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Foreword


This is the fourth multi-year strategic plan our department has produced.  The first two were three-year plans for 1988-1990 and 1991-2000.  The third was a five-year plan for 1995-2000 (we also implemented an interim one-year plan for 2001).  This plan addresses issues we believe will affect us for the years 2002-2006.  The method for developing this plan was different than what we used in the past.  This time we used a SWOT (Strengths, Weaknesses, Opportunities and Threats) analysis.  Our previous plans have focused on specific needs within the department to deal with issues directly related to law enforcement.  This plan took a more general approach and has identified several outside issues that are not directly related to law enforcement operations but none the less have a direct impact on our ability to perform our duties effectively and efficiently.  

There were assorted issues that came to light but one word sums them up rather well: growth.  Our city experienced this tremendous growth in assorted ways.  According to the 2000 census we are now the largest city in Brazos County at 67,890. The number of apartments and single-family dwellings constructed accompanied student and family population growth.  We also experienced growth in the businesses, particularly in the retail area.  

In our last plan, two individual events we predicted would affect us were the opening of the George Bush Library and the opening of the Texas A&M Special Events Center (Reed Arena).  These have had the effect predicted along with the addition to Kyle Field (the Zone).
As for future growth, Texas A&M's Vision 2020, Blinn's projected enrollment, projected overall population increases and specific population changes will all contribute to the sheer number of people we will have to serve.  As an example, A&M's Vision 2020 set a goal of increasing graduate student enrollment to 30% of the total student population
.  Even if the enrollment stays the same with fewer undergraduate students and more graduate students (as has been stated recently by A&M administrators), it will still mean an increase in the overall population of our city.  This is because graduate students will often bring families with them.

Along with collegiate growth, the Chamber of Commerce has also identified a growth in the number of persons retiring to this area.  This will be another area of specialization in addition to our current emphasis in addressing issues with young people, both in the local schools and at the college level.  This is backed up by a recent article in Law Enforcement Technology
 that pointed out Texas will be experiencing a 75%+ increase in the number of persons over the age of 65 and 100%+ increase in the number of people over 85 for the next 20 years.  If this holds true, in the next five years we can expect about a 19% increase in the number of persons 65-plus and about a 23% increase in those 85-plus. 

Along with the general growth, there are also some individual issues that will have a profound impact on our department.  The complex scheduled to go in on East University includes a major business building, conference center and performing arts center, which will have a major impact on the demand for police services.  There also continues to be substantial growth in single family and multi-family homes.  The report on building and development
 identified numerous projects in various stages of development that indicate strong continued growth in all types of residential and commercial building.  

There was one recent event that also has had a major impact on the department's resources.  This was the terrorist attack in New York.  We have yet to measure the long-term effect of this event but for now, major events within the city will require much more security than previously planned.  It also highlights the importance of keeping a continuing dialog with persons in our community.  By actively maintaining a route of communication, we can lessen the chance that someone will act without warning.

We feel there are multiple sources that predict our growth and the increased demand for services will continue.  Even if this is occurs at a lesser rate than we have experienced over the last 5 years, it will continue.  Our job in this plan will be to reasonably foresee these changes and set a plan of action to deal with them.  

Executive Summary

Following is a chart summarizing what we believe we will need to adequately handle the projected growth.  The chart is divided into three categories: operations, personnel and equipment. Operational changes have a two-fold purpose; to improve efficiency and effectiveness.  We have identified the minimum number of personnel we feel we will need to maintain the current level of service.  The equipment we are requesting is in addition to what is needed to support the additional personnel and new equipment to address changing trends.  We have noted which issues identified in our SWOT analysis each item is related to in parenthesis under the item title.

We have included the current fiscal year because there are changes in progress that will take several years to accomplish.  We should also remember that there may be issues that are unforeseeable that can change the projections drastically.  We should reevaluate our objectives and modify then to adapt to new information obtained.  This is the reason we have listed reviewing the plan each year as an operational imperative.  It will also give us a head start on the following five years.  

Following our projected needs is a summary of the SLAs over the last five years.  This will give us a comparison of for the increases we will be requesting.  Also note that we have addressed the facilities we believe we will need.  That project has been dealt with in a separate study due to the size of the task.

The charts show ongoing costs and summarize these costs on an annual basis.  The salaries were figured at a 3% increase each year.  

Strategic Objectives by Fiscal Year
Item

(SWOT Issue)
2001-02
2002-03
2003-04
2004-05
2005-06
2006-07

OPERATIONAL CHANGES

Administration - 40







Department Realignment (Community Policing; Public Expectations)
1st Phase

2nd Phase




Annual 5-Year Plan review (Public Expectations)

Review Plan & Adjust
Review Plan & Adjust
Review Plan & Adjust
Begin Process For Next 5 Years
Have New 5 Year Plan Completed

Item

(SWOT Issue)
2001-02
2002-03
2003-04
2004-05
2005-06
2006-07

Patrol - 41







Service Standard Index Patrol Staffing (Community Policing; Innovative Agency Concepts) 


Evaluate for Need
Implement Recommendations



Implement Civilian Field Reporting (Community Policing; Innovative Agency Concepts)

Hire 4 Police Assistants
Evaluate program
Re-evaluate Program



Establish Permanent Bicycle Officer Positions (Community Policing; Innovative Agency Concepts)
Implemented

8/01; Evaluate program 8/02

Hire (or not) 2 Bicycle Officers

Hire (or not) 2 Bicycle Officers


CID - 42







CID Realignment (Public Expectations)

Hire 1 sergeant; Realign division 
Hire 1 Victim's Assistance Coordinator 
Hire 1 Police Assistant



Communications/ Jail - 46







Establish Radio Informational Channel (Communications)
Implemented 11/01
Evaluate program & Adjust





Modify Jail Procedures (Innovative Agency Concepts; Interagency Operability)
Install Booking Equipment
Evaluate Program
Install Livescan Fingerprinting Equipment 




Seek Accreditation for Communications (Accreditation)
Study Feasibility & Establish Costs; Make Recommendations
Begin Recommended Assessment for Accreditation Process 





Split Communications & Jail Functions (Innovative Agency Concepts)
Evaluate feasibility & costs
Hire PBX Operator; Hire 1 Comm. Op; Begin Separating Functions.
Hire 2 Comm. Ops.
Hire 2 Comm. Ops; Finalize Separation



Item

(SWOT Issue)
2001-02
2002-03
2003-04
2004-05
2005-06
2006-07

Information Services - 49







Review Records Supervisor Position (Human Resources)
Conduct Analysis
Implement Recommendations





CAD/RMS Replacement (Communications; Interagency Operability)
Reviewed RFPs; No Vendors within Budget; Review possibly upgrading current system
Upgrade Hardware; Implement (or not) Upgrade of Current System

Review Current System; Scan Market for Other Products



Establish Field Reporting System (Innovative Agency Concepts; Communications; Interagency Operability)

Evaluate Field Reporting System Installed with CAD/RMS





PERSONNEL REQUESTS (includes equipment costs to add the positions)

Administration - 40







Fiscal Officer (Growth)


1




Costs


$31,268
$28,268
$29,116
$29,990

Legal Assistant (Growth)




1


Costs




$61,153
$58,153

Patrol - 41







Police Assistants (Community Policing)

4





Costs

$165,412
$110,400
$113,712
$117,123
$120,637

Traffic Officer (Public Expectations; Community Policing)




1


Costs



$74,670
$46,176
$47,561

Item

(SWOT Issue)
2001-02
2002-03
2003-04
2004-05
2005-06
2006-07

Bicycle Officers (Community Policing)


2 

2


Costs


$103,876
$92,352
$199,039
$190,328

CID - 42







Detective Sergeant (Public Expectations)

1





Costs

$84,306
$61,796
$63,650
$65,559
$67,526

CID Police Assistant (Community Policing; Public Expectations)



1



Costs



$37,979
$33,774
$34,787

Crime Victim Coordinator (Community Policing; Public Expectations)


1




Costs


$55,000
$34,690
$35,731
$36,803

Training & Recruiting - 43







Upgrade FTO Coordinator Position to Sergeant (Human Resources)







Costs
$3,500
$3,605
$3,713
$3,825
$3,939
$4,057

Civilian Trainer







Costs

$37,979
$33,774
$34,787
$35,831
$36,906

Quartermaster - 45







Fleet Porter (Community Policing; Funding)

