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MULTI-FOCUSED COMMUNITY POLICE ASSESSMENT 
Fort Lauderdale Police Department – May 2015 | Bobcat Training and Consulting, Inc.

BOBCAT 
RECOMMENDATION

BOBCAT RECOMMENDATION 
DESCRIPTION STATUS POLICE DEPARTMENT ACTION

COMMUNITY POLICING
1 The Fort Lauderdale 

Police Department (FLPD) 
Command Staff should 
hold a retreat to outline 
“Community Policing” in  
Fort Lauderdale.

Focus on a three-year plan to inform agency members 
and the public of the direction of the organization and 
where it sees itself in the future.

Partially 
Implemented

FLPD held a command retreat shortly after receiving the Bobcat report to 
predominantly address communication with inside command staff. 
Community policing was addressed in the department by:
• Implementing Fair and Impartial Policing implicit bias training.
• Conducting Fair and Impartial Joint Police Department (PD) and Community

Training sessions
• Creating a Community Engagement Team (CET).
• Initiating Procedural Justice training for ranks of lieutenant and above.
• Providing CET members with more than 3,500 hours of hands-on staff hours

relating to community engagement across all three policing districts in 2019.

2 FLPD should formalize a call 
for service reduction plan.

Devise a more efficient method to handle the massive 
non-emergency call for service workload. 

Implemented • FLPD created a desk sergeant position and a Station Report Office (SRO). 
• The desk sergeant position is responsible for managing calls and hold times.

Officers no longer have to be dispatched from the road to answer a call in the
lobby.

• The SRO handles calls from all districts on a first-come, first-served basis.
• FLPD formalized a “code out” policy for calls. This system allows officers to

advise the dispatcher to enter notes into the call narrative and then code out
the call as “B-Bravo,” which does not require a written report.

• FLPD formalized a policy allowing sergeants to cancel calls for service. The
sergeant now has the latitude to monitor and cancel calls for service, which
frees up officers for more pressing issues. This means the sergeant or
designee is directed to call reportees back and advise them of the proper
course of action for their requests.

• FLPD refers animal calls to Broward County Animal Care and Adoption.

3 FLPD should post its 
non-classified policies on 
its website.  

All of the tenets of community policing and procedural 
justice speak to community engagement and 
transparency. One of the first steps is to advise the 
populace of the rules and regulations which govern their 
police officers. The publication of general orders on the 
website also allows citizens to more effectively interact 
with the department by understanding how it is organized 
and how it works.

Implemented FLPD policies are posted on the web at www.flpd.org/about-flpd/policies. 
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4 The department should 
explore the development of 
a geographic-neighborhood 
centered plan within each 
patrol district.

Despite the daunting work involved, we see significant 
results in departments that have assigned police 
managers, typically lieutenants, to smaller geographic 
areas based on contiguous neighborhoods. The largest 
benefits are those associated with making a police 
manager a community leader.

Implemented Lieutenants are incorporated into operations. There is a lieutenant assigned to 
every shift and district.

5 The police command staff 
must play a larger role in the 
development of community 
organization and leadership.

While not generally perceived as a police responsibility, 
the law enforcement organization that is looking for ways 
to engage all of its citizens will explore ways in which to 
encourage representation from those neighborhoods that 
could benefit most. The experiences, efforts and support 
necessary to establish good community leadership and 
organization should be shared with those struggling to 
achieve it.

Implemented FLPD implemented several community initiatives including:
• Seniors and Law Enforcement Together
• Latin Community Outreach
• Front Porch Briefings
• God Squad
• Adopt a third-grade class
• Teach teen driver police interaction
• Coffee with a Cop
• Backpack giveaways
• Torch Run for Special Olympics

6 A policing strategy is 
needed to engage the 
business community.

Develop a specialized strategy for engaging the business 
community in neighborhoods where they exist. 

Coordinate alongside overall crime prevention and 
crime reduction efforts in respective communities and 
neighborhoods.

Must be an organization commitment to not only 
respond to crime, but prevent it through strong police-
community and business interactions and relationships

Implemented • FLPD officers attend Downtown Development Authority (DDA), Property 
Owners of Las Olas (POLO), Central Beach Alliance and Fort Lauderdale 
Chamber of Commerce Beach Council meetings, and other business and 
association meetings, where applicable.

