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Background
In June of 2020, Akron City Council, with support from Mayor Dan Horrigan, declared 
racism a public health crisis. Within Akron City Council’s declaration was a call for the 
establishment of a Taskforce assembled for the purposes of developing a pro-equity 
strategic plan responsive to this crisis.

The Racial Equity and Social Justice Taskforce (RESJ) began its work on November 
10, 2020. The Taskforce’s mission was to build public trust within the community by 
formulating meaningful recommendations of policy change to create a more racially 
equitable, socially just community, and to bridge the racial wealth divide in the City of 
Akron. Recommendations of such policy change were outlined in a five-year Strategic 
Plan, which was delivered to the Mayor, City Council, and the community on February 28, 
2022.  

The executive committee, appointed by the Mayor and Council President and 
approved by City Council, included 29 community members from diverse backgrounds 
and disciplines. The Taskforce was chaired by Bishop F. J. Johnson II. There were 6 
subcommittees that reported to the executive committee and provide quarterly reports 
of their progress.

The Taskforce subcommittees included:

• Equitable Workforce Development & Job Creation
• Criminal Justice System
• Health Care & Public Health
• Housing
• Education
• Communications

The Strategic Plan, submitted after 14 months of research and discussion, included 
specific policy recommendations, timelines, and estimated funding allocations required 
to achieve the recommendations.

After receiving the Strategic Plan, the Mayor’s office put together a team to review 
the plan and issue a response. The team spent the next 6 months meeting with each 
department in the City and every Cabinet member to discuss all of the recommendations 
specific to their work. They determined which recommendations the city planned to 
incorporate. They also worked to review and research the feasibility of the suggested 
timelines and estimated funding allocations necessary to implement these changes.

What follows is the City’s response to each of the RESJ Taskforce’s recommendations 
including those which have already been implemented, ones which are being worked on 
currently, and which ones will be coming in the future.   
  



City of Akron | Racial Equity and Social Justice Taskforce Response 4

Dear Citizens of Akron:

In June of 2020, when I, along with Akron City Council, declared racism as 
a public health crisis, I believed it was imperative to give the community 
an opportunity to voice their concerns and share their ideas as it related to 
making Akron more equitable. It is for this reason that I created the Racial 
Equity and Social Justice Taskforce.  The change needed to combat centuries 
of inequity will take time, but the recommendations the Taskforce provided 
help lay out the important and necessary work ahead of us.

Under my clear direction, my Cabinet has thoughtfully considered 
every recommendation and provided feedback as to if, and when they 
can be implemented.  My administration and City Council have already 
implemented many of the recommendations prior to the Taskforce 
submitting their final report on February 28, 2022. As you’ll see in this 
response, we plan to enact many more in the months and years to come.  

I am confident this is just the first step in creating impactful change for 
Akron. The Taskforce’s Plan will remain a living document that my staff 
will report out on annually to share our progress and any challenges we 
might face. My administration will also ensure that equity is at the forefront 
of every decision made, and this will be evident in our communications 
and spending efforts.  Change may not be visible overnight, but with the 
incredible change-makers in this city, and our dedication to this work, I am 
positive that Akron will become a more equitable and opportunity-rich city 
for all who call Akron home.

Sincerely,

Daniel Horrigan
Mayor

Letter from 
Mayor Horrigan
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The City of 
Akron’s Response

The RESJ Taskforce made a total of 117 recommendations that touch nearly 
every facet of city operations. The City identified 92 recommendations to 
incorporate into government policy and practice. Of those, 43 have already 
been implemented or are already practiced. The City has firm plans to work 
towards the remaining recommendations in the coming years. 

The City’s response outlines timelines for each of these. The City found 25 
recommendations either unsustainable or unrealistic to implement at this 
time, but will keep them in mind for future opportunities. 

The City has responded to each of the 117 recommendations and has 
provided an explanation in the response.
 
In the tables that follow, you will find a heading for each committee starting 
with the Executive Committee and ending with Housing. Under that 
heading, on the left side of the table will be the recommendations listed 
from the RESJ Report and directly opposite each recommendation on the 
right side of the table you will see the city’s corresponding response. 

Periodically, you will see a subheading which indicates which year the 
recommendations are planned to be implemented i.e. “Recommendations 
to be implemented during 2022.”  

At the end of this document you will see an implementation timeline. It 
begins with the recommendations which have already been implemented 
and then a breakdown per year of the recommendations the city aims to 
accomplish in each year through 2025.
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I. Executive Committee
RESJ Report City Response
One common concern throughout all of 
the Subcommittees’ reports was the need 
for transparency and accountability. This 
concern is not just regarding implementation 
of the policy recommendations, but also 
transparency and accountability surrounding 
diversity and equity in general. Keeping this 
in mind, the Executive Committee suggested 
that the City dedicate a person to monitor 
and be responsible for the overall equity and 
diversity in the City. As a result, the Executive 
Committee suggested that a Chief Equity 
Officer oversee the City’s efforts.

The City agrees with this recommendation. 
The Mayor’s Office worked with the
Human Resources Department to create a 
job description for the City’s first Director of 
Diversity, Equity and Inclusion (DEI) as a 
cabinet-level position, posted the job 
opening on June 27, 2022 and the 
position has been filled. 

The Director of DEI began on November 7, 
2022.

Another recommendation that was well 
received by the Executive Committee was 
the request for a diversity scorecard. The 
Subcommittee on Health presented a 
scorecard to be implemented by the City 
in the area of health care. The Executive 
Committee agreed that the recommendation 
would provide successful outcomes and 
felt that the diversity scorecard was actually 
necessary within several areas, and not 
just in health care. The goal of the diversity 
scorecard is to record data regarding the 
City’s progress in the areas of equity and 
diversity.

The City agrees with this recommendation 
and will implement it as a public-facing 
dashboard on the City’s newly developed 
website in collaboration with the Director of 
DEI by the end of 2023.
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Quarter 3 Report Response (Not Tied to Implementation Dates)

II. Communications
Recommendations to be implemented during 2022:

RESJ Report City Response
• Hire a City of Akron Deputy Mayor focused 
on diversity, equity, and inclusion.

The City agrees with this recommendation 
and has created this position. A Director of 
DEI has been hired and has started at the 
City.

RESJ Report City Response
Establish structures and processes in 
support of racial equity:

• Create a City of Akron Joint Racial Equity 
Vision by hiring a racial equity facilitator who 
can host and plan a retreat for funding the 
process ($8,000).

• Hire a Deputy Mayor for Racial Equity at 
$120,000-$130,000.

• Hire a team to support the Deputy Mayor for 
Racial Equity, including a racial equity project 
manager, a racial equity training manager, 
and a racial equity data manager.

• Establish a Racial Equity Guiding Coalition 
of 9-12 members to assist with developing 
high level strategies for removing barriers to 
realizing the joint racial equity vision.

• Create a RESJ Advisory Committee to over-
see implementation of recommendations 
and  will receive quarterly reports from the 
Deputy Mayor.

The City agrees that structures and processes 
to support our vision for racial equity and 
social justice are critical to our success. With 
the appointment of the Director of Diversity, 
Equity and Inclusion, the Mayor’s Office 
fully supports the development of those 
structures and processes to further our vision. 
We anticipate that supporting sustainable, 
systems-wide change can take many forms, 
including the possibility of developing teams 
and supporting roles and equity goals within 
each City department rather than creating 
an Office of Racial Equity & Social Justice 
as a stand-alone entity. We expect that 
the Director of DEI will develop and begin 
implementing a strategic plan within the first 
year of hire.
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RESJ Report City Response
• Gather and share information on racial 
equity in an equitable way.

• Implement an equitable framework for 
sharing data and information through the 
Deputy Mayor, City Communications staff 
members, Consultant from the Actionable 
Intelligence for Social Policy (AISP) 
framework, and City IT Manager.

• Create a centralized repository to share RESJ 
data and information through a new website.

• Incorporate artificial intelligence (AI) to 
gather data across platforms and have 
measurable, data driven means to listen to a 
diverse set of voices and place focus where 
it’s needed by purchasing the services of 
Zencity or Polco.

The City has budgeted funds to procure 
a new City website beginning in 2022. A 
contractor has been identified and work 
has begun on the new website. We expect 
to launch the new website in early 2023. In 
addition, we have interviewed various data 
analytics, community engagement and 
geoplanning platform providers and plan 
to work with the Director of DEI to make a 
final determination on the best platform 
to use before the close of 2022. We also 
expect that the Director of DEI will work 
with each Department to develop methods 
that incorporate AISP’s Toolkit for Centering 
Racial Equity Throughout Data Integration 
or similar tools as we develop dashboards 
and incorporate AI into our communication 
strategies and assessments.

