 
interest and capabilities to become specialized Enhanced CIT (ECIT) officers was developed. The ECIT 
team will consist of both volunteers and recruits.  The ECIT training schedule is set for 2017 and one 
class will be delivered each month.  The Department presently has seventy-three (73) officers that have 
been ECIT trained. 

Crisis Prevention  

CIU and COAST continue to work with service providers in outreach programs to offer services 
to the chronically homeless. Clinicians are working under the clinical supervision of Dr. Nils Rosenbaum 
and have been a great addition to CIU and COAST. CIU and COAST have also restructured into two teams 
comprised of a detective, a clinician, and COAST member. The teams have streamlined case intake 
process to promote efficiency in the delivery of services to the population of consumers. 

COAST also conducts outreach assistance to the homeless providing food, clothing, and facility 
assistance throughout Albuquerque.  There is also an established relationship between COAST and a 
variety of civic groups and social service organizations which has led to intervention and assessment 
service referrals.  Finally, the CIU has met with the Mayor’s office, the Albuquerque Fire Department, 
and service providers to come up with new initiatives and strategies to compassionately address the 
challenges of chronic homelessness and panhandling.     

Policies and Training 
Policy Development, Review and Implementation 

  OPA provides a Department/community based approach to policy writing which assures that 
the structure of police work reflects the concerns of those being policed. With this goal in mind OPA 
accepts input from outside groups, such as MHRAC, American Civil Liberties Union (ACLU), New Mexico 
Criminal Defense Lawyers Association (NMCDLA), and the University of New Mexico.  The Department is 
now in the process of performing six-month reviews on all CASA related policies.  OPA has completed 
the six-month review of twenty four policies, many of which are directly related to the CASA (See 
appendix V for complete list).   

Field Training Officer Program 

An Academy graduate will go through sixteen weeks of training and then train with three 
different Field Training Officers (“FTO”) across three different area commands during a variety of shifts.  
FTOs receive forty hours of training in (1) management and supervision, (2) constitutional and 
community-oriented policing, (3) de-escalation techniques and (4) effective problem-solving techniques.  
In order to assess the effectiveness of FTO instruction to Academy graduates a Field Training and 
Evaluation Program (“FTEP”) has been developed with protocols to document how APD core values 
(Integrity, Respect, Fairness, and Pride) are being reinforced.  The FTEP has been certified by the State of 
New Mexico and an FTEP coordinator oversees the implementation of shift phase analyses to ensure 
that recruits are being appropriately trained in the field. 
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The FTEP Coordinator has also developed protocols to address issues of concern that may arise 
in assessing the quality of the FTO Program.  The Department will continue to use feedback from online 
surveys and face-to-face interactions to improve the FTO Program. 

Misconduct Complaint Intake / Investigation 
Public information on civilian complaints 

The Department has in place a procedure for civilians to formally file a complaint arising out of a 
police contact that will investigated by Internal Affairs (“IA”) and the Civilian Police Oversight Agency 
(“CPOA”).  These complaints are tracked by IA and CPOA to adjudication.  To facilitate the processing 
and tracking of civilian complaints the city hired a Community Engagement Specialist (“CES”).  The CES 
has set up point of contacts for all fifty-five public locations where the CPOA posts information and 
provides complaint forms.  This effort will ensure that all public facilities have forms and current 
information available to explain the civilian complaint process.  Finally, the civilian complaint forms can 
be printed from an officer’s cruiser for a complainant to file with the Department and the forms are also 
available for submission online at https://www.cabq.gov/cpoa.     

Staffing, Management, and Supervision 
Employee Work Plan Development (EWP) 

An EWP is the tool used by all Department supervisors to evaluate all personnel except recruit 
officers.  The EWP is not intended to be a form of discipline but rather a means for supervisor’s to 
effectively communicate expectations, perceptions and concerns about employee performance.  The 
EWP performance evaluation process for all relevant employees has been completely revamped to now 
include an online system which provides access to IA commendation and disciplinary data, community 
outreach, quality of supervisory investigations and use of force reviews.  The new system requires 
continual updates and collaboration with an involved employee with checkpoints at four month 
intervals rather than the annual review previously conducted.   The checkpoint is where the supervisor 
and employee have an in-depth discussion about progress, issues and impediments.   