1





Costs

$26,333
$27,123
$27,937
$28,775
$29,638

Item

(SWOT Issue)
2001-02
2002-03
2003-04
2004-05
2005-06
2006-07

Communications/ Jail - 46







Communications Operators (Communications; Public Expectations)

1
2
2



Costs

$33,868
$137,343
$209,221
$215,498
$221,963

PBX Operator (Communications; Public Expectations)

1





Costs

$31,268
$29,116
$29,990
$30,889
$31,816

Information Services - 49







Evidence Technician (Public Expectations)


1




Costs


$29,633




Personnel Single Year Increase:

$382,782
$219,817
$112,649
$61,153
$0

Ongoing Annual Personnel Operating Costs:

$382,782
$623,082
$776,397
$928,680
$937,024

EQUIPMENT

Patrol - 41







One-ton Pickup (Public Expectations)

1





Costs

$30,000
$5,300
$5,300
$5,300
$5,300

Radios for Reserves (Community Policing)

2
2
2



Costs

$7,060
$8,120
$9,180
$6,360
<6,360

Hostage Negotiation Trailer (Public Expectations; Innovative Agency Concepts)

1





Costs

$12,000





Item

(SWOT Issue)
2001-02
2002-03
2003-04
2004-05
2005-06
2006-07

Night Vision Equipment (Innovative Agency Concepts)



3



Costs



$10,500



Less-lethal Weaponry (Innovative Agency Concepts)


30 Less-lethal Rifles & Equipment




Costs


$30,000
$3,000
$3,000
$3,000

CID - 42







Crime Scope (Innovative Agency Concept)
1






Costs
$16,000






Laptop Computers (Innovative Agency Concept)







Costs
Replace Current Computers with Laptops within Regular Replacement Schedule

Computer Composite Drawing (Innovative Agency Concept)


Licenses & Equipment




Costs


$15,000
$2,250
$2,250
$2,250

Communications/

Jail - 46







Communications Accreditation (Accreditation)


Fee




Costs


$8,000




Building Surveillance Cameras (Infrastructure)

Recorder & Camera Replacement





Costs

$21,450
$1,500
$1,500
$1,500
$1,500

Radio Upgrade (Communications; Interagency  Operability; Public Expectations)



Radio Upgrade; Add 2 Work- stations



Costs



$200,000
$40,000
$40,000

Item

(SWOT Issue)
2001-02
2002-03
2003-04
2004-05
2005-06
2006-07

Livescan Fingerprinting (Communications; Interagency  Operability; Public Expectations)


1 Workstation & Software




Costs


$45,000
$9,000
$9,000
$9,000

Increase Recording Channels (Communications; Public Expectations)

8 Channels





Costs

$6,000
$500
$500
$500
$500

Equipment Single Year Increase:

$76,510
$105,060
$210,500
$0
$0

Ongoing Annual Equipment Operating Costs:

$76,510
$113,420
$241,230
$67,910
$67,910

Personnel & Equipment Single Year Increases:

$459,292
$324,877
$323,149
$61,153
$0

Total Ongoing Annual Costs:

$459,292
$736,502
$1,017,627
$996,590
$1,004,934

Previous Five Years
Item
1997-98
1998-99
1999-00
2000-01
2001-02

Administration - 40






Re-accreditation



$10,000


OT for Commanders



$5,000
$5,000

Assignment Pay


$35,450
$35,450
$35,450

Item
1997-98
1998-99
1999-00
2000-01
2001-02

Radio Maintenance Increase (all Divisions)
$8,054
$8,054
$8,054
$8,054
$8,054

Patrol - 41






Mobile Video
$21,285
$19,070


$50,000

Audio Recorders




$20,875

MC Modems



$4,150


Warrant Officer



$75,677
$68,118

Traffic Officers


$148,084
$70,294
$72,403

Crossing Guards


$7,889
$7,889
$7,889

Shift Differential


$53,652
$53,652
$53,652

Officers & Equip.

$334,399
$205,563
$211,730
$218,082

CID - 42






Assignment Pay



$18,000


Training & Recruiting - 43






SWAT Equipment



$12,300


Quartermaster - 45






Treadmill



$5,000


Quartermaster


$24,633



Copier Replacement


$3,471



Battery Analyzer
$2,475





Communication/

Jail - 46






Communications Manager



$62,481
$64,355

Shift Differential



$18,720
$18,720

Language Line



$1,200
$1,200

Communications Operator


$28,284
$28,173
$29,018

Security Upgrade


$3,000



Item
1997-98
1998-99
1999-00
2000-01
2001-02

Special Services - 48






Animal Control Officer




$68,333

School Resource Officer



$74,082
$68,118

Alarm Permit Coordinator


$66,257
$37,683
$38,813

Information Services - 49






Police Assistant



$43,287
$36,000

Evidence Area Roof
$14,652





Furniture In Evidence
$6,276





Single Year Increase:
$279,217
$387,390
$397,363
$329,897
$139,208

ONGOING ANNUAL OPERATING COSTS:
$279,217
$498,051
$724,961
$927,664
$1,031,269

Introduction

Introduction


The planning process is a time to develop a road map of department goals, which will lead us toward fulfillment of the overall mission of the city and department.  In addition, it is a time to plant seeds of intention into the minds of city administrators and the employees of the department so that those affected will have an understanding of the department's intended direction.


We start by stating the City's mission and vision statements and how they apply to the police department's operation.  There is one vision statement that directly relates to the police department and two others that apply generally.  The first chapter addresses how these vision statements relate to the operation of the department.


Along with keeping the mission of the City in mind, we must know what will be our challenges.  We can identify these in two ways; by looking at past trends and by identifying new dynamics (paradigm shifts, if you will) that past trends may not reveal.  We start with a look at our past in the next chapter and project what we think our city will look like in ways relevant to the police department for the next five years.  We should always be mindful that there will be things come up that we could not predict.  We should remain flexible and be willing to modify the plan as unpredicted issues appear.


Once we had the past trend and new dynamics in mind we were able to go forward with the planning process.  Our department used the SWOT (Strengths, Weaknesses, Opportunities and Threats) method and we started by brainstorming for the four categories.  Once we identified what issues we wanted to address, we went about prioritizing these issues.  

From there, we pinpointed what resources we needed to address the issues we identified.  We did this by division but we also recognized certain things applied to the whole department.  Depending on what the issue was, we placed them in the division most likely to have the most impact from those issues.  These chapters give a brief history and the methodology used to address pertinent SWOT issues.  We then state the proposed personnel, equipment and operational changes with possible options.  

Finally, we identified the costs of the requests.  These include any options and breakdown the costs by category.

Mission and Vision Statements

City Mission and Vision Statements

The College Station City Council has adopted a mission statement and eight vision statements that represent the goals the Council has for the City.  These goals serve as the guiding principles for the Council and City employees to focus their strategic plans.  

The mission statement reads:

On behalf of the citizens of College Station, a unique community and home of Texas A&M University, the City Council will promote the safety, health and general well-being of the community within the bounds of fiscal responsibility while preserving and advancing the quality of life resulting in exceptional civic pride.

The eight vision statements read:

As a result of our efforts, citizens will:

· Access the highest quality of customer focused city services available at reasonable cost.

· Live in a safe, secure and healthy environment.

· Live in a clean environment that enhances and protects the quality of their lives.

· Be enriched by a range of cultural arts and recreational opportunities provided through citywide initiatives and collaborative efforts.

· Participate and contribute to the health and future of our community.

· Easily travel to, within and from the community.  

· Contribute to and benefit from living in a strong and diverse economic environment.

· Live in well-planned neighborhoods suited to community interests and lifestyles.

The College Station Police Department has adopted a mission statement that reads:

We, the members of the College Station Police Department, exist to serve the citizens of and visitors to our community with respect, fairness, and compassion.  We are dedicated to the prevention of crime; the protection of life and property; the maintenance of law and order; the enforcement of laws and ordinances; and upholding the constitutional rights of all those within our jurisdiction.

With a philosophy of service to the customer, we have established goals and objectives designed to achieve our mission.  By the investigation of all offenses and incidents that come to our attention, we seek to improve the quality of life and sense of security in our community.

We hold ourselves to the highest standards of law enforcement conduct and ethics.  We seek to earn and maintain public confidence by holding ourselves responsible to those we serve.  With the knowledge that we are servants of the public, we dedicate ourselves to professional growth and development through effective leadership training.  