• FLPD uses alternative methods of patrolling on Sistrunk Boulevard, 13th
Street, downtown and on the beach, which involve golf carts, walking teams,
mounted patrols and electric standup vehicles (i.e., T3s) that offer more
engagement opportunities and visibility.

• The Community Engagement Team has engaged with non-educational
businesses throughout all three districts via a variety of programs such as
Coffee with a Cop and the Law Enforcement Torch Run for Special Olympics.
Through these events, the public can engage with the police department in a
non-stressful environment outside of a police call for service encounter.

• To prevent sexual assaults stemming from alcohol consumption, the Fort
Lauderdale Police Department initiated Bar Watch to reduce the risk of
sexual assaults. The Crime Prevention Unit is responsible for program
training and upkeep, and ensures materials are provided to businesses.

• The Crime Prevention Unit consults with and produces reports for businesses
throughout all districts each year and conducts more than
40 Crime Prevention through Environmental Design (CPTED) surveys for
area businesses.
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7 The department senior 
leadership has an irregular 
presence with lower-level 
officers to aid in assisting 
them to understand the 
changes that are occurring.

Have a sustained presence throughout the 
organization. 

Hold employee focus groups, lunch with officers, ride 
with officers, engage the union with future vision, and 
become a symbol of what can be in the future and why.

Implemented • FLPD implemented labor relations meetings that are attended monthly by the
police chief.

• The police chief speaks at all 40 hour block trainings.
• The police chief has an open-door policy.
• The Community and Traffic Services Division (CTSD) command staff holds

regular meetings between command, sworn and civilian employees and has
one member of the union executive board as a Community Engagement
Team officer.

8 In-service training should 
include presentations  
by command staff and  
city attorneys and 
discussions regarding 
community engagement.

Strategic and tactical development, transparency 
and the sharing of responsibility between police and 
community for effective crime reduction throughout the 
city is essential. So are internal police communication 
and management practices that show respect for 
employees and values the work they do. 

Implemented FLPD managers meet with the officers during each 40 hour, in-service 
training block session and provide an overview of  the department's current 
efforts  and vision. 

COMPLAINT MANAGEMENT
1 There should be a review 

and revision of Internal 
Affairs (IA) procedures  
and handling of  
Category 2 complaints.

Supervisors are not documenting complaints received 
from the public.

Implemented All Category 2 complaints get routed through and reviewed by Internal Affairs. 
Any discipline is written and issued through the Internal Affairs office.

2 All complaints should 
be documented as a  
part of the Early 
Intervention Program.  

Not provided Not 
Implemented

FLPD is currently exploring IAPro's BlueTeam Nextgen software to track 
complaints and create an early warning system database. The program will 
have a budget impact of approximately $11,900, which includes installation  
and training. 
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3 Complaint forms should 
be readily available to the 
public in the lobby and in 
several other public places.  

All policy statements pertaining to the complaint 
process should be organized in one comprehensive 
general order.

Implemented • Police Employee Recognition/Complaint Forms are readily available in the
Police Department lobby, sub-stations, (pre-COVID-19 closures) and at the
Office of Internal Affairs.

• All officers are required to have complaint forms readily available.
• The forms are available on FLPD's website (https://www.flpd.org/about-flpd/

police-forms/flpd-employee-complaint-forms).
• Comprehensive details of the complaint process, with answers to frequently

asked questions are available on FLPD's website (https://www.flpd.org/
about-flpd/office-of-the-chief/internal-affairs), as is Policy 117.3:  Internal
Affairs – Responsibility/Complaint Processing (https://www.flpd.org/about-
flpd/policies/1-administration-policies).

4 Establish a 24/7 
anonymous confidential 
complaint hotline.  

Not provided Implemented FLPD established the Employee Recognition-Complaint Hotline, 
954-828-6956, and it is conspicuously posted on the homepage of the
department's website (https://www.flpd.org).

5 Citizens approaching the 
agency to file a citizen 
complaint against a police 
employee should not be 
particularly “counseled’ 
regarding the perjury 
consequences of filing a 
false report by agency 
supervisors. 