Early Intervention and Recognition System (EIRS) 

The EIRS policy is to encourage positive employee behavior with an emphasis on capturing data 
around performance indicators to track patterns in negative and commendable indicators for them to 
be addressed in a proactive, non-disciplinary manner.  EIRS data is provided to supervisors in a user-
friendly graphical depiction of employee performance across critical performance indicators.   

EIRS trend data involves various categories of officer performance such as awards and 
commendations, uses of force, and vehicle pursuits.  The supervisor, presented with the graphical 
depiction of an officer’s performance, can address behavior proactively and positively before greater 
problems arise.  The EIRS is not meant to be punitive for the officer, but rather a method for supervisors 
to catch problems early so that mentoring, coaching, training and reinforcement of positive officer 
actions becomes the cultural norm.   

Staffing Requirements  

Case 1:14-cv-01025-RB-SMV   Document 253   Filed 03/02/17   Page 8 of 15

https://www.cabq.gov/cpoa


8 
 

The Department has a bid process for sworn personnel up to the rank of Lieutenant which 
allows employees to move from one area command to another while also changing schedules.  The bid 
process is a need based allocation of personnel to meet the demands of calls for service which vary from 
one command area to another.  The bid process approach was developed as a result of “The 
Comprehensive Staffing Assessment and Resource Study”, completed by Dr. Weiss on December 11, 
2015 and a staffing plan completed by the Department in June 2016.  As a result of “The Comprehensive 
Staffing Assessment and Resource Study” the Department began twelve hour shifts with the bid in 
September 2016 along with an eight to one supervisor to officer ratio.  The Department will contract 
with Dr. Weiss in the next reporting period to reevaluate staffing and shift allocation.  

Duties of Supervisors  

The Department has developed a monthly productivity report for the entire supervisory chain to 
improve accountability by comparing and reviewing data.  Monthly reports will include a summary of 
activity including sick leave usage, accidents, overtime, and other data that will provide supervisors with 
a snapshot of productivity across area commands. The new system will also allow supervisors to identify 
trends or warning signs earlier in the process, to catch issues so that they can be addressed swiftly to 
curb inefficiencies in productivity. Finally, the Department has started to track the time spent by 
supervisors on investigating force incidents. The Department implemented a unique 10-code to track 
when a supervisor logs on and off a given use of force investigation.  This will provide the raw data to 
determine how much time supervisors spend in investigating use of force events.     

Supervisor Training 

Biannual Manager’s Training was held on December 15, 2016 with a focus on providing an 
overview of the Six-sigma process improvement approach.  Six-sigma is a set of techniques and tools to 
improve the processes involved when organization’s tackle issues of inefficiency and problem solving. 
Six-sigma was first introduced to the business community in 1986 by an engineer working at Motorola.  
The aim of Six-sigma is to improve the quality of the output of a process by identifying and removing the 
causes of defects and minimizing variability in manufacturing and business processes. It uses a set of 
quality management methods (mainly empirical and statistical methods), and creates a special 
infrastructure of people within the organization who are experts in these methods.  

Each Six-sigma project carried out by an organization follows a defined sequence of steps and 
has specific value targets, for example: reduce process cycle time, reduce costs, and increase customer 
satisfaction. The Department felt that introducing these concepts, even as a one-day training session, 
would be beneficial to all sworn and civilian personnel. The training session included a half-day training 
session with a local Six-sigma expert, presentations from several APD employees about the projects that 
they had already implemented, and a brief description on the new Six-sigma advanced program.  

Based on the initial Six-sigma training overview, the Department has partnered with the City’s 
Public Service University and the Economic Development Department to create a new advanced 
program for APD supervisors. The new program, named Core 6, provides full-day training sessions once 
a month for APD employees who have committed to the year-long program. Core 6 will provide the 

Case 1:14-cv-01025-RB-SMV   Document 253   Filed 03/02/17   Page 9 of 15



9 
 

tools and methods for APD supervisors to identify core inefficiencies in Department processes that will 
potentially save the City money and help the department implement some of the necessary 
requirements of the CASA. The current program has nearly 30 volunteers from a wide cross-section of 
the Department, including a major, executive director, lieutenants, sergeants, officers, civilian 
supervisors and the members of the Quality Assurance and Audit Team.  