All the vision statements apply to all City operations but there is one vision statement that applies most direct to the police department.  This is Live in a safe, secure and healthy environment.  The police department's mission statement fosters this vision statement by specifying the ways in which we can provide safety and security.
More directly, Strategy #3, To increase the safety and security of our streets, we will take action to promote public safety has three sections the department has been charged with enacting.  These are the red light enforcement, accreditation and reserve programs.  All three of these programs address issues that will be concerns throughout this five-year plan.  

The department has also identified two other vision statements that affect our operations.  The first was Access the highest quality of customer focused city services available at reasonable cost.  The department experienced a period of high turnover in late 1998 and early 1999.  Recent improvements have been received enthusiastically, but the prior turnover left a lasting impression on the personnel that remained.  It was identified as one of the premiere issues that could again affect our ability to operate if the City were to allow this to slip to the level it was back then.  We also kept this in front of our minds when we were trying to identify future needs.  The ability of the City to provide competitive compensation will be directly affected by the number of personnel we request.

In this same vision statement, employee development was identified as an issue.  Considering that it takes on the average one year to replace an officer that leaves, having incentives for personal development is in the best interest for longer retention of personnel.  Professional development also plays a big part in the quality of the services our people provide.  Past experiences have proven time and time again that quality training plays a big part in having an effective, professional department.

The other vision statement we felt affected the department's operations was Easily travel to, within and from the community.  The red light enforcement implementation plan to address vision statement #2 is a direct result of traffic congestion and accidents at major intersections.  Without a thoroughfare plan that allows for the safe and efficient movement of traffic, many of the department's resources will have to address traffic problems that would be better put to use addressing crime in our city.  

The next chapter outlines our projections; a necessary part to being able to forecast what will be needed to address the vision statements.  With the vision statements at the forefront of our minds, we proceeded to the Strengths, Weaknesses, Opportunities and Threats (SWOT) analysis.  In that chapter we identify what we consider are the most important issues to provide the best services possible to the Citizens of College Station.  

Projections

Projections


As with any attempt to predict the future, we must take any statement with a grain of salt.  Individual events, both of a long and short time duration, can have profound effect on the growth and nature of our City.  It is often a balance between projecting historical trends with our ability to see new changes or trends on the horizon that we can obtain our most accurate picture.  It is also true that certain things lend themselves to projection through historical data while others we must identify dynamically, by studying developments in the community.  Following is a picture of the historical data with projections based upon this history.

GENERAL POPULATION GROWTH

In projecting general population growth, we consulted our planning department and compared their recommendations with those of the Texas State Data Center.  We found the Data Center's population projections for Brazos County as a single statistical area and not broken down into the separate cities.  We also found they gave three scenarios that take into account three migration scenarios: net total 0 migration growth (scenario 0.0), 1/2 the trend of migration growth between 1990 and 2000 (scenario 0.5) and the same trend of migration growth between 1990 and 2000 (scenario 1.0).


The Census change between 1990 and 2000 was 28.7%, or a 2.87% annual average.  The method recommended by our planning department was to assume a 2.5% annual increase.  This method yields the results similar to the scenario 1.0 from the State Data Center.  Historically, the State Data Center's estimates have been lower than actuality for our area.  Following are the charts illustrating these patterns and projections. 

College Station


Actual
Estimated 

Year
Population
Population

1990*
52,456


1995
58,892


2000*
67,890


2001

69,587

2002

71,327

2003

73,110

2004

74,938

2005

76,811

2006

78,732

Projections based on 2.5% growth as recommended by Planning Department

* - Census years

Total Brazos County Population Projections*


Scenario 0.0
Scenario 0.5
Scenario 1.0

2000
152,415
152,415
152,415

2005
156,418
160,550
164,798

Total 5-year Change
4,003
8,135
12,383

Total % Change
2.6%
5.3%
8.1%

Average Annual % Change
0.5%
1.1%
1.6%

* - Figures obtained from Texas State Data Center
POPULATION BY AGE

As stated before, growth has been and will continue to be the major issue affecting the service the police department provides.  Reviewing the population trends from the 1990 and 2000 Census', we realized there has been a slight down turn in the percent of persons between the ages of 18 and 23, from 51.2% to 48.7% of the population.  This would be expected since TAMU has limited its enrollment yet the City had continued to grow.  The overall numbers for this age group are still tremendous when compared to the number of people in the other age groups.  This trend could be reversed if Blinn continues to grow as projected.  

There was an increase in the percentage of the total population of persons above the age of 40.  The percentage this group increased was about twice of what the college age group decreased but the overall numbers were still much less.  There is one other trend that was noticeable.  The age group between 30 and 39 also decreased.  Most of the persons in this group are usually in the workforce and not in college.  

Primary and Secondary Student Population Projections

College Station Independent School District
Year
High School
Jr.  High School
Total District

2001
2,149
1,131
7,438

2006
N/A
N/A
7,798

Figures obtained from CSISD Administrative Office.  Only total 

District projection figures were available for 2006.

University Population Projections

Texas A&M Enrollment
Year
Actual
University


Enrollment
Projections

1997
41,461


1998
43,389


1999
43,442


2000
44,026


2001
44,618


2002

45,000

2003

45,000

2004

45,000

2005

45,000

2006

45,000

Actual and projected figures obtained from Texas A &M University Registrars Office. 
Blinn (Bryan Campus) Enrollment

Year
Actual
College


Enrollment
Projections

1997
7,323


1998
7,531


1999
7,984


2000
8,649


2001
9,164


2002

9,534

2003

10,106

2004

10,712

2005

11,355

2006

12,036

Actual and projected figures obtained from Blinn

College Institution Research.
Age Group Comparisons


1990
2000


Age

Percent of Total Pop.

Percent of Total Pop.
Percent Change

0-17
7,238
13.8%
9,789
14.4%
0.9%

18-23
26,859
51.2%
33,037
48.7%
-1.6%

24-39
11,619
22.1%
13,500
19.9%
-1.9%

40-59
4,750
9.1%
8,183
12.1%
3.2%

Over 60
1,990
3.8%
3,381
5.0%
1.3%

Totals:
52,456
100%
67,890
100%


Figures obtained from U.S. Census

Age Group Projections


2002
2003
2004
2005
2006

0-17
10,373
14.5%
10,678
14.6%
10,991
14.7%
11,314
14.7%
11,645
14.8%

18-23
34,347
48.2%
35,020
47.9%
35,705
47.6%
36,403
47.4%
37,113
47.1%

24-39
13,860
19.4%
14,041
19.2%
14,223
19.0%
14,404
18.8%
14,586
18.5%

40-59
9,025
12.7%
9,470
13.0%
9,931
13.3%
10,410
13.6%
10,906
13.9%

Over 60
3,721
5.2%
3,901
5.3%
4,088
5.5%
4,281
5.6%
4,481
5.7%

Total
71,327
100%
73,110
100%
74,938
100%
76,811
100%
78,732
100%

Projections based on changes from 1990 to 2000 Census using 

percent changes in preceding chart. 
POPULATION BY RACE & ETHNICITY

We also showed some change in the racial composition of the City.  Using the 1990 and 2000 Census figures, there was a slight decrease in the percent of white and black people in the City with an increase in the number of Asians, American Indians and of other races.  The 2000 census also allowed people to show if they were from two or more races.  This was almost 2% of our population, adding to the diversity of our community.

The major ethnic group for Texas is Hispanic.  They are also the fastest growing ethic group.  However, number of people with Hispanic ethnicity in our City remained relatively the same, with an increase of 1%. 

Population by Race


1990
2000

Race
Number
Percent
Number
Percent

White
43,520
83.0%
54,673
80.5%

Black
3,293
6.3%
3,698
5.4%

American Indian
108
0.2%
206
0.3%

Asian or Pacific Islander
3,428
6.5%
4,995
7.4%

Other
2,107
4.0%
3,036
4.5%

Two or more races
N/A*

1282
1.9%

Total
52,456
100.0%
67,890
100.0%

* - not available for 1990 Census.

Population Projections by Race


2002
2003
2004
2005
2006

Race

%

%

%

%

%

White
57,084
80.0%
58,329
79.8%
59,599
79.5%
60,897
79.3%
62,223
79.0%

Black
3,757
5.3%
3,785
5.2%
3,812
5.1%
3,838
5.0%
3,863
4.9%

American Indian
231
0.3%
244
0.3%
257
0.3%
271
0.4%
286
0.4%

Asian or Pacific Islander
5,376
7.5%
5,576
7.6%
5,783
7.7%
5,997
7.8%
6,218
7.9%

Other
3,261
4.6%
3,379
4.6%
3,501
4.7%
3,627
4.7%
3,757
4.8%

Two or more races
1,618
2.3%
1,797
2.5%
1,985
2.6%
2,180
2.8%
2,384
3.0%

Total
71,327
100%
73,110
100%
74,938
100%
76,811
100%
78,732
100%

Projections based on annual changes from 1990 to 2000 Census.