The Department of Justice in its reviews of agencies 
pursuant to 42 U.S.C. § 14141 has determined that 
any practice that has a deterrent effect on would-be-
complainants who fear retaliation should be eliminated.  
“Counseling” a citizen complainant or issuing an 
admonishment or caution regarding a false complaint 
against an employee can have a chilling effect on the 
complaint process.

Implemented Any language included on the complainant statement preamble has been 
removed. 

6 Consideration should 
be given to granting 
shift lieutenants the 
responsibility of conducting 
all investigations of 
line personnel of lesser 
offenses that do not 
rise to the level of a 
required Internal Affairs 
Investigation.  

Each patrol lieutenant should be specifically trained 
in all aspects of the union contract relating to internal 
affairs and the Florida Police Officers' Bill of Rights.

Implemented Internal Affairs, in conjunction with the Patrol Division, implemented a one-
week Temporary Duty Internal Affairs indoctrination process to familiarize line 
supervisors with the Officer of Internal Affairs procedures. Currently, lieutenants 
complete command investigations.
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RECRUITMENT OF CANDIDATES
1 FLPD should require that 

every police manager  
also do recruiting as part 
of their job.  

Once a profile is developed of the knowledge, skills, 
abilities, education, training, experience, behavior 
and traits that make a person effective as an FLPD 
officer, managers should be intentional about targeting 
suitable applicants, particularly minorities. Recruitment 
is ongoing, year-round, and targeted selection is the 
second most effective recruitment method. Determine 
the dimensions of job effectiveness and then conduct 
an intentional search for that person.

Implemented All FLPD managers promote and recruit for the department as part of their daily 
duties on an informal basis.  

2 The department should 
explore the use of an entry 
level assessment center 
for each police officer 
candidate.  

Not provided Implemented 
and failed

This recommendation was implemented utilizing the services of Morris and 
McDaniel (M&M), the consultant recommended by Bobcat Training and 
Consulting. 

As part of the process implemented by M&M, citizen participants were provided 
scripted questions for the candidates but were unable to ask follow-up 
questions if responses were incomplete or unclear. This was a video-taped 
assessment with one-way communication that did not allow for the information 
exchange needed to assess applicants or allow them to demonstrate 
knowledge, skills, abilities, etc.

The recommendation failed as FLPD found that the one-way communication 
was not beneficial for the department, the candidates, the citizen participants or 
the overall recruitment/hiring process.

The department does conduct an oral board interview to assess applicants by 
providing real-life scenarios. Applicants do have an opportunity to respond to 
the scenarios. The oral board interview is interactive, so the panel may ask 
applicants follow-up questions based on their responses, allowing them to 
further clarify their thought processes and demonstrate their knowledge. 
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3 FLPD should require 
that every police officer 
applicant submit a written 
document for evaluation 
to determine that the 
applicant has the requisite 
written communication 
skills for the job.  

The discussion with FLPD management indicated that 
this type of written communication assessment had 
been done in the past, but they struggle with a way to 
validate this type of examination process.

Not 
Implemented

A hiring committee at FLPD explored requiring a pre-hire writing test and 
legally the department was cautioned to use a standardized test that assesses 
comprehension and expression (i.e., Criminal Justice Basic Abilities Test 
(CJBAT) or TABE test.

The FLPD application process requires applicants to take and pass the CJBAT. 
The test is commonly used by law enforcement agencies and it measures nine 
ability categories: deductive reasoning, information ordering, inducive 
reasoning, memorization, problem sensitivity, spatial orientation, written 
comprehension, written expression, and flexibility of closure. 

In addition, cadets are required to take a report writing as part of their academy 
training. Report writing is also again required for field office training and in 
post-orientation training. 

4 Construct the hiring 
process so that it is initiated 
and completed in no more 
than 120 days.  

Prior proper planning and preparation will ensure that 
both candidates and administrators of the selection 
process know what component of the selection 
process will be done during what time frame, and the 
candidates will know by a date certain if they have 
been selected or not.

Implemented The average time frame ti takes FLPD to complete the hiring process is 
between 90 to 120 days. This process relies heavily on applicants 
returning requested documents in a timely manner. 

5 Develop a recruiting strategy 
to identify and hire officers 
that are reflective of the 
community served by  
the department.  