After the first two meetings of the Core 6, the team has identified process improvements and 
inefficiencies within the Department and will be collaborating with mentors from the community’s 
businesses that are well-versed in process improvement and Six-sigma to help determine, guide, and 
implement proposed solutions. The projects that are developed will first be vetted by Departmental 
executive staff. To encourage involvement and accountability, Core 6 will report on project progress 
every month. It is expected that the projects selected will be completed by the end of 2017 at the latest 
in order for them to have the maximum effect on the department’s efforts to improve CASA compliance. 
It is expected that another set of interested Department employees will form and select projects for 
2018. The Core 6 program has multiple benefits:  it trains APD employees to think critically about their 
processes, it makes a positive impact on the projects that are selected and implemented, and it further 
solidifies the bond between the Department and the community by sharing ideas and providing a way 
for the community to assist the Department with improving their processes. 

The Department is also in negotiations with Molina Healthcare to help develop a Project 
Management Office (PMO), a first for the City of Albuquerque. A PMO is a group or department that 
defines and maintains standards or project management within the organization. The PMO is the source 
of documentation, guidance and metrics on the practice of project management and execution.  The 
new PMO will assist APD by developing a method to distribute knowledge gained by the Core 6 teams. 
The PMO will also develop and implement a knowledge base/repository of previous lean six sigma 
projects for historical reference; and track the progress of six sigma projects from initiation to 
completion. The PMO will help set up successful metrics to determine a project’s success, assess the 
organizational impact of six sigma projects over the longer term, and provide process analysis resources. 
The relationship with Molina Healthcare and the resultant PMO will help further cement the 
department’s commitment to training staff in the latest methods of efficiency and project management, 
bonding with the community by collaborating to solve problems together, and leverage the resources 
that are available to help it succeed.     

On-Body Recording Systems – Video Review and Oversight  

A video review internet portal has been developed and is now active. The new site allows 
officers to review on body camera videos via the internet and their own terminal. The new site will help 
supervisors meet and track the requirement of reviewing at least two OBC videos per squad, per month. 
A companion training video has been developed and was distributed to all officers to aid in video portal 
usage. 

The Department developed formal audit protocols for sergeants. Sergeants are to review two 
videos a month per squad. Protocols prompt the reviewer to assess an officer’s actions including if 
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policy, training, and proper use of video recording have been followed.  Analysis of the data being 
collected will be used in any future training and/or policy development.  

 

Recruitment, Selection, and Promotions 
Promotions 

Revisions to the City’s Human Resources Department Rules and Regulations for Police 
Department Promotional Procedures were approved effective July 19, 2016. The revisions are designed 
to ensure that promotions are based on the knowledge, skills, and abilities required to perform 
supervisory duties and with an emphasis on effective, constitutional, and community-oriented policing 
as part of the promotional criteria. The parties continue to work together to resolve some concerns 
raised by the police union about the new policy and expect a revised version to be released and 
implemented soon. 

Officer Assistance and Support 
The Department established a peer support program and peer support network for both sworn and 
civilian personnel to complement the existing BSD services that have been available to all APD staff. The 
Department recognizes that sworn and civilian personnel may be exposed to emotionally disruptive 
personal and professional experiences during the course of the performance of their duties. The 
purpose of the peer support program is to provide a network of familiar employees for staff to share 
feelings and concerns in a less formal way. The peer support coordinator can also arrange for the 
connection of appropriate services for the employee, including referrals to BSD and the identification of 
other services.  

Policy Improvements 

SOP 1-11 Behavioral Sciences Division and SOP 1-10 Peer Support was approved by the monitor 
in the previous monitoring period. Training on the SOP 1-11 and 1-10 were conducted in this monitoring 
period. The training consisted of two videos that provided an overview of both the BSD and Peer 
Support Programs. The purpose of the training was to ensure that all staff had a thorough understanding 
of the services that each program provides and how to utilize them when needed. 