Population by Hispanic Ethnicity


1990
2000

Hispanic
4,679
8.9%
6,759
9.9%

Non-Hispanic
47,777
91.1%
61,131
90.1%

Total
52,456
100.0%
67,890
100.0%

Population Projection by Hispanic Ethnicity


2002
2003
2004
2005
2006

Hispanic
7,258
10.2%
7,520
10.3%
7,790
10.4%
8,070
10.5%
8,358
10.6%

Non-Hispanic
64,069
89.8%
65,590
89.7%
67,147
89.6%
68,742
89.5%
70,374
89.4%

Total
71,327
100%
73,110
100%
74,938
100%
76,811
100%
78,732
100%

Projections based on annual changes from 1990 to 2000 Census.

CALLS FOR SERVICE

The main effect growth has had on the department is the number of calls our personnel handle.  The actual number of crimes reported has only risen slightly.  Where we have seen a marked increase has been in the number of incident calls.  These calls include public assists, civil matters, community contacts and other calls of a non-criminal nature.  It also includes preventative calls such as suspicious persons, close patrols, alarms and other calls where no criminal activity was detected but the reason for the call was because criminal activity was suspected.  Although the majority of our calls are of this "care-taker" nature, our ability to address those types of calls precludes us from having to deal with more of the criminal-type calls. 

As the following charts show, the number of crimes committed has risen slightly.  Where there has been a dramatic change is the ratio of crimes per population.  There we show a significant decrease (-4%).  Much of the credit for this goes to the quality the city as a whole has maintained.  College Station citizens do not tolerate criminal behavior and have been very supportive of the police department in its actions.  It also supports the main premise behind community policing; that it is not the police alone that reduce crime but a combination of police and citizens. 

When trying to project calls for service, a good method is to assume the calls will follow the patterns of the past.  It is also useful to use a longer time period to establish the rate of change.  This will aid in keeping us from over- or under- projecting any changes.  We went back and looked at the average annual increase over the last ten years (4.6% total calls) and over five years (5.9% total calls).  We felt using the more conservative ten-year rate for the projections would give us a more reasonable picture.  However, to save space the historical charts shown are only for the last five-year period.  We also estimated the number of citations, warnings and arrests (included in total calls) based on 10-year historical changes for those categories.  

Two categories that may show a drastic change are arrests and citations due to the new racial profiling law.  We do not have a clear idea of what the effect of this will be.  In other states where this law has been implemented results have varied.  San Jose, California experienced an increase in the number of stops.  Brookline, Massachusetts experienced a large drop.  Other agencies have had small drops and increases.  The bottom line is the law affects each agency differently and we will not be able to predict its effect on us until we have some experience with it.  

Calls for Service per 1000 Population


Per 1000 Pop.

Per 1000 Pop.

Per 1000 Pop.

Per 1000 Pop.

Per 1000 Pop.


1996

1997

1998

1999

2000


Population
60.440

61,645

63,852

65,797

67,890


Total Calls
44,878
743
49,987
811
53,730
841
56,781
863
58,085
856

   Incidents
34,413
569
40,953
664
41,974
657
45,136
686
46,590
686

   Total Crimes
8,634
143
9,034
147
9,526
149
9,513
145
9,309
137

Part 2 Crimes
5,755
95
6,014
98
6,677
105
6,981
106
6,573
97

Major Crimes
2,879
48
3,020
49
2,849
45
2,532
38
2,736
40

   Accidents
1,828
30
2,259
37
2,230
35
2,132
32
2,186
32

Citations
19,998
331
15,259
248
16,712
262
22,766
346
26,382
389

Warnings
6,667
110
6,965
113
12,354
193
14,129
215
16,058
237

Arrests
2,494
41
2,543
41
3,455
54
3,850
59
3,774
56

Figures obtained from College Station Police Department Activity Reports.

"Total Number" and "per 1000" Population Changes from 1996 to 2000

Total %

Change
Avg. Annual % Change 

(total change/5)
Total % Change 

per 1000 Pop.
Avg. Annual % Change per 

1000 Pop.

Population
12.3%
2.5%



Total Calls
29.4%
5.9%
15.2%
3.0%

   Incidents
35.4%
7.1%
20.5%
4.1%

   Total Crimes
7.8%
1.6%
-4.0%
-0.8%

Part 2 Crimes
14.2%
2.8%
1.7%
0.3%

Major Crimes
-5.0%
-1.0%
-15.4%
-3.1%

   Accidents
19.6%
3.9%
6.5%
1.3%

Citations
31.9%
6.4%
17.4%
3.5%

Warnings
140.9%
28.2%
114.4%
22.9%

Arrests
51.3%
10.3%
34.7%
6.9%

Projected Number of Calls Based on Past 10-Year Average Annual Increase


2002
Per 1000 Pop.
2003
Per 1000 Pop.
2004
Per 1000 Pop.
2005
Per 1000 Pop.
2006
Per 1000 Pop.

Population
71,327

73,110

74,938

76,811

78,732


Total Calls
63,552
891
66,475
909
69,533
928
72,731
947
76,077
966

  Incidents
50,975
715
53,320
729
55,772
744
58,338
759
61,021
775

  Total Crimes
10,185
143
10,654
146
11,144
149
11,656
152
12,193
155

Part 2 Crimes
7,192
101
7,522
103
7,868
105
8,230
107
8,609
109

Major Crimes
2,994
42
3,131
43
3,275
44
3,426
45
3,583
46

  Accidents
2,392
34
2,502
34
2,617
35
2,737
36
2,863
36

Citations
31,517
442
34,448
471
37,652
502
41,154
536
44,981
571

Warnings
19,360
271
21,257
291
23,340
311
25,627
334
28,139
357

Arrests
4,509
63
4,928
67
5,386
72
5,887
77
6,435
82

Total calls, citations, warnings and arrests are based on past changes.

Number of incidents, crimes and accidents are based on past percents of Total Calls. 
SWOT Study & Analysis

SWOT Study & Analysis

STUDY

During our meetings we identified several issues that will affect our ability to provide services to our community.  They fall into two main categories; those which we as a department can address and those which must be addressed by others.  From there we prioritized the issues, identifying those that were absolutely necessary and those that had less urgency.  We also noticed that many of the items we identified often qualified for more than one category.  For instance, community support is a strength but it is also an opportunity.  It could also be a threat if we fail to recognize its importance.  Following is an outline of those issues and a brief description of how they will affect the department. 

Strengths


We found numerous levels where we demonstrated strengths.  On a city-wide level, current salaries and benefit packages, providing equipment and support from the community; on a department level, clear policies and procedures, training and hiring practices, innovative programs and a community policing philosophy; on an individual level, adaptability, attitude and professionalism.  Each of these levels have been key to our ability to perform our mission.  But it does not end there.  There is a certain synergy that has occurred between these three that has created a situation where we have achieved much more than the sum of these strengths.  We broke down our findings into five main areas:

· Quality Human Resource Practices - Our salaries, benefits, training, hiring and recruiting were all areas we felt contributed to the overall success of our department.

· Community Policing Philosophy - The change from a program to a philosophy has changed the approach all employees take in dealing with their job.  They no longer deal with an issue on an individual basis but try to identify problems that require a comprehensive approach.  It not only deals with catching the criminal who committed a particular crime, but with the situation that created the environment where the crime could be committed.

· Accreditation - This is one of our major avenues of benchmarking ourselves against other agencies.  It has caused us to maintain an up to date policy manual that is used frequently rather than a document that is only used when something has gone wrong. It has given us insight into developing problems and allowed us to address them before they became an issue in our area.  

· Innovative Concepts - Our School Resource Officers were among the first to offer courses high school students could take for credit, both at the high school and college level.  The Noise Abatement program resulted in a 20% drop in the number of loud party calls for 2000.  The Citizen's Police Academy has been successful in educating our citizens in the role we play in society.

· Quality Equipment - Officers are supplied with excellent weaponry at all levels. Computers are available in our patrol cars and in our offices.  Radios are issued to each officer.  These are just some of the examples of equipment we supply that show we insure our officers have what they need to get the job done properly. 