•  Develop and implement a five-year racial 
equity public relations campaign to create a 
regular diet of positive messaging regarding 
the City’s people of color by hiring a 
marketing firm committed to implementing 
the GARE communications guide & develop a 
standalone website for racial equity initiatives 
for $150,000-$200,000 over 5 years.

•  Create two-way communication between 
the City and communities of color to increase 
engagement and understanding and to 
provide feedback on racial equity to the City.

The City believes that our regular 
communications and community 
engagement should be part of the 
work of our cabinet members, full-time 
communications staff and departmental 
staff rather than an outside marketing firm. 
The City is a current member of GARE and 
our new website will include data related to 
our DEI initiatives, including a dashboard. 
We plan to use data analytics to better 
understand our effectiveness and gaps in 
communications and to share that data 
with the community. The City believes that a 
commitment by each Department to create 
more accessible communication – in print, 
in-person, through partnerships and online 
– will facilitate two-way communication 
between the City and all communities. 
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III. Criminal Justice
Recommendations to be implemented during 2022:

RESJ Report City Response
Body-worn camera legislation and policy:

• All uniformed officers, including officers 
employed as SWAT, should be required to 
wear cameras.

The City agrees that Patrol and Traffic Units, 
including first line supervisors, should be 
equipped with body worn cameras. This has 
been implemented. The City disagrees that 
School Resource Officers, Street Narcotics 
Uniform Detail and SWAT should be required 
to wear cameras because of the potential 
for public exposure of potential information 
sources and methods and other privacy 
concerns.

• Uniformed officers should be required to 
wear cameras while engaged in secondary 
employment.

The City does not agree with this 
recommendation because of privacy rights of 
the secondary employer.

• Body-worn cameras should be activated:

- Immediately when responding to in-
progress calls;

- On other calls when exiting the police 
vehicle; and

- Whenever reportable force is used.

The City agrees with this recommendation 
and has already implemented it. Importantly, 
Departmental procedure clearly states that 
“Officer and citizen safety should always 
be given priority over activating BWC 
media. Officers may encounter a situation 
requiring immediate action to prevent injury, 
destruction of evidence or escape. In these 
situations, officers should activate the BWC 
if doing so does not place them or others in 
danger; otherwise, officers shall activate the 
BWC at the first available opportunity after 
the immediate threat has been addressed.
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RESJ Report City Response
• Body-worn camera recording should be 
uploaded by each uniformed police officer 
to the designated server at the end of each 
shift.

The City agrees with this recommendation 
and has already implemented it in 
Departmental policy.

• Officers should be subject to discipline for 
failing to wear or activate body-worn cameras 
as required and failing to upload recording as 
required.

The City agrees with this recommendation 
and has already implemented it in 
Departmental policy.

• The police auditor should have immediate 
access to unredacted body-worn camera 
recordings or, if it is authoritatively 
determined that such access is legally 
impermissible, that the auditor have access 
to redacted body-worn camera recordings 
upon request within 72 hours.

The City agrees with this recommendation 
and provides access upon request by the 
Auditor.

• Members of the public should have access 
to redacted body-worn camera videos of 
the use of deadly force or force that causes 
serious bodily injury within seven days as 
required by the ordinance recently enacted 
by the Akron City Council.
 

The City agrees with this recommendation 
and has provided redacted body-worn 
camera videos within 7 days as required.

• First steps toward establishment of civilian 
oversight board.

The City agrees with this recommendation 
and is committed to transparency and 
accountability. The City intends to meet or 
exceed each of the Civilian Oversight Board 
recommendations in the Quarter 3 Report.
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Recommendations to be implemented between 2023-2025

RESJ Report City Response
• Create a Civilian Oversight Board. The City agrees with this recommendation 

and is committed to transparency and 
accountability. The City is in the process of 
implementing the recently passed Charter 
Amendment regarding citizen oversight.

Police Hiring and Promotion Practices 
 
Recruitment (Q3 report, recommendations 
1-9)
 
• All Department staff should participate in 
developing and participating in recruitment 
strategies that will increase the changes to 
identify quality police officer candidates and 
expand diversity and the representation of 
minorities in the candidate pool.

The City agrees with this recommendation 
and believes that we do this now. APD’s 2022 
Recruiting After Action Report (see Appendix 
A) demonstrates the strategies used by the 
2022 Recruiting Team to seek out a diverse 
group of recruits reflecting the community 
served. 

• The Department should institute a program 
of rewards for officers’ successful recruitment 
of applicants.

The City agrees with this recommendation. 

APD and the City’s HR Department have 
considered monetary rewards for employees 
who successfully recruit a new hire as long 
as the candidate is hired and seated in the 
Academy. The intended completion date for 
reviewing a rewards program is in 2023.

https://www.akronohio.gov/cms/resource_library/files/d32fd536b0ee9cf8/apd_after_action_report_2_.pdf
https://www.akronohio.gov/cms/resource_library/files/d32fd536b0ee9cf8/apd_after_action_report_2_.pdf
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RESJ Report City Response
• The Department should have a dedicated 
year-round recruitment unit that includes the 
participation of women and minority police 
officers in all targeted recruitment efforts.

• Members of the recruitment unit should 
be carefully selected based on their personal 
commitment to diversity, equity, and 
inclusion and their reflection of the highest 
department values.

• Members of the recruitment unit should 
have annual training, including institutional 
and implicit bias components.

• The Recruitment Unit should be 
appropriately located within the 
department’s administrative framework to 
assure direct agency leadership support.

The City agrees with this recommendation. 
Staffing must be increased by four full-time 
officers, including one sergeant and three 
officers to implement this recommendation. 
The City intends to implement this 
recommendation by 2024.

• The Department should broaden 
community police officer recruitment 
outreach initiatives in underrepresented 
communities, including churches, schools, 
and neighborhood events.

The City agrees with this recommendation 
and has been strengthening its outreach 
initiatives with our most recent initiatives 
described in the 2022 Recruiting After 
Action Report (Appendix A).

• The Department should cultivate early 
interest in law enforcement by local residents 
including, for example, the development and 
promotion of:

- Middle and high school public safety 
programs, specifically including police officer 
service;

- Collegiate intern programs; and 

- Police cadet programs.

The City agrees with this recommendation. 
As stated above, to accomplish this, 
additional staff are needed for a full-
time recruitment unit. The City intends 
to implement this recommendation with 
additional staff by 2024.

https://www.akronohio.gov/cms/resource_library/files/d32fd536b0ee9cf8/apd_after_action_report_2_.pdf
https://www.akronohio.gov/cms/resource_library/files/d32fd536b0ee9cf8/apd_after_action_report_2_.pdf
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RESJ Report City Response
• The Department should develop mentoring 
capacity for potential candidates. The 
mentors should be a diverse group of highly 
motivated individuals.

The City generally agrees that mentoring 
programs can be effective. We currently have 
mentoring through our School Resource 
Officers and Explorer programs. We also do 
work with Akron Public Schools College and 
Career Academy focusing on Public Safety.

• The Department should clarify the police 
officer application process for job seekers to 
assure an understanding of the application 
components and sequencing and to allow 
adequate time for applicants to prepare.

The City agrees with this recommendation. 
The Department already practices this. 
The City’s Human Resources Department 
has created numerous communications, 
including handouts, texts, emails, videos, and 
social media posts to help potential 
applicants navigate the application process. 

• The Department should develop a 
more flexible or continuous scheduling 
of applications and exams to assure a 
steady flow of candidates. Tests should be 
announced substantially more than 6-8 
weeks ahead of exams.

The City agrees with this recommendation. 
APD is working with Human Resources 
to communicate vacancy notifications 
and requirements to be accessible to all 
populations. Tests are currently announced 
months in advance.

• The Department should provide greater 
clarity regarding the department’s hiring 
schedule and process for potential applicants 
on official web site and police recruitment 
promotional literature.

The City agrees with this recommendation. 
APD and HR already practice this.
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RESJ Report City Response
Hiring (Q3 report, recommendations 1-10)

• The Department should develop customer 
service resources that provide direct 
assistance to candidates throughout the 
application process, both online and in-
person.

The City agrees with this recommendation. 
The City can implement this with a full-
time recruitment unit, which it intends to 
implement by 2024 as described. In addition, 
HR has been providing direct assistance to 
candidates in-person and virtually.