Staffing Additions 

In order to enhance the scope and breadth of services provided, the Behavioral Sciences Division 
(BSD) hired a mid-level clinician who is a former police officer and will provide additional hours for direct 
referrals and therapy. 

The Department also hired a Peer Support Coordinator.  The Coordinator is tasked with developing, 
promoting, and enhancing the new program. 

  

Training 
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BSD will continue to focus on supervisor training with an instruction block for the updated 
policy, how to contact BSD, confidential voluntary treatment, and work on pre-employments. The BSD 
will remain focused on minimizing stigma associated with requesting services by encouraging direct 
referrals and maintaining a provider presence within the Department. As it relates to staffing, plans are 
being developed to expand the methods of outreach, such as participating in ride-alongs. The medical 
director worked with the Department’s video production team to produce a video that described the 
ways an officer can contact BSD.  

Training for the cadets at the Academy is ongoing. Classes are being further refined and new 
classes are being developed by BSD providers working alongside the Crisis Intervention Unit (CIU). 
Classes include training from BSD staff on the basic structure and purpose of BSD and how to contact 
them. The training will be based on the New Mexico Department of Public Safety (NMDPS) curricula and 
will be NMDPS certified. There will also be instruction blocks focused on mental health stressors related 
to law enforcement and will discuss how mental health services can be accessed by officers and their 
families. 

Services 

BSD continues to deliver professional and confidential treatment that is consistent with best 
practices, using evidenced based treatments. Confidentiality forms are given to and signed by patients 
so that they understand the assurances and limitations of confidentiality. All BSD staff are qualified and 
independently licensed mental health professionals. They have received ethics training on 
confidentiality and understand the legal necessity of confidentiality. 

The Department hosted a “National Night Out” on August 2nd 2016 as an opportunity for APD 
officers to interact with our community. It was APD’s 33rd National Night Out with hundreds of people 
and officers from across the area commands of all ranks participated.  Over 130 Neighborhood 
Associations and Neighborhood Watch Block organizations hosted events across the city. 

Outreach 

BSD updated their flyer and provider list and distributed them to all area commands. The 
updated flyer and provider list have been submitted to the monitor for review and approval. BSD is 
developing a clear system to continually keep these lists easily accessible and up to date. 

Community Engagement and Oversight 
 The Department is committed to ongoing and proactive communication with our 
neighborhoods, businesses and community based organizations to strengthen our public safety 
practices and programs to ensure the Department is working toward responding to and reducing the 
fear of crime through education, prevention, and enforcement. APD has made great strides in data 
collection and analysis, assisting with the development of the Community Policing Councils (CPCs), 
developing innovative training for both officer and community members, and seeking out community 
input and opinion in order to improve interactions with the public. 

  Data Collection and Analysis 

Case 1:14-cv-01025-RB-SMV   Document 253   Filed 03/02/17   Page 12 of 15



12 
 

The Department has expended considerable personnel effort to develop mechanisms to collect 
and analyze data produced as the byproduct of reform so that trends are identified to improve 
processes.  This data collection, review and analysis has come in areas such as use of force 
investigations, specialized unit operations, crisis intervention, recruitment, training, officer support and 
assistance, and civilian complaints.  All of this data has been warehoused and will function as a “single 
point of truth” for the majority of the data analyzed through the reform effort.  The technology team 
within the Department has created linkages between databases by utilizing a variety of software 
programs so that collection efforts are efficient and streamlined.  In this period the data has been used 
by Department analysts to increase supervisor awareness of officer productivity points such as sick days 
used, vacation used, overtime, number of arrests and type, citations issued, number of calls responded, 
use of force events, among others.  

APD is in the process of developing a user-friendly system to track an officer’s engagement with 
the community and to build trust through outreach. The community outreach efforts will be compiled 
for performance evaluations, along with documentation of such engagement in the officer’s monthly 
report by their supervisor. More detailed recommendations and responses are tracked and analyzed, 
which will be retained to improve officer awareness and to resolve issues. 