Weaknesses


As with any organization, there is always room for improvement.  Some of our weaknesses were internal but some also involved outside influences.  Either way, they need to be addressed.

· Human Resources - Lack of staff and retaining staff were two issues that are entwined.  Lack of staff occurs, not because we do not have enough positions available, but because it takes approximately one year to replace an officer that has left.  During this time period, even though a new officer is on the payroll, he or she is not functioning as an officer that can perform the full duties.  Because of this, retaining good officers is also an important issue.  We also have experienced problems with obtaining training facilities for law enforcement topics.  We have had to resort to using a private facility for firearms training and have had to reschedule emergency vehicle operation training due to conflicts with scheduling at the Riverside campus.  We have also recognized a need to have more bilingual officers.  We have seen a particular need for Spanish speaking officers but we have also had experienced needs in other languages due to the number of international students attending A&M.  

· Management Issues - As with any organization, we found there is always room for improvement in communications.  We also noted that we have a tendency to overuse key people. 

· Facilities - By far one of the biggest complaints line personnel have is the lack of parking space available.  We are also bulging at the seams in regards to storage and office space.  We have a separate committee working on a CIP project to deal with this issue alone due to the sheer size of that task.  

· Inter-Agency Operability - At this time, if a disaster were to occur in either Bryan or College Station, we would not be able to have a viable method of radio communications between the police departments (the fire departments has to settle on placing each agency's radios in the other agencies units).  Hand-in-hand with this is the lack of interoperability with computers.  A prime example of this is officers who try to check a person for warrants must have Communications call the 911 dispatch center to have the records looked up manually.  

· Equipment - Foremost in this area is the current dispatching (CAD) and records system (RMS).  We are currently in the process of evaluating three finalists for a RPF to address this but so far have found the vendors we wanted to apply were turned off by the amount available for this project.  Another issue that probably will not be feasible but none the less was requested by officers was the possibility of a take-home program, similar to one in place in Bryan.  

Opportunities


As with our strengths, we found an abundance of possibilities.  Many of the opportunities are weaknesses just waiting to be taken advantage of.  

· Community Support - As with any City department, without the support of the community there is a limit to how effective an agency can be.  City employees benefit from tremendous community support and the police department is no exception as demonstrated by the annual survey.  However, we view this more as an opportunity than a strength because it is something that must be maintained and developed in order for it to continue.  It also has a large potential for being a threat.  Therefore, we decided we should treat this as an opportunity, recognizing it can change in a moment if we fail to recognize its importance.

· Other Agencies and Associations - Private organizations such as the Apartment Association and the Chamber of Commerce are great resources for promoting programs that address issues in their areas.  The Apartment Association was very instrumental in getting information to the apartment managers to support the noise abatement program.  Our connection with the International Student Association was instrumental in laying the groundwork to addressing problems international students were having.  Another example is the police escort we provide to probation officers making home visits.  This has had a two-fold effect in that the probation officers have the ability to act upon violations directly and officers get to know who the probationers are and where they are located.  Perhaps the most ignored association we have is with Texas A&M University.  There are multiple resources available for use if we could only identify them as such.  The "Bee a Good Neighbor" is an example of the potential there.  

· Funding - This one is truly a double-edged sword.  So much so that we felt we needed to list it both as an opportunity and a threat.  We should continue to seek grant funding to support effective programs and follow this seed money with proper funding from City sources.  We should also identify sources of private funding.

· Communications - Just as this is a weakness, it offers an opportunity for improvement.  It will require the cooperation of Bryan PD, TAMU PD and Brazos Co. SO, but interoperability between radios and computers is not out of the question.

· Growth - Again, this can be a double-edged sword.  It can bring great resources to provide new programs and support current ones or it can become a burden, requiring more resources than it can supply.  

Threats


This area was most perplexing to our department in part because many of the threats identified are ones we can not deal with directly and are often something we can not do anything about.  As an example, no matter how hard we try, if the City fails to provide adequate thoroughfares for transportation, the police department will have to divert resources to deal with traffic problems.  From another angle, often times the police department becomes the last chance for persons needing services that other agencies fail to provide.

· Funding - Unfunded mandates place demands on department budgets as they scramble to meet the requirements of new laws.  For example, the intent of the racial profiling bill is admirable, but has already placed a burden on the City to provide the necessary equipment.  Also out of the reach of the department to address directly are the dwindling grant resources and the possibility of a stalled national economy.  Another future possibility is the potential for funding to be withdrawn for the Narcotics Task Force.  

· Human Resources - Foremost in the near future will be our inability to provide adequate training due to lack of facilities.  Law enforcement training requires a certain amount of open space for many of our topics and a hands-on approach.  In particular, firearms and vehicle operations need large spaces but classrooms would also be useful and could probably be built at a much lesser cost than if they were to be located within the PD building.  The facility would not have to be for exclusive use by the police department and could serve as a training center for other City departments.

· Expectations - When other resources have failed a person, they often end up using the police department as a last resort.  MHMR is a prime example of an agency that has immersed itself in a bureaucracy that has made it totally ineffective in providing the very services they are meant to provide.  Witness the fact that police officers have to escort mental health subjects to hospitals and wait for a MHMR representative.  Police officers are ill equipped to handle these types of subjects and this lack of accountability from a state agency is a shame.  Additionally, if our calls for service increase as expected, we must find methods of dealing with the increase if we are to maintain our current level of service.  Expected protection during special events has shown a short-term increase but this appears to be an issue that will have a long-term effect.  Another example is the issue of "homeland security".  Since the attack in New York on September 11, 2001, citizens everywhere have been turning to their local government for reassurance that we have taken appropriate steps.  Our help in increasing security at A&M football games is an example of this and we expect this to continue.

· Communications - Just as this is an opportunity, it can also be a threat if we do not find a way to address it.  As the area grows, the need for quick easy communications also grows.  The sheer mass of information can become so large that agencies can become overwhelmed and loose their effectiveness.  Centralizing records such as warrants can ease that burden and increase effectiveness dramatically.  The need for interoperability between the four local law enforcement agencies will only increase and now would be the time to accomplish this.  Not only is communications between agencies important, but also communications with our citizens.  In particular, minority groups pose a challenge to the police department to keep the channels of communications open.  Ethnic differences can serve to polarize the department and its citizens if we are not proactive in this area.

· Infrastructure - Though most of the issues we identified in this category did not pertain directly to police operations, they do have an indirect effect.  Thoroughfare planning, from the relocation of the railroad tracks to the number of north/south corridors, can place high demands on police services if not done correctly.  One minor issue we identified was our own security.  Entry into the secure areas of our building, in particular the Communications area, can be accomplished rather easily.  

· Annexation - This is another one of those topics that could also be identified as applying to more than one category.  Current annexation plans should not have any short-term effect on the department.  The long-term effect however could be much more substantial, depending on what kind of development occurs in these areas.

ANALYSIS

The prior list of topics is a comprehensive look at the future challenges for our department.  Now for a look at which ones we felt were most important.  The highest categories were identified as Community Policing (Strengths), Community Support (Opportunities) and Public Expectations (Threats).  These three are inter-related so much that they could almost be identified as different views of the same issue.  Community policing requires the support of the community and is directly affected by our ability to provide services.  Without the resources to deal with issues adequately, community policing becomes a hollow shell.  

Next were the Human Resource Issues (Strengths, Weaknesses & Threats).  Without quality personnel, we could not continue to maintain the community policing philosophy at its full potential.  The philosophy requires employees to have the knowledge to be able to identify problems (experience & training), the time to be able to address these issues and to have the appropriate resources.  By retention of experienced personnel and maintaining a high quality training schedule, we set the scenario for continued success in this area.  

Further along, Communications (Opportunities and Threats), Associations (Opportunities) and Inter-agency Operability (Weaknesses) are also related.  The ability of the local agencies to support each other at critical times lessens the need to build reserves separately.  This in turn frees funding for other programs.  Communication on a personal level is an integral part of community policing.  By building and maintaining the lines of communications with citizen groups within our community we can identify the issues they feel are important.

Accreditation and Innovative Agency Concepts (Strengths) have played a major role in our success.  Accreditation supports our community policing philosophy by causing us to constantly evaluate ourselves.  Our willingness to try new approaches has allowed us find what approaches do, and do not, work.  