• The Department should review hiring 
policies to determine those policies and 
requirements that may hinder recruitment 
of quality candidates, including policies 
concerning tattoos, credit background 
checks, and past drug use.

The City agrees with this recommendation. 
The Department has already conducted this 
review in collaboration with members of the 
community on the Recruitment Committee. 
The Committee developed consensus on the 
obstacles to recruiting quality candidates 
that are memorialized in the 2022 Recruiting 
After Action Report (Appendix A). 

• The police officer competitive examination 
should be professionally evaluated:

- To assure that the exam does not 
inadvertently discriminate against under-
represented populations; and

- To validate the exam as a measure of the 
attributes and values required of or desired in 
police officers.
  

The City agrees with this recommendation. 
The Human Resources Department in 
collaboration with the City’s Director of DEI 
will analyze potential professional evaluation 
options and determine the feasibility of 
conducting such an evaluation either 
internally or with consulting assistance by 
the end of 2024.

• The OPOTA fitness requirements should be 
reviewed to assure that they are necessary for 
the job. If so, they should apply throughout 
the period of service, not just at the 
beginning.

  

The State of Ohio mandates minimum fitness 
standards. While the Department may adopt 
fitness goals or incentives throughout the 
period of service as part of our employee 
wellness program, the City does not intend to 
adopt a mandatory fitness exam that officers 
must pass in order to maintain employment.

https://www.akronohio.gov/cms/resource_library/files/d32fd536b0ee9cf8/apd_after_action_report_2_.pdf
https://www.akronohio.gov/cms/resource_library/files/d32fd536b0ee9cf8/apd_after_action_report_2_.pdf
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RESJ Report City Response
• The Department should eliminate the use of 
polygraphs in the hiring process.

The polygraph is a tool that has value in a 
larger process. The City does not use the 
polygraph as an automatic disqualifier.

• Background investigators of candidates 
should be carefully selected, have sufficient 
training annually, and have a personal 
commitment to diversity, equity and 
inclusion. Annual training should include 
institutional and implicit bias components.

The City agrees with this recommendation 
and is in the process of reviewing the entire 
background investigation process to include 
these considerations.

• The Department should create a 
Community Screening Committee 
of 10 people to review and make 
recommendations on police officer 
applications.

The Department asks the community to play 
a significant role in the recruitment process.

• The Interview Panel should conduct a 
second round of interviews of eligible 
candidates.
 
• The final selection committee’s review of 
applicants should be expanded to include 
non-voting participation of the applicant’s 
background investigator. The background 
investigator should be available to provide 
clarification on the candidates application 
package.

Background investigators are currently 
available to provide clarification on a 
candidate’s background packet. Conducting 
a second round of interviews of eligible 
candidates will slow the hiring process in a 
very competitive market. The Department 
has taken deliberate steps to ensure that we 
are hiring from the most talented and diverse 
pool of candidates possible.

• The police collective bargaining agreement 
and HR rules should be amended to allow 
for lateral hires and provide a mechanism for 
hiring interested certified peace officers from 
other jurisdictions, including appropriate 
pay incentives and an abbreviated training 
schedule.

The City agrees with this recommendation 
and already hires in-state laterals through 
a Fast Track Academy. Expanding this to 
officers outside of the State will require 
action outside the control of the City of 
Akron.
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RESJ Report City Response
Promotion (Q3 report, 
recommendations 1-6)

• The Department should actively 
pursue the achievement of greater 
diversity among the ranks of the 
command staff, both to increase 
cultural competence at the 
leadership level and to decrease the 
perception of racial bias within the 
Department.

The City agrees with this recommendation. However, 
the Department is currently facing a lack of interest 
in actively pursuing promotions across the board. In 
the last promotional test, several employees stated 
that they simply were not interested. The barriers do 
not appear to be specific to a demographic factor, 
but relate to family time, shift times, and changes of 
routine.

• The Department should modify the 
promotional process to assure a fair, 
objective, transparent, and unbiased 
evaluation, and to best identify 
candidates with administrative, 
management, and leadership 
potential. Promotion exams should 
be supplemented with oral boards 
and/or personality assessment tools.

The City agrees with this recommendation. With 
the exception of the assessment tool, most of this 
recommendation is currently in use at the Department. 

• In addition to the current written 
examinations, the Department 
should use interview panels 
to further assess promotion 
candidates’ knowledge, judgment, 
and preparedness to manage 
subordinates and collaborate with 
peers at the level to which they seek 
promotion.

The City agrees with this recommendation. The 
assessment center, which is a testing company 
hired by Human Resources, hires police supervisors 
and managers from across the country to serve as 
assessors and accomplishes this recommendation 
for the City already. Each assessor is provided training 
and evaluates the performance of the promotional 
candidates as they are tested in various aspects of 
the relative position. As each candidate concludes the 
practical evaluation process, they each receive a score 
based on their performance. The testing company 
then adds the score from the written exam and the 
score from the assessment center and will then rank 
each candidate based on their overall performance. A 
list is provided to Human Resources for certification. 
Promotions occur off the final list.
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RESJ Report City Response
• Unsuccessful candidates for 
promotion should be given 
clear reasons for the adverse 
decisions that indicate the 
performance improvements 
they need to make to achieve 
promotion in the future.

The City believes that the feedback session built into the 
Department’s current promotion process achieves the 
clear reasoning requested by this recommendation.

• The Department should 
analyze the impediments to 
promotion and reduce the 
disincentives to officers’ pursuit 
of advancement opportunities.

The City agrees with this recommendation. The 
Department has considered the issues that dissuade some 
from competing for promotion. The issues are not unique 
to Akron and have to do with losing seniority, working 
graveyard shifts, and changes in routine that impact family 
life.

• The Department should 
provide encouragement and 
mentoring for the promotion 
exams.

The City agrees with this recommendation. The 
Department provides encouragement and mentoring for 
promotion exams at the first-line supervisor level, manager 
level and executive level. Recently, many officers were 
encouraged to test for police sergeant and lieutenant and 
many chose not to compete.

Police Training (Q3 report, 
recommendations 1-10)

• Officers should receive at least 
40 hours of in-service training 
each year.

The City agrees with this recommendation. 40 hours is 
the norm, but staffing and COVID have been obstacles to 
achieve the 40 hour goal recently.

• The Department should use 
science-based management 
tools to capture operational 
and performance data for use 
in the development of training 
programs.

The City is actively incorporating APD personnel and 
other City staff into City training opportunities that utilize 
performance metrics provided in consultation with 
the Director of DEI and learning management systems 
software.  The City is aware of analytics consultants that 
provide management, intervention and support to public 
safety departments. The City intends to review the field 
of available tools in concert with our development of data 
integration practices in line with the Communications 
subcommittee recommendations on utilizing the 
frameworks of the Actionable Intelligence for Social Policy 
toolkit and services. We plan to complete our review of 
available tools in 2023.
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RESJ Report City Response
• The Department should 
develop and use objective 
measures of police officer 
performance to help identify 
training needs rather than rely 
heavily on subjective measures.

The City does not agree that the Department relies heavily 
on subjective measures of officer performance to identify 
training needs. The City also has concerns about the use of 
some otherwise objective data points as a valid indicator 
of employee performance. For example, the use of the 
number of traffic citations issued to evaluate employee 
performance would be an objective basis for doing so, but 
in no way indicative of performance or training needs. To 
the degree that this recommendation relates to the prior 
recommendation on science-based management tools, see 
the City’s prior response to that recommendation.

• There should be increased 
focus on and continual 
reinforcement of the following 
in training:

-  De-escalation techniques to 
reduce the need to use force;
- Race and implicit bias;
- Non-lethal force options;
- Community policing skills;
- Mediation skills and conflict 
management; and
- Mental health crisis 
intervention techniques.

The City agrees with this recommendation. The 
Department currently conducts this training and 
continually reinforces employee performance based on the 
training focus areas listed. The Chief is currently evaluating 
the Department’s training programs to determine any 
potential areas for improvement and the costs associated 
with any improvements. That evaluation will be complete in 
2023.

• Police officers serving as 
trainers should:

- Be carefully selected based 
in part on their personal 
commitment to diversity, 
equity, and inclusion and their 
reflection of the highest values 
of the Department; and

- Be representative of the 
diversity of the population of 
the City.

The City agrees with this recommendation in principle, but 
also recognizes the structure for specialized assignments 
in the Training Division that are part of our Collective 
Bargaining Agreement. Seniority determines those 
assignments. Therefore, increasing diversity at the line level 
will eventually serve to increase diversity of our officers 
serving as trainers.
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RESJ Report City Response
• The Department should collaborate 
with community providers, advocates, 
and agencies in training areas that lend 
themselves to such collaboration, including 
mental health crisis intervention, race and 
implicit bias, and community policing skills.