Community Policing Council (CPC) Development and Support 

In a prior reporting period, the Department hired a Community Policing Council Coordinator to 
increase awareness, facilitate growth, and provide assistance and resources to the Community Policing 
Councils (CPCs) and the community. In this reporting period, in order to increase awareness and 
participation in the CPCs, the Coordinator has attended Parent-Teacher Associations (PTA) and booster 
meetings to expand the demographics of the CPCs, as well as meeting with local businesses and other 
organizations to increase the diversity of the CPCs  The CPC Coordinator will continue to develop media 
releases to inform the public of ongoing activity, changes, and trends within the Department and will 
also  continue efforts through social media, including Facebook, Next Door, and Twitter. 

A web-based form to submit interest about serving on a CPC was developed during this period. 
As part of the interest submission the form requires the attachment of a resume and personal 
information about the applicant.  A survey was also distributed to CPC attendees and voting members in 
order to gauge CPC membership background, collect demographic data, and assess satisfaction with the 
process. A copy of the survey can be found in appendix VI. APD received fifty-four (54) responses to the 
survey. A more detailed analysis of the data will be released soon, but an overview is summarized here. 
As part of the survey, the respondents were asked their opinion of APD:  forty percent described their 
opinion as “positive”, twenty-five (25%) percent were “mostly positive”, fifteen percent (15%) had an 
“improving” opinion of the Department improving, thirteen percent (13%) were “undecided”, and only 
four percent (4%) rated their view of the Department as negative 

In addition, eighty four percent (85%) of the classified themselves as CPC attendees, fifteen 
percent (15%) percent were voting members, thirty-one percent (31%) of the respondents had attended 
CPC meetings for more than six months, twenty seven percent (27%) had attended for more than two 
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years, eighteen percent (18%) had attended from six months to one year and sixteen (16%) classified 
themselves as having attended meetings for one year.   

The CPCs are finalizing their own set of guidelines and internal processes to standardize how the 
CPCs will function, formalize, and submit recommendations to the Chief.  Each council has been newly 
reformed and has been asked to meet and vote on guidelines that have been developed by each CPC. 
The City and the Department have not removed or reduced support for the CPCs and are committed to 
the CPC’s success.  

CPCs have been meeting on a monthly basis since November 2014, well beyond the 
requirement of twice a year as specified in the CASA and the Department continues to engage with the 
public through social media with an emphasis of capturing the growth metrics. The Department has also 
made efforts to increase participation in councils and membership size by establishing brochure 
distribution at every substation and public library and adding an insert to the November water bill 
statements.  Finally, CPC meetings and their links are posted on APD’s Facebook and Nextdoor.com 
webpages. 

Training 

The monitoring team made specific recommendations for changes to Community Oriented 
Policing (COP)/Problem Oriented Policing (POP) training curriculum, including the replacement of 
outdated material for newer examples, additional material on cultural awareness and cultural 
sensitivity, and crime prevention through community engagement guidelines. Recommended materials 
have been added to the 40-hour supervisory training and will be used in future training sessions. The 
Department developed a multi-cultural presentation and a panel discussion was held in October 2016 
and delivered to all officers in early 2017. 

Problem-oriented policing (POP) is a policing strategy that involves the identification and 
analysis of specific crime and disorder problems to develop effective response strategies. This approach 
requires police to be proactive in identifying underlying problems which can be targeted to reduce crime 
and disorder at their roots. This strategy places more emphasis on research and analysis as well as crime 
prevention and the engagement of public and private organizations in the reduction of community 
problems. The Department continues to attend Problem Oriented Policing (POP) meetings and develop 
packets for each area command that includes a map of each beat/area command, contact information 
for neighborhood associations, and emergency contacts.  

Community Meetings and Public Information  

To encourage dialogue with the community the Department has updated its Facebook page to 
allow for feedback to be dynamic, responsive and real-time. The Department is also in the process of 
developing a software application for mobile devices that will function as a community interface hub 
with information on CPC meetings, news, recruitment efforts of community board members, an events 
calendar and the ability to file a report or ask a question.  
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The Department held public meetings at all CPCs in August 2016. To promote the public 
meetings, the Communications Director released a media advisory that went to all local television 
stations and radio stations that included all the information regarding the meetings. The meeting 
information has also been published on the Department’s website and has also been widely publicized 
to the CPCs. 