Lastly, issues we can not affect directly but none the less have a major impact on our operations are, Funding (Opportunities & Threats), Growth (Opportunities) and Infrastructure (Threats).  Funding also affects Equipment (Strengths & Weaknesses). All of these play a major roll in how well we can perform our duties.  Without the funding to retaining quality personnel to having enough people to adequately address problems, we are fighting a losing battle.  Proper growth and infrastructure can provide the resources to maintain our quality of services or, if not properly controlled, can become a means to creating a lesser level of service.  

Current
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Over the last few years the department has made adjustments to its chain of command to address changing needs.  In 1996, we tried flattening the chain of command and discovered it ineffective in maintaining the control over the various functions we perform.  We returned to a more hierarchical structure in 1998.  

In 2001, we felt there was a need to rearrange some of the functions in the department.  For example, the Training & Recruiting Division lieutenant was performing the Public Information function and the Internal Affairs function.  Both of these functions took up almost all of the time available for this position and he did not have time to address training issues.  Other areas of concern were the assignment of the Budget function to the Operations Bureau Commander and the Grant Control function to the Services Bureau Commander.  We recognized the need for the bureau commanders to have more focus on strategic and operations issues and less on day-to-day administrative issues.  At the same time, we recognized the title discrepancy with other departments of similar size for the two bureau commanders.  

With these issues in mind, we advanced the two major positions to assistant chief and created a major position to handle the day-to-day administrative issues.  Additionally, we realigned some other functions and personnel within the department to arrange the functions in a more logical fashion.  On the next two pages are two charts showing our current chain of command and function alignment.

The latest changes have been made with future realignments in mind.  One goal is to civilianize as many positions as possible without sacrificing service to the community.  Another is to align similar functions together.  We understand this is not totally possible but we should still strive for this.  One area this could be applied to is collecting all of the budget/property functions in one area.  Currently property and purchasing are under the administrative assistant.  This is beyond the scope of equivalent positions within the city.  In the mean time, the administrative major handles the budget function.  We propose that we work towards consolidating these functions under one command.   

Current Organizational Chart
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Current Alignment of Functions
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Administration

Administration


Police Administration is responsible for planning, organizing, directing, staffing, budgeting, and controlling the activities within the department by the application of policy and procedures.  It is also important for Administration to evaluate and enact changes and to ensure that these changes are being carried out as intended and the expectations of the change are being met.


The Administrative goals of this department are to provide these functions in a clear and concise manner.  To do so relies on the ability to provide an adequately trained staff, defined areas of responsibility and authority, as well as proper supervision.

Historically


In 2001, the Administrative Division (along with other major components within the department) was restructured to improve its ability to provide quality leadership.  Two assistant chief positions were created along with moving a major's position.  Functions were realigned so these assistant chiefs would have time for strategic planning and operations.  Accreditation, budget, policy coordination and other general administrative responsibilities were assigned to the major.  The two assistant chiefs have been charged with applying their extra time to the improvement of their respective operations in their daily operations and a more comprehensive approach to long-term planning.


In addition, we reinstated an administrative lieutenant position that reports directly to the chief while moving the training function back under the command of the Services Bureau assistant chief.  Prior to this, the internal affairs function, coupled with the public information officer function, had been performed by the lieutenant over the Training & Recruiting Division (training & recruiting).  This proved to be detrimental to the training function due to the time demands of these two functions.  The new lieutenant position retained the internal affairs function, along with being assigned the function of researching and maintaining grants.  He will also be instrumental in the development of an "early warning" system to identify potential problem employees and to address these issues through intervention before they reach a serious level.

Needs Analysis

The realignment we made in 2000 will serve as the blueprint for the structure of the administrative function for the next five years.  It offers us the flexibility to adapt to any new functions that may appear and delineates the duties in a more logical manner.  It also gives time to the bureau commanders to continue planning for the future, a process that is never-ending if performed properly.

We identified two other areas we felt needed to be addressed over the next five years.  We expect the administrative major's duties will grow to the point that quality will be sacrificed in some areas to maintain other areas adequately.  We expect our efforts to maintain current policies and accreditation will continue to play an integral part in our success.  These will also require more attention as our organization grows.  The day to day details of budgetary concerns will not receive the full attention they require.  We also expect to move the property function out from underneath the administrative assistant and place it under the administrative major, consolidating all of the budgetary functions.  


A second area we feel will have an increased demand will be the area of legal advice.  All too often, the demands for advice from the Legal Department have had to take a back seat to other pressing matters in the city.  Additionally, the area we require expertise falls under the criminal constitutional and prosecutorial fields rather than civil fields.  Research into ongoing court decisions and new legislation, along with liability stemming from actions by police officers, reveal an increasing demand for quick, accurate advice.  This chapter addresses administrative issues.  Other considerations we propose are addressed in their respective chapters.  For example, our proposal for a crime victim assistant is in the Criminal Investigation Division chapter.

Proposed Packages

Personnel

To address this we feel we should establish a fiscal officer position.  This would be a non-sworn position, preferable by someone with an accounting background.  The duties for this position would include keeping track of the budget on a daily basis and coordinating annual budget requests. We will be requesting this position in fiscal 2003-04.

A second position we feel will be come necessary is a legal advisor position.  We will be requesting this position in fiscal 2005-06.

Cost Analysis


2002-03
2003-04
2004-05
2005-06
2006-07

Personnel

1 Fiscal Officer

1 Legal Advisor 


Initiating Costs

$31,268

$61,153


(See Executive Summary for ongoing costs)

Uniform Division

Uniform Division


The Uniform Division is the largest division within the department.  It provides an indispensable service that plays a leading role in the accomplishment of the police purpose.  It is responsible for immediate response to all emergency situations, conducting preliminary investigations, and completing written reports relating to criminal offenses.  It investigates motor vehicle and pedestrian accidents, traffic violations, enforces parking regulations, coordinates and provides school crossing guards, and almost any other police service the public may require, such as checking on a home while the owners are on vacation, to providing first aid and life support before the arrival of EMS at the scene of a heart attack.


In addition to the typical "Police" type activities, the patrol officer also serves in a variety of other different capacities.  He or she is also a social worker, a problem solver, and a roving representative of the city.  It becomes clear the patrol officer is the principle component for which the department exists.


The Uniform Division is also the backbone to the community policing philosophy.  It is here that the seeds for addressing community issues are sown.  While sources for identifying problems come from all areas inside and outside the department, it is this division that takes a major role in providing the solutions.  Sufficient availability of patrol officers is essential if we are to continue with this philosophy. 


The realignment that occurred earlier this year did not change the alignment of personnel in the Patrol Division but it did realign some functions.  Grants that had been handled by the 1st shift watch commander were moved to the administrative lieutenant.  This will allow the watch commander more time to develop strategies to address crime trends and identify community-policing issues.  It will also allow this lieutenant more time to identify and address training issues.  We do not anticipate any other changes in the chain of command in this division over the next five years.

Historically

In 1998, CSPD went from having community policing as a project addressed by a few officers to having community policing as a philosophy for the entire department.  With this came demands on patrol officers' time.  Coupled with the steady increase in calls, these two factors have created a steady increase in the need for more personnel.

The department has implemented several things over the years, before and after 1998, to address this.  One in particular was the implementation of permanent shifts.  This moved us from having each shift to cover for rotation to being able to staff the shifts to reflect where the call loads were.  A direct result was having enough manpower at the right times to address community issues.  Early examples of this included alcohol enforcement, Northgate foot and bike patrols.  A later example included the noise abatement project.  All these issues placed demands on officer time.  None of this would be relevant if addressing these problems had poor results; the reverse seems to be true.  As an example, our noise abatement program significantly dropped the number of loud party calls.

Loud Party Call Comparison 1999-2001


No. Calls
% Change

1999
2734


2000
2201
-19%

2001
2051
-6.8%


Our community policing efforts are showing results.  By creating reductions in quality of life calls such as loud parties, we afford ourselves the time to address criminal matters more thoroughly.

Service Standard Index (Needs Analysis)

Key to identifying the personnel necessary to maintain a viable community policing effort, we have used a service index method to calculate man-hour requirements.  In late 1994, we were introduced to a new staffing formula, devised by Mr. William Beasley, a police planner in Plano, Texas.  This formula is called the " Service Standard Index" (SSI) and it has many positive points for use in determining staffing levels.  We adopted this formula to calculate our patrol officer needs in our last five year plan and found it an invaluable tool.  It also has the flexibility to adjust to changing conditions. 


The index is simply a derived number, based on time on task and percentage of available time allocated to a task, which can give the number of personnel required to perform a given number of tasks at a certain proportion of available time.  To put this in simple terms, it is a number that can tell us how many patrol officers would be needed to handle a number of calls, and it allows us to decide what percentage of their time would be spent on calls.