The City agrees with this recommendation. 
APD, in collaboration with HR, currently 
partners with many groups based on these 
areas of expertise. The Department is 
continuously reviewing their list of partners 
and will expand on that list as new potential 
partners arise.

• Criteria should be developed for the 
selection of field training officers so that the  
selection process is standardized across units 
rather than left to the unfettered discretion of 
commanding officers.

The City does not agree that unfettered 
discretion is used in the Department’s 
current selection process for field training 
officers. Platoon leaders select FTOs based 
on performance. The City is considering 
additional selection criteria for FTOs and 
intends to complete its review by the end of 
2023.

• Field training officers should be provided 
with expanded training (beyond the use  
of software), including teaching techniques 
and fundamental management skills such as 
leadership, communication, and time 
management.

The City agrees with this recommendation. 
HR and APD’s Training Division currently 
provides a block of instruction for full-time 
officers, but the training can be expanded. 
The Department intends to implement this 
recommendation in 2023.

• Field training officers should be provided 
with a training manual that sets forth 
minimum standards, expectations, and 
requirements.

The City agrees with this recommendation 
and is implementing it in the form of 
guidelines.

• Department policies, procedures, and rules 
should be harmonized with each other so as 
to eliminate contradictions among them and 
thereby:

- Lessen the difficulty of training officers; and

- Increase adherence to the requirements 
contained in those documents.

The City agrees with this recommendation. 
The Department is currently reviewing the 
totality of its rules and regulations.
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RESJ Report City Response
Adopt a true community policing 
strategy (Q3 report, recommendations 
1-21)

• Community policing and community 
relations must be mandates that all 
officers are to uphold as they work in 
a collaborative effort to enhance the 
quality of life of all citizens.

The City agrees with this recommendation and 
believes that the Department does ask each 
officer to commit to these principles. In addition, 
Chief Mylett is developing strategic programming 
in the areas of Community Engagement, 
Process Improvement and Employee Wellness, 
Development and Recognition. Regarding 
the Community Engagement pillar of the 
Chief’s program, he intends to establish several 
community advisory councils within 2023. 

• Each officer should commit to 
establishing and maintaining close ties 
with the community.

The City agrees with this recommendation and 
the Department will continue to ask each officer 
to commit to this principle.

• The department should encourage 
officers who reside in each zone 
to engage with the community as 
community members, as distinguished 
from their official capacities as officers.

The City agrees with this recommendation 
and believes that participation in community 
activities in a nonofficial capacity is encouraged 
by all City departments, including the Akron 
Police Department.

• The department, working with the 
community, should develop programs 
that create opportunities for patrol 
officers to regularly interact with 
neighborhood residents, faith leaders, 
and business leaders.

The City agrees with this recommendation. 
As stated above, Chief Mylett is developing 
strategic programming in the areas of 
Community Engagement, Process Improvement 
and Employee Wellness, Development and 
Recognition. Regarding the Community 
Engagement pillar of the Chief’s program, he 
intends to establish several community advisory 
councils within 2023.

Recommendations to be implemented in 2025 and beyond:
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RESJ Report City Response
• Public relations is not community policing. 
Public relations should be included in the 
responsiblities of the Community Relations/
Liaison Officers. The community  
engagement programs (Appendix A or APD 
community engagement opportunities) need to 
be re-evaluated to consider community demand 
and program effectiveness.

The City agrees with this 
recommendation. An evaluation of the 
Department’s community engagement 
programs is underway and will be 
complete by the end of 2023.

• The department should establish a culture 
of transparency and accountability in order 
to build trust and legitimacy. This will help 
ensure decision making is understood and in 
accordance with the department and 
Administration policies.

The City agrees with this 
recommendation. The Department 
holds trust and accountability as high 
values. Chief Mylett’s work to establish 
Community Advisory Councils in 2023 will 
further develop trust and 
understanding.

• The department must be able to communicate 
in different languages through methods that are 
most likely to connect with the audience in every 
community.

The City agrees with this 
recommendation. The Department 
utilitzes bilingual officers when 
presenting information to non-English 
speaking audiences.

• Law enforcement need to be able to reach 
the entire community and frequently specific 
audiences such as a neighborhood, young 
people, the elderly, or victims of all types of crime.

The City agrees with this 
recommendation.

• Community policing should be infused 
throughout the culture and organizational 
structure of the police department, from the 
Chief of Police to the officers patrolling the 
streets.

The City agrees with this 
recommendation.
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RESJ Report City Response
• The department should evaluate officers 
on their efforts to engage members of 
the community and the partnerships 
where they build. Making this part of the 
performance evaluation process would 
place an increased value on developing 
partnerships.

The City will explore this recommendation 
further.

• The department should revise their patrol 
deployment practices allowing sufficient 
time for patrol officers to participate 
in problem solving and community 
engagement activities.
  

The City agrees with this recommendation 
in principle. Staffing challenges have made 
a commitment to this recommendation 
difficult. The Department is considering a 
10-hour shift schedule, which would allow 
officers to have time to proactively engage 
with the community. The City will assess 
the costs associated with new scheduling, 
including the addition of more patrol cars, 
between 2023 and 2024.

• The department should support a culture 
and practice of policing that reflects the 
values of protection and promotion of the 
dignity of all, especially the most vulnerable.

• The department should underscore with 
its personnel the importance of language 
used and adopt policies directing officers 
to speak to individuals – even those who are 
suspected of having committed a crime – in 
a respectful manner.

The City agrees with these recommendations.

• There should be dedicated Community 
Policing Liaison Officers assigned to each 
zone.

The City agrees with this recommendation 
and believes that the Neighborhood 
Response Team accomplishes parts of this 
recommendation. Chief Mylett’s Community 
Advisory Councils will also address parts of 
this recommendation.
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RESJ Report City Response
• Working with the community, the 
department should adopt policies and 
programs specifically focused on children 
to create positive experiences and to build 
understanding and trust between children 
and police officers.

The City agrees with this recommendation. 
The Department’s current practices and 
Memoranda of Understanding accomplish 
these recommendations.

• The department should establish a 
Community Policing Advisory Working Group 
to assist in developing crime prevention 
strategies and agency policies as well as to 
provide input on policing issues.

The City agrees with this recommendation. 
Chief Mylett’s planned programming in the 
area of Community Advisory Councils in 2023 
will address this recommendation.

• The department should adopt community 
policing strategies that support and work in 
concert with economic development efforts 
within communities.

The City agrees with this recommendation 
and believes that the Office of Integrated 
Development and the Akron Police 
Department work together frequently on our 
economic development initiatives.

• The department should use community 
surveys as a method to identify community 
priorities and solicit suggestions to improve 
police/community relations and to help 
reduce crime rates.

The City agrees with this recommendation 
and has sought quotes from a number of 
community survey providers, including Polco 
and Zencity, the former of which conducts 
the National Law Enforcement Survey. The 
City expects to make a decision on the use 
of those community engagement platforms 
in concert with our new Director of Diversity, 
Equity and Inclusion.
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RESJ Report City Response
• Police officers should identify themselves by 
name and badge number upon request.

The City generally agrees with this 
recommendation and believes that the 
Department already does this on a routine 
basis. However, the City actively protects 
the privacy of its police officers and civilian 
employees in the event of personnel 
inquiries, investigations and actions.

• The department should provide all officers 
with business cards and instruct them to 
hand out when interacting with members 
of the public as means of identifying 
themselves and to give members of the 
public a way of contacting them to provide 
information to the police or to make inquiries 
to seek assistance.

The City will explore this recommendation 
further.

• A communications plan should be 
developed and implemented to increase 
transparency even when only limited 
information can be provided to the public.

The City generally agrees with this 
recommendation, but needs to further 
explore best practices.
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RESJ Report City Response
• Family and Community Engagement.

• Diversifying the Field of Education.

• Cultural Competence and Educator 
Professional Development.

• Fiscal Transparency and School Funding.

The City referred the Taskforce 
recommendations related to Akron Public 
Schools to APS in April 2022. While the 
City has a close relationship with APS, 
Akron Public Schools report to the Board 
of Education rather than the City of 
Akron. In response to the City’s referral 
of the recommendations of the RESJ 
Education Subcommittee, APS provided 
the documents in Appendix B and stated 
that each of the Education Subcommittee’s 
recommendations have become priorities 
this year.