Although the department currently lists Florida A&M 
and Bethune-Cookman universities on their yearly 
recruitment activities, a more strategic engagement 
plan is necessary.

Implemented • FLPD has a recruiting team that attends various community events
throughout the City.

• A computer is set up at the Police Department's substation on Sistrunk
Boulevard and is accessible for prospective applicants in the community.
Prospective applicants can visit the substation, use the computer provided
and receive assistance from the recruiting team in completing the online
application.

• Interested applicants may contact the department's recruiters to make an
appointment.

Following are some recruiting events, publications and marketing outlets FPLD 
has used to recruit applicants:  Westside Gazette, Saludos Hispanos, Equal 
Employment Opportunity and Employment Guide, Pride Fort Lauderdale, Night 
Out Against Crime – Carter Park, Bethune Cookman University, FAMU, Edward 
Waters College, Urban League of Broward County, Dillard High School Career 
Day, Black Police Officers Association Teen Summit, NOBLE Conference, 
Preventing Crime in the Black Community Conference.  
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6 The recruitment process 
needs to be analyzed to 
determine what efforts yield 
the best results. 

The way to determine the best use of resources to 
recruit viable candidates is to analyze what current 
efforts are yielding the best results.

Implemented FLPD polls applicants regarding how they learned about the position during oral 
board interviews.  Most applicants learn about available positions through social 
media.  

7 Currently, $800 per 
month is being spent on 
an employment guide 
company that is being used 
to advertise for interested 
applicants.  

Data is needed to determine how many of these 
individuals are actually hired by FLPD. Increase efforts 
to identify and recruit minority officers. 

Implemented • FLPD no longer uses one specific company for recruitment advertising. The 
department's recruitment team uses social media platforms and purchases 
space in various print publications/newspapers, as needed. 

• Most of the services the department uses for recruiting are free and can be
used by the average person.

• FLPD targets diverse markets, as well as local geographic areas through
their advertising and recruitment efforts.

8 Establish a recruitment and 
retention advisory council. 

Opening lines of communication with the community 
and asking their opinions help to break down barriers 
and generate useful information about the quality of 
policing services.

Implemented, 
but terminated

FLPD initiated community involvement as part of the hiring process 
implemented by Morris & McDaniel. Citizen participants were provided scripted 
questions for the candidates but were unable to ask follow-up questions if 
responses were incomplete or unclear. This was a video-taped assessment 
with one-way communication that did not allow for an information exchange 
needed to assess the applicant or allow the applicant to demonstrate 
knowledge, skills, abilities, etc. The recommendation failed as FLPD found that 
the one-way communication was not beneficial for the department, the 
candidates, the citizen participants or the overall recruitment/hiring process.

BACKGROUND INVESTIGATIONS
1 The FLPD command staff 

should develop a profile of 
an effective police officer.  
Identify the knowledge 
skills, abilities, education, 
training, experience, 
behavior, and traits that 
make a person effective as 
an FLPD officer.  

Evaluate the top 10% of current officers to determine 
the dimensions of the high-performing police officers. 
This process should follow a job-task analysis.

Implemented FLPD developed an effective police officer profile. This profile is used to 
improve the department's policies, standard operating procedure and job 
descriptions.  

2 FLPD should encourage 
college education for entry 
level police officers and for 
promotion.

Individuals that have a four-year college degree tend 
to be the ones that get hired and are successful in 
the promotional process because they are developed 
academically to perform better.

Implemented Applicants that do not have two years of military active duty experience or two 
years prior law enforcement experience are required to have a minimum of 60 
hours of college credit.  
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3 Electronic file system. The Unit should continue to review the appropriateness 
of software technology specific to the backgrounds 
process. Several programs are under review by the 
department.

Not 
Implemented

• FLPD does not use a specific software strictly for backgrounds investigations.
Instead, the department utilizes a variety of investigative software to conduct
background investigations.

• FLPD stores data on the department's internal network that is not required in
hard copy.

4 Use social media in the 
recruitment of applicants.

Not provided Implemented FLPD uses Facebook, Instagram and Twitter to recruit applicants

5 Increase personnel in 
Background Investigation 
Unit (BUI).

Not provided Implemented Prior to the Bobcat Report, FLPD had four part-time investigators, two full-time 
polygraphists, one part-time polygraphist and one light duty sworn officer. 