The SSI divides the officer's time by focusing on the portion of time that we record, this being the time on calls.  No assumptions are made on how the rest of the time is spent, other than the knowledge that part of it is spent on writing reports.  Training time, court time, briefing and debriefing time, and meal breaks, which are those parts of Administrative Time that are "captured" are taken out of the officer's available time before the calculations are made, and this increases the accuracy of the calculation.  The SSI divides the officer's time into two categories: 

Obligated Time        This category includes time spent on calls, time spent making traffic stops and writing citations, and time spent as a "back-up" or assisting other officers on calls for service.  (Back up times are calculated from actual figures captured in the computer).

Unobligated Time      This includes preventative patrol, checking on houses where people are away, actually searching for traffic violators and other problems, and writing reports.  It is important to remember that "Unobligated Time" is absolutely essential to provide quick emergency response.  Unless there is an "Unobligated" officer, there is no one available to answer an emergency call for service

The International Association of Chiefs of Police recommends that the time be allocated at 40% of time Obligated and 60% Unobligated.  However, the SSI gives us the flexibility to set that proportion where we feel it should be.  It also enables the department to predict at what level staffing becomes a critical problem.  Again, based on the study done by Plano, it would appear that "critical levels" are reached when the proportion reaches 60% Obligated and 40% Unobligated.  In this manner, the SSI gives us a "range" to work within, and the ability to set service levels consistent with expectations of the community.  We have found through experience that a ratio of 50% Obligated/50% Unobligated time is reasonable balance of effectiveness and cost efficiency.  


As predicted in the Projections chapter, we expect our call load to continue to increase.  The following chart projects the man-hours our call loads will create.

Projected Personnel Requirements Based on Predicted Call Loads


Patrol Calls (86% of total calls)
Time on calls* (hrs) 
Citation Time** (hrs)
Total Estimated Man-hours Requirements 
Actual Number of Officers Needed for 50/50 Ratio
Number of Positions Needed to Address Turnover & Training*** 

2002
54,654 
34,432
5,253
39,685
50
59

2003
57,169 
36,016
5,741
41,758
53
62

2004
59,798 
37,673
6,275
43,948
56
65

2005
62,549 
39,406
6,859
46,265
59
68

2006
65,462 
41,241
7,497
48,738
62
71

* - Average 27 minutes (.45 hr) per call.  This also includes a factor of 1.4 for officers conducting back-ups.

** - Average 10 minutes per citation

*** - The department has averaged 9.7 "openings" per month from 1997 through 2001.  This includes officers not available to answer calls while going through initial training. 
Proposals

Personnel (maintenance of current service levels)

To continue having enough time to address community-policing issues while still dealing with an increasing call load, we have to find ways to have enough man-hours available to address this.

First is to reduce service levels.  By eliminating or reducing our response to certain types of calls, we make time available for community policing that would otherwise be occupied answering calls.  One example would be to not work minor accidents where both cars can be driven away.  Accidents are one of the top 10 calls for service and reducing our response would definitely increase our time available.

A second example would be to refuse to go to alarms where the owners have repeatedly had false alarms and fail to take corrective actions, this is another of our top 10 calls for service and this reduced response would also have an impact on time available.

But, there is a price to pay when we reduce our service levels.  As we reduce our response to accidents, there would be a ripple effect on other things in the community.  Insurance rates would most probably be affected; the deterrent effect of citing at accidents would be lost; and citizen’s time tracking down information not obtained at the accident scene due to their inexperience would be lost.

The second alternative is altering our response methods rather than reducing service levels.  We use this now on a limited basis.  Examples include PSO report-taking by phone and in the PD lobby for certain calls.  Both of these methods have helped keep the calls for service answered by officers from increasing at a higher rate.

Another method we have finally been able to employ this year is the use of the laptops to enter calls and information in the field.  As this process evolves, we should be able to reduce the number of handwritten reports by using the computers for entry on minor calls (until we get a complete field reporting system, we will be limited on how much of this we can take advantage of).

We feel the level of service the Police Department provides has a major impact on the quality of life in our city.  Therefore, rather than recommend we reduce service levels, we recommend finding alternative response methods to address call load increases.  This does not mean we can stop increasing our authorized numbers of police officers.  What it does mean is we can reduce the number of officer positions we ask for by using civilians (Police Assistants) to respond to certain calls for service.  There are distinct advantages to using civilian alternatives.  First, there is no need to address non-obligated time with civilians since they do not have enforcement responsibilities. This is because their duties would be focused on the calls that did not require an immediate police response.  We also do not need to establish an overlap to be sure they are available at all times.  

For example, civilians could take burglary reports where the suspect is no longer present.  Historically, these calls require a lot of time to investigate properly.  Police Officers have to balance doing a thorough investigation with other enforcement responsibilities.  Civilians do not have this burden, thus their advantages are twofold: they can take more calls for service and they can spend more time doing the investigations.  This too, has a ripple effect.  As investigations improve, chances of catching suspects increase affording the opportunity to reduce the number of criminals on the streets.

As with using any alternative method there is a price to pay for not going strictly with hiring police officers to deal with an increased call load.  The most prevalent is the number of officers available for large-scale events.  Having the larger number of officers makes it much easier to deal with the increased demands during these events.  The problem with this approach is we end up having a surplus of officers at certain times.  There is a very effective way of dealing with manpower needs during “special events”: establishing a reserve force.  We are in the process of re-instituting this program and should have it in place and operating at the end of fiscal year 2002.

With the previous considerations in mind, we are recommending a mixed approach to address our increased call loads.  By using a mix of civilian and sworn responders, we can optimize the use of manpower.  The key to this optimization is how many civilian responders we should implement.  The last time we tried this was when we re-deployed in permanent shifts.  We requested one Public Safety Officer (PSO) as a trial run for this program.  What we did not anticipate was the marked increase in arrests by the evening and night shifts creating a demand for another PSO on the night shift, thus eliminating our ability to deploy this person as originally intended for field response.

To prevent this from occurring again, we propose hiring four civilian responders in fiscal year 2002-2003.  We would identify the days and times most likely for the calls they could answer to occur and arrange their shifts accordingly.  To calculate how many police assistants we would need we assumed an assistant could answer 1.5 times the number of calls one police officer could answer. This takes into account several things; that a police assistant does not need any non-obligated time for enforcement; that there is a certain amount of obligated time for police officers that is not accounted for, such as report writing after a call is closed; and that the police assistants will spend more time conducting investigations.   Following is an evaluation of the effect having these civilian responders could have on our personnel level.

Fiscal Year
Total Number of Positions Projected*
No. of Additional Officer Positions w/out Addition of Police Assistants
Recommended No. of Additional Police Assistant Positions
No. of Additional Officer Positions Projected with Additional Police Assistants*

2002-03
59
6
4
0

2003-04
62
3
0
3

2004-05
65
2
0
3

2005-06
68
3
0
3

2006-07
71
3
0
3


Totals
17
4
12

* - Taken from chart on page 30.

One thing to note to accurately measure how many positions can be considered fully "staffed", we subtracted the number of openings and the number of new officers in training from the total number of positions allotted.  This gave us the actual number of officers needed, which is what is necessary for the SSI to be accurate (and realistic).   

We will need to do is evaluate this program after one year.  We should identify how effective it was in freeing officer’s time and if it had an impact on officer community policing activity and productivity.  The officers should have more available time to use for community policing issues and proactive work.  Note we will still need more officers over the five-year period.  We have not placed the estimated number of officers needed in our 5-year cost analysis.  The success of the police assistant program should dictate when we should request more officers.  If they are more successful than anticipated and can reduce call loads as a higher rate, then we may be able to reduce the number of officers we request.

Additionally, as the city grows, we can expect the demands on the Traffic section of the Patrol division to also have increased demands.  An increase in the number of controlled intersections means an increase in the number of places that can develop problems.   Therefore, we are requesting one motorcycle officer in fiscal 2004-05.

Of course, all of this is dependent on whether the calls for service continue to increase as they have in the past.  If they increase at a greater rate than expected, we may have to request more personnel to handle these calls.  If they are less than expected, we will need to reduce the number of personnel requested or delay when they are requested.  