1. Pandemic Recovery.

 • Provide disaggregated academic progress data.

 • Provide year-round interventions.
 
2. Student Access: Provide structured learning opportunities to every child prior to kindergarten.
 
 • Support efforts to make early childhood education available and accessible to all   
 children in the City of Akron.

 • Design interventions in primary school to increase percentage of minority students   
 in math.

 • Create interventions to identify students who are not on track to achieve 9th grade   
 success .

 • Encourage all public and private schools to provide disaggregated data on Advanced 
 Placement (AP)  and Dual-credit courses.

IV. Education
Recommendations to be implemented during 2022:

Recommendations to be implemented between 2023-2025
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RESJ Report City Response
• Hire a Chief Equity Officer. The City agrees with this recommendation. 

The Mayor’s Office created a job description 
for the City’s first Director of Diversity, Equity 
and Inclusion as a cabinet-level position, and 
posted the job opening on June 27, 2022. 

The Director of DEI started on November 7, 
2022.

V. Equitable Workforce 
Development 
Recommendations to be implemented during 2022:

Continued on Page 27

Recommendations to be completed between 2023-2025

RESJ Report City Response
• Utilize local 
nonprofits to help 
minority candidates 
prepare for, apply, 
train and pass 
entrance exams 
and/or physical 
tests necessary for 
employment.

The City works with the organizations listed in the prior response 
for this purpose. In addition, the City intends to explore this 
recommendation by expanding existing programming. We will 
complete our assessment of feasibility of such expansion by the end 
of 2023.
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RESJ Report City Response
• Create 
neighborhood 
workforce 
development hubs 
to prepare and 
create a more diverse 
applicant pool for 
Akron and other 
employers.

The City does not believe that creating neighborhood workforce 
development hubs is financially possible or sustainable at this time, 
but does the following to create a more diverse applicant pool: The 
City’s Human Resources Department has hired a Retention and 
Recruiting Specialist in 2022 and is hiring a second recruiter to focus 
on recruiting for Police and Fire Departments. The Department has 
incorporated diversity, equity and inclusion principles into its work by: 
identifying diverse groups of job candidates; reviewing overinflated 
job credentials and other unnecessary impediments to hiring; 
reviewing how hiring decisions are being made; expanding candidate 
pools to the Rule of 10; reviewing promotion and advancement 
opportunities; providing DEI training for employees, including a 
6-week training program for all managers and supervisors in 2022 
that will be expanded to all employees in the next year; considering 
city health benefits and wellness programs that includes a Wellness 
Committee that focuses on DEI in healthcare and a more robust 
set of health benefits to incorporate transgender employee 
considerations; developing employee resource groups geared toward 
DEI; establishing diverse project teams and committees; and tracking 
and reporting DEI metrics. The HR Department does the following to 
recruit diverse candidates for City jobs: attends community events, 
such as Kenmore First Fridays and the Akron Pride Festival, recruits at 
Ohio Means Jobs events, holds career-related open houses in various 
community centers and fire stations, places recruiting materials in 
strategic locations, including churches, the Urban League, gyms, 
and barber shops. The Department also utilizes various social media 
sites and websites such as The National Society of Black Engineers to 
recruit employees. In addition to the City’s internal DEI work through 
our HR Department, the City intends to explore this recommendation 
in connection with its partnership with ConxusNEO to assess 
feasibility and implementation for non-City jobs by the end of 2023.

• Prepare high 
school students in 
APS to be career 
ready and assist 
these career ready 
students to apply, 
train and pass any 
entrance exams 
and/or physical 
tests necessary for 
employment.

The City referred the Taskforce recommendations related to 
Akron Public Schools to APS in April 2022. While the City has a 
close relationship with APS, Akron Public Schools report to the 
Board of Education rather than the City of Akron. In response 
to the City’s referral of the recommendations of the RESJ 
Education Subcommittee, APS provided the documents in 
Appendix B.
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Recommendations to be implemented in 2025 and beyond:

RESJ Report City Response
• Hire a consulting firm to assess 
information and systems available and 
develop and implement a transparent 
accountability and reporting structure.

The City does not agree that a consulting 
firm is necessary. We expect that the 
City’s new Director of DEI will work with 
each Department to develop methods to 
collect data, analyze that data and report 
on our progress.

RESJ Report City Response
Drive meaningful change in how 
minorities and minority-owned 
businesses are started, developed, 
fostered, contacted, engaged and 
hired to fulfill services and products 
that the City of Akron routinely 
purchases proportionate to community 
demographics.
  
• Continue investing in Bounce and 
incubators

The City has heavily invested in Bounce 
Innovation Hub’s operations and 
facility needs because of its unique 
role and value in catalyzing economic 
development in Akron since its startup in 
2018 as follows:

(see chart below)

Calendar Year Direct 
Operations & 
Program 
Support

Facility 
Improvements

Direct Program 
Support

Total Support

2018 $301,774.13 $500,000.00 $801,774.13

2019 $100,000.00 $1,000,000.00 $1,100,000.00

2020 $200,000.00 $200,000.00

2021 $150,000.00 $3,772.72 $36,106.00 $189,878.72

2022 (Jan-Aug) $93,750.00

TOTAL $845,524.12 $2,385,402.85
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The City recognizes Bounce’s sharp focus on increasing entrepreneurship and innovation 
opportunities for minority business owners and plans to continue investing in Bounce while 
recognizing the need for any nonprofit to diversify its revenue streams. In 2023, the City plans to 
invest $1,030,000 in Bounce to help fund a combination of building upgrades and operations.

In addition to funding, the Mayor has made an intentional effort to make Bounce a strong 
part of the City’s and Greater Akron’s economic development platform, which has assisted in 
Bounce’s success in reaching and serving a wide and diverse group of entrepreneurs. The City’s 
funding to Bounce has made strides in supporting the build-out and optimization of the physical 
infrastructure of the facility (allowing for future housing and support of client companies) as well 
as the execution of entrepreneurial programs designed to support all of our City’s businesses, 
with a strong focus on serving diverse and Black entrepreneurs. The City’s support of Bounce 
in the broader community has enabled the organization to firmly root itself as an economic 
development leader alongside the City, Summit County, and the Greater Akron Chamber.
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RESJ 
Report

City Response

• Undertake 
significant 
changes to 
the City’s 
equity in 
contracting.

The City recognizes the importance of equity in its contracting for goods 
and services. In 2021, the City of Akron along with Summit County invested 
in Minority Contractor Capital Access Program (MCCAP), this program 
is a collaboration between Akron Urban League and Western Reserve 
Community Fund. This program is focused on assisting disadvantaged 
start-ups and small businesses with low-cost short-term loans and technical 
assistance, targeting training and mentorship offered and coordinated 
through Akron Urban League. 

In spring 2021, the City of Akron hired its first Contract Compliance and 
Supplier Diversity Officer to lead, government contracting, and diversify the 
spending of the City of Akron within minority communities.

In the Summer of 2021, the City invested and implemented Bonfire, a vendor 
management system that streamlines the procurement process online, 
reduces cycle times, and improves transparency, also blueprints for bid 
opportunities are available at no cost to subscribers. 

For locally funded capital projects and certain state and federal loan projects, 
the City has instituted a local (Akron) Diversity, Equity and Inclusion goal 
of 18% of the contract amount being subcontracted to Minority Business 
Enterprises (MBE), Disadvantaged Business Enterprises (DBE), Small Business 
Enterprise (SBE), Women-owned Business Enterprise (WBE), Veteran-
owned Business Enterprise (VBE) and/or Encouraging Diversity Growth & 
Equity (EDGE) contractors and suppliers. At least 3% of the 18% goal should 
be subcontracted to a WBE contractor or supplier. Some outside-funded 
projects, such as ODOT or OEPA projects, have separate, lower goals that the 
City is required to follow.

For smaller projects, the City has instituted several changes to better target 
and work with DEI firms. First, we selectively bid to certified DEI firms 
through Bonfire and the Chamber of Commerce Inclusion Marketplace. 
These allow firms to bid without competing against larger, more established, 
non-DEI firms. Secondly, we no longer require bid bonds and performance 
bonds for projects under $100,000. This keeps the firms’ bidding costs lower 
as well as saves the firms from obtaining a performance bond that may be 
higher for smaller and newer firms. The City is also working with the local 
unions to help increase local and minority workforce on our projects.

Our work to achieve equity in city contracting is ongoing and evolving. We 
expect that our DEI Director and Contract Compliance and Supplier Diversity 
Officer will work together with all City Departments to continue our progress 
toward equity in contracting.
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RESJ Report City Response
• Implement significant analysis and reporting 
around all baselines, initiatives and results.