City of Albuquerque Community Perception Study 

The City of Albuquerque commissions a community perception study annually to assess 
resident’s perception of the overall quality of life in Albuquerque. The study is conducted by an 
independent professional polling firm with a long history of providing reliable polling services.   

For this year’s study, the City added five questions concerning reforms arising out of the CASA. 
The survey’s total sample size, which is statistically significant, was four hundred and two Albuquerque 
residents.  The polling took place via telephone between December 27, 2016 and January 5, 2017. The 
margin of error for the survey is 4.9% with a ninety-five percent (95%) confidence level. The five slides 
depicting the results are included in Appendix VII, along with additional information about the survey. 
The first question asked about the overall rating of APD’s outreach in the last two years. Forty-eight 
percent (48%) rated the outreach efforts very good to excellent (4 and 5 on the scale); twenty-seven 
percent (27%) rated the Department’s efforts as “fair”.  

The second slide depicts the Departments improvement in community outreach efforts over the 
last two years;   thirty-three percent (33%) rated the efforts as improved; forty-nine percent (49%) 
stated that it stayed the same; nine percent (9%) percent declined to answer; and nine percent (9%) 
percent didn’t know or wouldn’t say. The third slide gauges resident’s level of respect for the 
Albuquerque Police.  65 percent have a “great deal” of respect; twenty eight percent (28%) have some; 
and six percent (6%) have hardly any. The fourth slide determined the respondent’s awareness of the 
CASA. Two-thirds (66%) replied that they were aware of the CASA. Almost a third (32%) had no 
awareness of the CASA. Of those that were aware of the CASA (265 respondents), forty-seven percent 
(47%) said that the Department was doing a “very good” to “excellent” job in implementing the reforms 
required by the CASA. Another twenty five percent (25%) said the Department was doing a “fair” job. 
Only 11 percent of the respondents that were aware of the CASA described the department’s efforts as 
“poor”, and 5 percent describing the efforts as “very poor”.  

Conclusion 

 The City and Department remain committed to devoting every resource, staff member and idea 
to the reform called for by the CASA.  In the coming months, the emphasis will shift to assessing how 
policy and training improvements have led to improved officer performance in the field so that the hope 
of constitutional policing becomes a reality.  
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Use of Force Job Aids for Officers and Supervisors 
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Electronic Line Inspection Form 
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Force Review Board Evaluation Forms 
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Appendix IV 
 

Mobile Crisis Team Planning 
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Appendix V 

Policies Reviewed by the Office of Policy Analysis 
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1.  2‐29 Emergency Response Team 

2.  2‐5 Use of Police Vehicles 

3.  2‐2 Department Property 

4.  3‐21 Scheduled and Unscheduled Leave 

5.  3‐19 Restricted Duty Temporary Assignments  

6.  5‐1 Special Investigations Division 

7.  1‐1 Personnel Code of Conduct 

8.  3‐41 Complaints Involving Department Policy or Personnel 

9.  3‐51 Department Orders 

10.  3‐46 Discipline  

11.  2‐20 Hostage, Suicidal, and Barricaded Subjects  

12.  6‐2 Recruiting Unit 

13.  3‐32 Employee Work Plan 

14.  2‐56 Force Review Board 

15.  2‐3 Firearms and Ammunition Authorization  

16.  3‐10 Chief’s Authority and Responsibilities  

17.  4‐25 Domestic Violence  

18.  1‐14 Behavioral Science Division  

19.  1‐39 On‐Body Recording Devices 

20.  3‐11 Command Staff Responsibilities 

21.  3‐49 Early Intervention System  

22.  1‐2 Officer’s Duties and Conduct  

23.  2‐06 Uniforms 

24.  2‐54 Use of Force Reporting and Supervisory Force Investigation Requirements  

25.  2‐55 Use of Force Index 

Case 1:14-cv-01025-RB-SMV   Document 253-1   Filed 03/02/17   Page 37 of 49



Appendix VI 

Community Policing Council Survey 
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Appendix VII 

Community Perception Study Results 
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