The department now has two full-time civilians, two sworn officers, one  
light-duty sworn officer, three sworn polygraphists and one part-time civilian 
(non-investigator).

6 Use instrument that 
identifies high-risk 
behavior.

Not provided Not 
Implemented

FLPD has always administered a psychological assessment that includes 
multiple psychological tests and a polygraph examination to measure desired 
and undesired behaviors for a police officer. 

7 In addition to the 
information developed 
during the course of the 
background investigation 
(BI) and "driving" the BI, 
the investigation protocol 
should require at least 
five contacts not listed 
by the applicant that are 
developed during the 
course of the background 
investigation.

Not provided Implemented FLPD's background investigators obtain approximately four to six contacts that 
are not listed by the applicant to complete a thorough investigation.  

8 Establish a set of core 
values for FLPD and 
use them to screen for 
applicants with  
compatible value.

Not provided Implemented The Background Investigations Unit policy and standard operating procedure 
addresses the department's core values. The screening process also includes 
items that review moral character.
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9 The police officer job 
is primarily a  
character-based job.  

It is critical to both screen and select officers that have 
a history of demonstrating values consistent with the 
law enforcement code of ethics, and the core values of 
the department.

Establish a core set of values for FLPD and use them 
to screen for applicants with compatible values.

Implemented Background investigators continuously review files to determine whether 
applicants align with the City's core values, which are Integrity, Compassion, 
Accountability, Respect and Excellence. Anything determined questionable 
during the file review is brought forward to the Chain of Command (COC). 
The COC determines if the background process should be continued or if the 
applicant should be disqualified. This process is covered in the Background 
Investigations Unit policy and the standard operation procedure.

10 Core values are one of 
the essential organization 
statements that every 
law enforcement agency 
should have (i.e., mission 
and vision).

These core values should be in alignment with both 
FLPD's vision and mission statement.

Implemented FLPD aligns the City's values and vision with its mission of providing a safe 
and orderly environment in our city through professionalism, dedication, an 
active partnership with the community and concern for individual dignity. 

TRAINING
1 Train the entire agency in 

Fair and Impartial Policing.   
The Office of Community Oriented Policing Services 
(COPS Office) produced training offered primarily by 
Dr. Lorie Fridell at the University of South Florida. The 
class focuses on an understanding of implicit bias and 
its effects in law enforcement. Dr. Fridell has a number 
of training formats and courses designed for the 
various rank levels within the police department which 
are well suited for FLPD.

Implemented • A cadre of instructors were selected and trained to teach Dr. Fridell's U.S.
Department of Justice – Fair and Impartial Policing (FIP) course.  This course
was rolled out to all sworn FLPD employees.

• FIP was built into the 4- to 5-week orientation for FLPD sworn cadets.
However, in 2018, the course material originally available online was
removed. FLPD continues to provide the training based off the materials
provided to the trained instructors. The department is currently looking to
update the training topics.

• This training is not currently in the orientation, but officers receive diversity
training at City Hall annually.

• FLPD provides Procedural Justice, Policing Youth courses through a
Department of Juvenile Justice grant that the department applies for on an
annual basis. This course is available to members of the department, as well
as neighboring agencies.

• FLPD is looking to update the training topics and is receiving grants from the
Department of Juvenile Justice.
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2 Train all Lieutenants 
and above in  
Procedural Justice.

Many managers in the department could not 
adequately define or describe the basic principles 
of "procedural justice," which are Fairness, Voice, 
Transparency and Impartiality. Procedural justice is a 
topic of discussion in professional police and criminal 
justice circles, written about in Police Chief Magazine 
and in countless meetings and conferences about 
modern policing. FLPD managers and executives must 
be conversant in the topics of their trade.

Partially 
implemented

• Initially this recommendation was fully implemented. Due to sporadic
promotions, the initial group remained as trainers for every class and the
newer lieutenants did not receive the training.

• FLPD has two trainers who have taught a variety of courses, but only to
officers. The last class was offered in February 2020.

• FLPD is currently working with Officer Laurenia Fahie who is developing a
class, titled "Public Engagement, from the procedural justice grant that will
be taught department wide. All of the staff will be required to participate in
the training.