We expect that the City’s new Director of 
DEI will work with each Department to 
develop methods to collect data, analyze 
that data and report on our 
progress.

Find VI. Health on the page 32
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VI. Health
Recommendations to be implemented during 2022:

Recommendations to be implemented between 2023-2025:

RESJ Report City Response
• Activate a Community 
Engagement & Health 
Awareness Resource, 
including hiring a full-time 
Community Health Worker/
City Community Liaison/
Ambassador to support the 
Youth Violence Prevention 
Coordinator position and 
plan.

The City agrees with this recommendation. AxessPointe 
Community Health Center approached the City to assist 
us with implementing this recommendation. The City has 
provided $100,000 to AxessPointe to hire a Community 
Health Worker dedicated to providing health care education 
and resources, as well as, liaise with the community on the 
City’s behalf by the end of 2022. The City expects to continue 
utilizing ARPA funds for a total of up to $300,000 in the next 
3 years to support the Community Health Worker position at 
AxessPointe.

RESJ Report City Response
• Execute a City 
of Akron Diversity 
Scorecard & 
Assessment 
Strategy.

The City agrees with this recommendation and will implement it as 
a public-facing dashboard on the City’s newly developed website in 
collaboration with the Director of DEI by the end of 2023.

• Activate Diverse 
Provider Panels, 
Cultural Competency 
Strategies, and 
Grassroots 
Programming to 
Meet City Employee 
and Community 
Mental and Physical 
Health Needs.

The City carries excellent benefits for its employees that include 
the ability of each employee to utilize any doctor without any limit 
to certain facilities. Also, the City’s Employee Assistance Program 
provider has hundred of providers and a variety of services for 
employee’s financial, mental, social and physical health. In addition, 
the City offers an optional benefit at no additional enrollment cost as 
an add-on to our existing health plan: Everside Health, which serves 
as a primary medical provider. Everside does not charge employees 
co-pays or co-insurance for visits or any service performed in their 
offices. Everside has clinics adjacent to the I PROMISE School on at 
388 S. Main St., Suite 201 and at White Pond Drive. Even with a robust 
benefits package, the City is dedicated to meeting employee needs. 
The Director of DEI will work with the HR Department to assess our 
current programming and potential improvements in line with this 
recommendation by 2024.
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RESJ Report City Response
• Prioritize and fund 
housing improvements 
and blight removal in 
previously redlined, high  
concentration of poverty 
neighborhoods.

• The City should 
dedicate a larger 
percentage of ARPA/
CDBG funding funds to 
specifically target these 
neighborhoods.

The City is utilizing $20 million of ARPA funding to offer home 
repair grants to homeowners in Akron who qualify. The vast 
majority of these funds are being used on “Qualified Census 
Tracts,” which targets areas of historic disinvestment. While we 
will be mapping the use of funds to show where they are being 
spent, the home repair program has been wildly popular. In less 
than 2 months, the City received well over 2,000 applications. We 
will be able to repair between 600-800 homes with this program. 
Similarly, CDBG funds are required to benefit low to moderate 
income areas and individuals. The City has not previously 
mapped the use of CDBG funds, but we are committed to doing 
so in the future. The City does map the use of lead grant funds 
and will make this a prominent feature of our new website.

In addition, the City has dedicated ARPA funds to assist with its 
existing demolition programs and the I PROMISE Affordable 
Housing Project, which includes the construction of 50 new 
affordable housing units: 9 two-bedroom units, 38 three-
bedroom units, and 3 four-bedroom units located on a 1.73 acre 
plot a half mile from the existing I PROMISE school.

• Target grant funds 
for specific types of 
improvements (i.e. 
roofing, siding, paint, 
exterior upgrades etc.)

The City is doing this with its Home Repair Program. The Program 
emphasizes repairs that ensure homes are clean, safe, dry and 
ADA accessible. Eligible projects are listed on our website: 
https://www.akronohiorescue.gov

• Identify a network of 
contractors who perform 
general maintenance 
and upkeep at a 
reasonable cost, 
preferably Black owned 
businesses.

The City has specifically targeted woman- and minority-owned 
businesses to perform the work of the Housing Repair Program. 

VII. Housing
Recommendations to be implemented during 2022:

https://www.akronohiorescue.gov
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RESJ Report City Response
• Provide homebuyers and homeowners 
with information and education on 
how to care for a home, how to find 
reasonably priced contractors and how 
to make upgrades.

The City does not see a role it can play 
in listing and curating a list of private 
contractors and prices for contractors. The 
names of contractors used for the City’s 
Home Repair Program can be requested 
by the public. 

• Provide grants for homeowners and 
landlords to fund housing improvements 
in communities with higher 
concentrations of poverty.

The City believes that the Housing Repair 
Program accomplishes this. 

• Arrange with local training schools to 
contract for free or reduced labor from 
newly certified plumbers, electrician and 
HVAC students.

The City intends to further explore this 
recommendation.

• Provide grants to also pay for 
certification to increase the number of 
lead certified contractors of Color.

The City currently provides funding of 
$600 to bring the cost of training for lead 
remediation down from $950 to $350. We 
are exploring the possibility of bringing 
that cost down further for minority-owned 
companies as well as the potential for 
payment for the test. In addition, EPA has 
a certification for contractors that allows 
them to work on ARPA Home Repair and 
CDBG projects under $25,000. The class 
is $195 and the City provides funding to 
reduce the cost of that class to $50.

• Develop a portal for homeowners and 
landlords where they can find a list of 
organizations that provide affordable 
loans and/or programs to pay for 
maintenance and rehabilitation for the 
city’s aging housing stock.

The City does not see a role it can play in 
listing and curating a list of loan providers 
and programs to pay for maintenance and 
rehabilitation. The United Way’s Housing 
Resource page https://www.211summit.
org/ may be helpful in response to this 
recommendation.

https://www.211summit.org
https://www.211summit.org
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RESJ Report City Response
• Develop an online tool to report vacant 
structures. The tool should ask for pictures of 
potentially dangerous structures.

 Vacant/abandoned structures can already 
be reported to Summit County online at 
https://fiscaloffice.summitoh.net/index.php/
abandoned-property-field-check 

Vacant/unsecured dwellings and/or vacant 
dwellings in disrepair within the City of Akron 
can be reported to the Housing Compliance 
Division online via 311 at https://311.akronohio.
gov/csrsite/csr/eula

• Bring back contracting with CDCs to do 
maintenance and cleanup of vacant lots.

The City contracted with CDCs for this 
purpose on a no-bid basis until deciding that 
we needed to bid these contracts out. The 
bidding process was open and the City chose 
the lowest bids.

• Provide better support to the Department 
of Neighborhood Assistance so they can 
enforce code violations from private Section 
8 housing.

The City enforces code violations upon 
inspection and complaint.

https://fiscaloffice.summitoh.net/index.php/abandoned-property-field-check
https://fiscaloffice.summitoh.net/index.php/abandoned-property-field-check
https://fiscaloffice.summitoh.net/index.php/abandoned-property-field-check
https://311.akronohio.gov/csrsite/csr/eula
https://311.akronohio.gov/csrsite/csr/eula
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Recommendations to be completed between 2023-2025:

RESJ Report City Response
• Collaborate with Summit County to share 
landlord registry information. The list of 
registered properties should be publicly 
available.

• There are three ways in which the landlord 
registry could be made more effective:

- First, incentivize landlords to register 
all properties by providing free training 
and resources on housing topics such as 
resources for repairs, tenant/landlord rights, 
inspection requirements, fair housing laws, 
etc. Make registration a contingency of 
receiving these resources.

- Second, housing inspections should be 
required on an annual or biennial  
basis for those properties that do not already 
have an inspection requirement in place 
(i.e. LIHTC, HOME, AMHA, etc.). Inspections 
provide the ability to maintain a healthy 
housing stock in our community. Landlords 
are made aware of repair needs, tenants 
have support from local government 
authority for a healthy living environment 
and the community housing stock is 
healthier overall.

- Third, registration should be enforced. 
Properties are currently being rented 
that are not on the registry. If there was 
consistent enforcement of registration of 
properties, monitoring of housing conditions 
could be more consistently and accurately 
applied.

The City’s Housing Compliance Division 
shared landlord registry information with 
Summit County at the County’s registration 
inception in 2006-2007. The City does not 
currently collaborate to share landlord 
registry information, although the Housing 
Compliance Division does make landlords 
aware of the County registration requirement. 
The City of Akron “list” of registered properties 
is not available online but can be requested.

All dwellings within the City of Akron are 
subject to inspection per the Housing 
Code.  Inspections are conducted based 
upon complaints received by the Housing 
Compliance Division.

The City believes that it sufficiently enforces 
failure to register. Unregistered landlords 
cannot file evictions in Akron Municipal Court.  
Unregistered landlords are not eligible for City/
County side lot programs, CARES Act funding, 
or utility bill relief with the Water Department.  
Unregistered landlords are not eligible for 
time extensions on existing Housing notices 
of violation.  Unregistered landlords are 
not eligible for reduction of administrative 
penalties issued for non-compliance with 
housing repair orders. Unregistered landlords 
can be issued an order to register.  Failure to 
comply with an order to properly register can 
subject a landlord to administrative penalties 
up to $1600.



City of Akron | Racial Equity and Social Justice Taskforce Response 37

RESJ Report City Response
• Develop a citywide 
comprehensive 
plan through 
a participatory 
planning process 
and reform zoning 
code and policies 
that emphasize 
inclusionary 
practices.

Developing a new City-wide Comprehensive Plan was identified 
as a priority in the Office of Integrated Development 5-year 
strategic plan. Creating a new comprehensive plan is a prerequisite 
for comprehensive zoning code reform. The full cost of a new 
Comprehensive Plan is approximately $500,000. The City expects to 
budget $300,000 in 2024 and $200,000 in 2025 to develop a new City-
wide Comprehensive Plan.

Zoning Code reform can occur once a new Comprehensive Plan 
is in place. In the meantime, the City has made great progress on 
identifying small, but impactful zoning code reforms that improve 
the quality of life for low-income and/or minority residents. These 
types of reforms include rezoning more areas to allow multi-family 
housing, the implementation of “form-based” zoning codes that are 
less restrictive on land use and more restrictive on how buildings 
look and where they are placed, and liberalization of zoning-based 
restrictions on home-based businesses. These types of reforms serve 
to create more housing options for people, improve the look and feel 
of neighborhood business districts, and create more opportunities for 
the creation of home-based businesses, such as day cares, which are 
often an important source of supplemental income.

Many of these forward-thinking and progressive zoning reforms have 
been submitted to City Council as proposed legislation.

• Create tax 
incentives, such as 
abatement, that 
are tied to use 
restrictions that 
maintain affordable 
rents and discourage 
displacement of 
existing tenants.

While the City has concerns about the legality of the type of tax 
abatement described in this recommendation, the City is exploring 
ways to complement the tax abatement program to target certain 
areas of the City such as Summit Lake and Middlebury. We hope to 
complete our review and assessment in 2024.

• Preserve existing 
affordable housing 
& provide funding 
for mixed-income 
finance housing   
developments.
  

The City provides approximately $5.5 million per year in CDBG 
funds towards projects and initiatives that invest in housing and 
development in low to moderate income census tracts. The exact 
amount varies by year, but in any given year the City puts several 
million dollars in CDBG directly into organizations (CDCs and 
Community Housing Development Organizations) and projects that 
provide affordable housing for people. The City also invests over $1 
million per year in HOME partnership funds which are earmarked 
exclusively for low-income and affordable housing. Recent projects 
include: I Promise Housing, Middlebury Commons, Stoney Pointe, 
and The International House at San Tommaso.
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RESJ Report City Response
• Expand to all 
impacted areas the 
“Planning to Grow 
Akron 2.0” initiative 
for non-profit and 
for-profit developers 
to increase the 
supply of affordable 
private market rental 
properties.
  

The City believes that we are doing this with ARPA funds and 
the I PROMISE Affordable Housing Project. In addition, with the 
Grow Akron 2.0 Plan, the City is working to increase the overall 
supply of affordable housing in the City. By way of doing that, 
the City is helping to make all housing more affordable because 
of the principles of supply and demand. The more housing that 
we generate, even when some of the units being built are not 
“affordable,” the more we are working to keep housing costs more 
affordable through creating more choices and, thereby, relieving 
some of the cost pressure on low-income residents.

• Legislate rent and 
property tax controls 
that is scheduled 
to very gradually 
increase over time 
instead of all at once

  

This recommendation is disallowed by Ohio law.

• Require local 
and/or federal 
funds to be tied to 
rent restrictions 
that maintain 
affordability.

The City is already required to do this.

• Exempt low-
income, long-time 
homeowners from 
increases in their 
property taxes.

The City is working to determine if this recommendation is legally 
possible.

• Commit $1 million in 
City investments per 
tax credit allocation 
in order to fill the 
funding gap and 
draw new developers 
to Akron.

The City does not agree with this recommendation. We already 
commit funds to new developments in Akron. Arbitrarily choosing 
a flat amount per tax credit allocation disregards that the new 
development projects are of different sizes and the funding gaps vary 
widely from project to project.
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RESJ Report City Response
• Create a program that uses CDBG funds 
to automatically award gap financing upon 
receipt of LIHTCs for rehabilitation and 
renovation of existing affordable housing.

The City already does this, but we have 
generally made the commitment before an 
application is submitted.

• Participate in Summit County’s Affordable 
Housing Trust Funds.

The City is looking into this possibility, but 
also has an interest in administering a similar 
program ourselves. 

• Provide incentives to purchase in 
communities where historical redlining 
barriers existed.

The City is exploring ways that this could be 
accomplished. We hope to complete our 
review and assessment in 2024.

RESJ Report City Response
• Promote housing mobility. The City intends to continuously assess the potential to 

devote additional funding to Housing Counselors being hired 
through SCCOC.

• Develop a Yes In My 
Backyard (YIMBY) campaign.

The City does not agree with this particular marketing 
suggestion, and does not believe that affordable housing 
projects have faltered in Akron due to stereotypes.

Recommendations to be implemented in 2025 and beyond:
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RESJ Report City Response
• Provide more resources and 
funding to home buyer 
education classes.

The City does not specifically run any homebuyer education 
programs itself, but we sponsor and promote other programs 
that exist. The City of Akron sponsors the Akron Financial 
Empowerment Center in partnership with the United Way 
to assist residents regardless of income to repair their credit 
and build their savings so that they are in a position to buy a 
home in the future. $200,000 in ARPA funding was granted 
to United Way in 2022 to further this programming.

The Office of Integrated Development, in its Development 
and Comprehensive Planning work, does work toward the 
goal of incentivizing home ownership. Federal Home Funds 
and ARPA have been dedicated to affordable housing. OID 
also oversees UNDC, which is geared toward subsidizing 
new home ownership. Tax abatement has also assisted 
with incentivizing the development of affordable housing. 
The Great Streets Program also encourages neighborhood 
development and associated home ownership.
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Implementation 
Timeline
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Executive Committee

• Hire a Director of Diversity, Equity and Inclusion as a cabinet-level position.

Health

• Dedicate Resources to Advance Youth Violence Prevention and hire a Youth Violence Prevention 
Coordinator.

Criminal Justice

• Adopt recommendations related to the police auditor’s position and their access to information.

• Patrol and Traffic Units, including first line supervisors, are equipped with body worn cameras.

• Where officer and citizen safety allow, body-worn cameras should be activated immediately 
when responding to in-progress calls and on other calls when exiting the police vehicle and 
whenever reportable force is used.

• Body-worn camera recording should be uploaded by each uniformed police officer to the 
designated server at the end of each shift.

• Officers should be subject to discipline for failing to wear or activate body-worn cameras as 
required and failing to upload recording as required.

• The police auditor should have immediate access to unredacted body-worn camera recordings 
or, if it is authoritatively determined that such access is legally impermissible, that the auditor 
have access to redacted body-worn camera recordings upon request within 72 hours. 

• Members of the public should have access to redacted body-worn camera videos of the use 
of deadly force or force that causes serious bodily injury within seven days as required by the 
ordinance recently enacted by the Akron City Council.

• The City should take the first steps toward establishment of a civilian oversight board.

• All Department staff should participate in developing and participating in recruitment strategies 
that will increase the changes to identify quality police officer candidates and expand diversity 
and the representation of minorities in the candidate pool.

• Broaden community police officer recruitment outreach initiatives in underrepresented 
communities, including churches, schools and neighborhood events.

• Develop mentoring capacity for potential candidates.

Recommendations Already Accomplished
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• Clarify the police officer application process for job seekers to assure an understanding of the 
application components and sequencing and to allow adequate time for applicants to prepare.

• APD and HR provides clarity regarding the Department’s hiring schedule and process for 
potential applicants on its website and police recruitment promotional literature.