3 Establish a career 
development program for 
sergeants and lieutenants.

While the most recent Block Training included 
segments devoted solely to supervisors, we would 
suggest that additional steps be taken. Since 
the "professional" training and education for law 
enforcement officers is typically offered to those 
the rank of captain and higher, there is the need to 
broaden the training for lower ranking managers in 
the management and leadership areas.

Implemented • Newly promoted sergeants and candidates listed on the active Sergeant
Promotional List received an in-house orientation training by instructors from
FLPD and City Hall.

• FLPD has several courses that facilitate career development including
Broward College-Institute of Public Safety Leadership Academy,
FBI-LEEDA (Law Enforcement Executive Development Association) Trilogy,
Southern Police Institute, Police Executive Research Forum (PERF),
FBI National Academy.

• In 2019, lieutenants were exempt from the annual in-service training
and provided with management training directly relating to Critical
Incident Management.

• This training is ongoing.

4 Increase the number of 
personnel attending Crisis 
Intervention Training (CIT).  

In our discussions with the command staff, there was 
an acknowledged desire to have more personnel 
sent to Crisis Intervention Team (CIT) training. The 
training is helpful to officers in terms of recognizing 
and handling emotionally disturbed persons. It also 
emphasizes de-escalation techniques which result in 
fewer complaints against officers and fewer uses of 
force. We would urge the department to place a priority 
on CIT Training and set an ultimate goal of having all 
sworn members of FLPD trained.

Implemented • FLPD entered a partnership with United Way to ensure the department would
have seats available in reoccurring Crisis Intervention Team (CIT) training
courses taught by certified United Way instructors. The courses were offered
four to eight times per year and one person from each division participated.

• FLPD also sends sworn personnel to Broward College CIT courses
throughout the year.

• The department is currently developing a plan to create an introductory and
advanced course to allow more officers to be trained in a shorter amount
of time without being held to the confines of staffing levels and outside
training resources.

• FPLD's goal is to have all sworn officers trained.
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5 Ensure that agency core 
values are aligned with 
performance evaluation. 

Not provided Not 
implemented

• Performance evaluations are pre-determined citywide and are the same for
all employees, regardless of the department they are in. FLPD has no
control over the evaluation process, so the department is unable to change
the evaluation metrics to align with the department's values. However, FLPD
does tie certain core values (i.e., courage, teamwork, service) into employee
evaluations.

• FLPD uses the same evaluation process citywide, regardless of what the job
entails.

• FLPD invites personnel from Human Resources to provide instruction on
performing employee evaluations during sergeant orientation.

6 Provide training in 
Community Policing/
Transformational 
Leadership

Not provided Implemented FLPD conducts management leadership courses annually and offers 
supervisors different supervision courses for career enhancement. 

7 Make roll call training 
a component for key 
in-service areas.

Not provided Implemented Roll call training has always been in place in FLPD.  However, following the 
Bobcat report, the department began seeking additional training segments to 
provide at roll calls (i.e., videos, PowerPoint presentations, etc.).

After purchasing PowerDMS policy management software, FLPD was able to 
elevate the way the department managed training. The department is 
pushing out a variety of refresher training courses and informational videos 
reminding personnel of high-liability policies and procedures. FLPD is also 
using PowerDMS to hold all personnel accountable for completing this 
training in a timely manner.  

8 Provide more training 
and career development 
programs for non-sworn 
personnel.  

Not provided Implemented The Human Resources Department offers variety of courses that are available 
to all employees. The courses are promoted citywide through email and 
LauderShare, the city's intranet. Supervisors are encouraged to promote the 
courses to their civilian counterparts and encourage participation. There are 
also a variety of external training courses offered to civilian employees.  

9 The current training 
curriculum should be made 
available for partner and 
community reviews.  

Not provided Implemented • Lesson plans, PowerPoint presentations and other instructional resources 
are made available to the Community Police Review Board (CPRB) to assist 
them in reviewing cases upon request.

• Training materials are available through an official public records request.
The documents are released within the guidelines of Florida's public records
law, listed in Chapter 119 of the Florida Statutes. FLPD will not release any
documents exposing operational tactics.
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