• APD and HR announce tests months in advance.

• APD and HR reviewed hiring policies to determine those policies and requirements that may 
hinder recruitment of quality candidates.

• APD and HR to allow for lateral hires and provide a mechanism for hiring interested certified 
peace officers from other jurisdictions within the state through its Fast Track Academy.

• The Department’s promotion process assures a fair, objective, transparent and unbiased 
evaluation and identifies candidates with administrative, management and leadership potential. 
The promotion exam is supplemented with oral boards.

• APD uses interview panels through the Assessment Center to further assess promotion 
candidates’ knowledge, judgment and preparedness to manage subordinates and collaborate 
with peers at the level to which they seek promotion.

• Unsuccessful candidates for promotion are given feedback upon an adverse decision.

• APD has analyzed the impediments to promotion.

• The Department provides encouragement and mentoring for the promotion exams.

• APD provides field training officers with detailed guidelines.

• APD presents information in appropriate languages when speaking to non-English speakers.

• Police officers routinely identify themselves by name and badge number except in the event of 
personnel inquiries, investigations and actions when the City is obligated to protect the privacy of 
its officers.

• APD conducts training and continually reinforces employee performance based on training in 
de-escalation techniques, race and implicit bias, non-lethal force options, community policing 
skills, mediation skills and conflict management, and mental health crisis intervention techniques.

• APD actively pursues greater diversity among the ranks of the command staff.

• Officers receive at least 40 hours of in-service training each year.

• APD collaborates with community providers, advocates and agencies in training areas, including 
mental health crisis intervention, race and implicit bias, and community policing skills.

• APD has programs and policies specifically focused on children to create positive experiences 
and build understanding and trust between children and police officers. APD works with the 
Office of Integrated Development on economic development initiatives within communities.
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• APD is working with Human Resources to provide timely and accessible notice of vacancies and 
exam dates

Workforce Development

• The City has and will continue to invest in Bounce Innovation Hub.

• The City has and will continue its progress on equity in contracting.

Housing

• Dedicated a large percentage of ARPA (Housing Repair Program benefits people in qualified 
census tracts) and CDBG (these funds are required to benefit low to moderate income areas and 
individuals) funding to target previously redlined, high concentration of poverty neighborhoods.
 
• Target those funds for specific types of improvements – the types of repairs are listed at   
https://www.akronohiorescue.gov

• Identify a network of contractors who perform general maintenance and upkeep at a reasonable 
cost – the City has identified woman- and minority-owned businesses as part of our Home Repair 
Program

• Providing grants to homeowners and landlords to fund housing improvements in communities 
with higher concentrations of poverty – our Home Repair Program is designed to do exactly this

• Vacant or abandoned structures can be report to the City’s Housing Compliance Division   
online via 311 at https://311.akronohio.gov/csrsite/csr/eula and to the County at https://fiscaloffice.
summitoh.net/index.php/abandoned-property-field-check

• The list of properties in the landlord registry is publicly available.

• The City uses CDBG funds to award gap financing of LIHTC for rehabilitation and renovation of 
existing affordable housing.

• The City is working to preserve existing affordable housing and providing funding for mixed-
income finance housing developments.

Communications

• After Director of DEI input, choose a community engagement platform, such as Zencity or Polco, 
to incorporate artificial intelligence into our work to gather and share information on racial equity 
in an equitable way.

Health

• The City will work with AxessPointe Community Health Center to have a full-time Community 
Health Worker dedicated to providing health care education and resources as well as liaise with 
the community to support the City’s Youth Violence Prevention Coordinator.

Recommendations to be accomplished by the end of 2022

https://www.akronohiorescue.gov
https://311.akronohio.gov/csrsite/csr/eula
https://fiscaloffice.summitoh.net/index.php/abandoned-property-field-check
https://fiscaloffice.summitoh.net/index.php/abandoned-property-field-check
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Executive Committee

• The City will deploy a diversity scorecard or public facing dashboard on the City’s newly 
developed website in collaboration with the Director of DEI.

Communications

• Director of Diversity, Equity and Inclusion to develop a strategic plan and begin implementing 
that plan.

• Launch new website.

• The Director of Diversity, Equity and Inclusion, in collaboration with City Department leads 
and communications staff to develop plans for accessible communication – in print, in person, 
through partnerships and online – to facilitate two-way communication between the City and 
communities.

Criminal Justice

• Establish a Citizen Oversight Board.

• Institution of a program of rewards for officers’ successful recruitment of applicants.

• Background investigators of candidates should be carefully selected, have sufficient training 
annually, and have a personal commitment to diversity, equity and inclusion. Annual training 
should include institutional and implicit bias components.

• Complete review of available analytics consultants that provide management, intervention and 
support to public safety departments.

•  APD to expand training for field training officers.

• Chief Mylett’s evaluation of current training programs, including field training officer training, 
and potential areas of improvement and costs completed.

• APD to expand training for field training officers.

• APD and HR to consider additional selection criteria for Field Training Officers.

 • APD completes review of Department policies, procedures and rules to lessen the difficulty of 
traning officers and increase adherence to the requirements contained in those documents.

• APD to begin establishing community advisory councils.

• APD to complete its evaluation of the Department’s community engagement programs.

• APD to develop field training officer selection criteria in addition to current performance criteria.

Recommendations to be accomplished in 2023:
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• The City will utilize community surveys to identify priorities and solicit suggestions on 
improvement to police/community relations. 

Workforce Development

• The City’s Office of Integrated Development will explore the recommendation to create 
neighborhood workforce development hubs in partnership with ConxusNEO.

• The City’s Office of Integrated Development will work with ConxusNEO to assess the feasibility of 
programming to help minority candidates prepare for, apply, train and pass entrance exams and/
or physical tests necessary for employment.

• The City will continue to invest in Bounce Innovation Hub.

• The City will continue its progress on equity in contracting.

Housing

• The City will explore an arrangement with local training schools to contract for services from 
newly certified plumbers, electricians and HVAC students.

• The City will determine whether we can bring the cost of lead remediation training down even 
further from the current $600 of funding provided for training. The City will also determine 
whether we can dedicate funds to pay for the cost of the certification test.

• Determine the legality of exempting low-income, long-time homeowners from increases in their 
property taxes.

Communications

• Director of DEI will work with each Department to develop methods that incorporate AISP’s 
Toolkit for Centering Racial Equity Throughout Data Integration as the City develops dashboards 
and incorporate AI into our communication strategies and assessments.

• Use data analytics to better understand our effectiveness and gaps in communication and share 
that data with the community.

Criminal Justice

• APD to institute a dedicated year-round recruitment unit of one sergeant and three officers.
  
• Recruiting Unit to develop customer service resources that provide direct assistance to 
candidates throughout the application process, both online and in-person.

• The police officer competitive examination should be professionally evaluated.

• APD to assess the costs associated with new scheduling, including the addition of more patrol 
cars to allow officers to have time to proactively engage with the community.

Recommendations to be accomplished in 2024:
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• The City will explore the recommendation to provide all officers with business cards to be 
handed out to members of the public.

Workforce Development

• The City’s new Director of DEI will work with each Department to develop methods to collect 
data, analyze that data and report on our progress.

Health

• The Director of DEI will work with the City’s Human Resources Department to assess our current 
benefits and programming to meet employee mental and physical health needs.

Housing
 
• Budget $300,000 toward a City-wide comprehensive plan.

• Complete review and assessment of complementing the tax abatement program to target 
certain areas of the City such as Summit Lake and Middlebury.

• Determine the City’s involvement in Summit County’s Affordable Housing Trust Fund or explore 
the creation of a similar City fund.

• Complete review and assessment of the provision of incentives to purchase in communities of 
historic disinvestment.

Recommendations to be accomplished in 2025 and beyond:

Criminal Justice

• The City will assess best practices around communications plans.

Housing

• Budget $200,000 toward a City-wide comprehensive plan and finish the comprehensive 
planning process.

• The City will continuously assess the potential to devote additional funding to Housing 
Counselors being hired through Summit County Continuum of Care.
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VI. Appendix
A: Akron Police Department After Action Report

B: APS Revised ESSER III Strategic Investments

Photos Courtesy of www.akronstock.com

https://www.akronohio.gov/cms/resource_library/files/d32fd536b0ee9cf8/apd_after_action_report_2_.pdf
https://www.akronohio.gov/cms/resource_library/files/defba8e7327e4ff5/aps_revised_esser_iii_strategic_investments_5_22_22.pdf
http://www.akronstock.com
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