Personnel (proposed increased service level)

In August 2001, we assigned four officers on the evening shift to be deployed by bicycle on a permanent basis.  We selected two areas within the city that have historically had a high rate of incidents.  Prior to this, we had only deployed them on a part-time basis.  After reviewing the success of this type of operation in other departments, we felt we could also profit from this approach.  Getting to know the people in your beat is a particularly important aspect of community policing.  Bicycle officers lend themselves readily to the community policing philosophy in that they have a much more intimate relationship with the community they patrol. 

At the end of one year, we will be conducting an analysis of the effectiveness of this project.  If it is as successful as we hope, our intent is to expand this function to different shifts and more areas in the city.  Our proposal is to add four more bicycle officers, two in fiscal 2003-04 and two in 2005-06.  This would give us the opportunity to make connections in areas of the city that do not have a high crime rate but none the less have quality of life issues that need to be addressed.  

Equipment

We have identified several items, outside of the equipment needed to support the personnel requests, we feel will improve the operations of this division.  These are a one-ton pickup truck, a trailer to house the HNT team, less-lethal weaponry, radios for reserve officers and hand-held night vision equipment.  

We are in the process of reviewing a Request for Proposal that includes a field reporting system.  However, if the funds are not available for a system with the amount allotted, we must find a way to fund such a project separately.  The proper system will reduce the time used writing the reports.  Issues such as correcting spelling errors, making sure all forms are filled out correctly and insuring the narrative covers all the points required can be streamlined.  It will allow an officer to focus on the quality of the report rather than making sure all the blanks are filled in.  

The department is in the process of obtaining a bomb containment vehicle from Hartford, Connecticut.  This can be used to transport suspected bombs to remote locations where they can be destroyed safely.  The vehicle is a 5000-pound trailer, which requires a large truck to tow it safely.  Additionally, the department will be requesting a trailer to house the hostage negotiation team during an incident.  We are requesting a one-ton pickup truck for fiscal 2002-03.  It will give us the flexibility of mobile equipment without the expense of having a vehicle for each function.  


As for night vision, the fire department readily allows us to use their recently acquired FLIR (forward looking infrared radar).  The fire department uses this equipment to find people in smoky and it lends itself to find people in open areas.  However, this equipment is very expensive and there are some less expensive alternatives that would suit our purposes most of the time.  This equipment, often called starlight scopes, relies on available light to illuminate objects.  It can be purchased with magnification abilities, a plus when trying to watch or locate persons in large areas.  We are proposing we purchase three night vision systems for fiscal 2004-05.  We do not need one of these in every patrol car but it would be helpful for the patrol units to have them available for certain applications.


The Hostage Negotiation Team (HNT) currently operates out of where ever they can find a spot.  Many times they have operated from a vehicle to get out of weather or away from noise.  On the times they have been able to set up and operate out of the PD, they have found they are much more effective if they have a space away from other units.  Keeping background noise out and recording the conversations and having a second person able to listen in (through the HNT phone) all contribute to the successful resolution of hostage and barricaded person situations.  A trailer would allow the team to set up remotely, closer to where the situation was occurring and still be isolated from other units working.  By using a trailer we eliminate the need for maintaining a motor vehicle. We are proposing we purchase one trailer set up for hostage negotiations in fiscal 2002-03.


In fiscal 2001-02, we re-initiated a reserve officer program.  We will be able to equip the officers with uniforms, weapons, etc. from the supplies we have in store.  However, we do not have enough radios to equip the reserves.  We are proposing we add 2 hand units in fiscal years 2002-03, 2003-04 and 2004-05.


The department current has three 37mm rubber bullet rifles.  One is assigned to SWAT and the other two are in the sergeant's patrol units.  These fire a rubber baton to knock down people at a safe distance without use of deadly force.  The proposed weaponry would further our less-lethal capabilities by equipping each patrol car with a paintball gun capable of rapid fire of small (~1") pellets filled with pepper powder.  This has a similar effect to pepper spray but also inflicts a painful sting without permanent injury when applied properly.  By having one in each patrol car we make less lethal technology available to more officers.  It is also easier to use and the cost per unit is much less.  We propose equipping each patrol car with a less-lethal weapon in fiscal 2003-04.

Cost Analysis


2002-03
2003-04
2004-05
2005-06
2006-07

Personnel
4 Police Assistants 
2 Bicycle Officers
1 Motorcycle Officer
2 Bicycle Officers


Initiating Costs
$165,412
$103,916
$74,670
$103,916


Equipment
1 One-ton Pickup; HNT Trailer; Reserve Radios
Reserve Radios; Less-lethal Weaponry
Reserve Radios; Night Vision Equipment; 



Initiating Costs
$49,060
$37,060
$17,560
$0


Total Costs
$214,472
$140,976
$92,230
$103,916
$0

(See Executive Summary for ongoing costs)

Criminal Investigation Division

Criminal Investigation Division

The main purpose of the Criminal Investigation Division (CID) is to work major crimes and conduct follow-up investigations of other criminal offenses.  These investigations are done with the objectives of having the offender prosecuted and to return any property that may be involved.  The detectives can be utilized to work stake-outs in high crime areas or defined trouble locations, follow-up on patrol arrest that require further investigations, gather intelligence information, pawn shop inspections, assist other agencies, as well as other duties.  


The Criminal Investigation Division currently consists of a Lieutenant, a Sergeant, 9 Detectives and 1 Forensic Technician.  In addition, there are currently two (2) officers on detached assignment to the Brazos Valley Narcotics Task Force who report to the division commander


This Narcotics Task Force is a multi-agency effort to address drug related crimes.  The Task Force is made up of officers assigned from the various participating agencies.  The investigators assigned to the Task Force typically do not carry any of the day to day workload of core investigative responsibilities of the department.  They are primarily utilized to address drug related crimes.  However, these officers have assisted the Criminal Investigations Division in major crime investigations when the need arises.  


The following is an illustration, which depicts the Criminal Investigation Division as is exists today.  
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Historically


In the past 5 years, the Criminal Investigation Division has been able to maintain the caseload presented by the department’s increasing activity by adding a detective in the 1995.  In 1998, the Special Operations Squad (SOS) was added to provide a proactive approach to criminal investigations.  The unit was disbanded in 2000, mainly due to turnover and the need to maintain staffing in other areas of the department.  Two positions from the SOS squad were transferred into the full time detective positions and the other two positions were placed in training and patrol.  Turnover in the division due to transfers and resignations has created a situation similar to the issue that exists department-wide.  How we dealt with the department-wide problem was to establish an over-hire program.  Although the additions to this division are not over-hires, the effect they have on the operations is the same.  

Average Monthly Caseload from 1996 to 2000

Year
Number of cases sent to CID per month
Avg. number of cases assigned to detectives per month
Avg. number of detectives
Avg. number of cases carried over
Average Monthly Caseload

1996
352
23
8
9
32

1997
392
29
7
16
45

1998
413
31
6
17
49

1999
400
27
7
17
43

2000
385
23
7
18
41


It has been our experience that an assigned caseload of over 25 cases begins to affect the ability of the detective to devote the amount of time necessary to properly investigate each case.  An optimal assigned case level is 25.  With this level, detectives have adequate time to conduct investigations properly.  We use a case management system to identify cases with the greatest potential to be solved.  With this method however, some cases with less potential are dropped due to time constraints.  

NEEDS ANALYSIS


As noted in the Projections chapter, the number of cases per 1000 population has dropped but the number of actual cases has increased slightly.  We expect this increase to continue as this lesser rate but have identified some other issues that will affect the time available for investigations.  There has been a trend of investigations taking on a much higher level of complexity than in the past.  Computer and other white-collar crimes require a certain expertise and an increased amount of time to investigate compared to the average theft.   Child victim crimes have also placed higher demands on the detectives' time.  We have seen an increase in the number of these types of crimes and have no reason to believe this increase will subside.  


There is another type of investigation that we have not had to experience much but when we do, it has required the efforts of the entire division.  These are capital murder cases.  Most of the murders we have investigated in the past have been capital crimes.  The expected level of investigation these cases now demand a level of proof that not only includes proving that a particular person did commit the crime and that there was not opportunity for another person to commit the crime, but also showing the history of the accused and why they should receive the death penalty.  This may seem simple on the surface but in fact takes a large amount of background investigation. 

Proposals

Personnel


With the increase in the number of cases assigned and the demands of increasingly complex investigations, there will be a need for more personnel to conduct basic investigations.  The goal of the division is to reach a staffing level to get the assigned cases per month down to 15.  With the average carryover of 10, this will give them a caseload of 25 per month.  This would allow for better quality investigations by each Detective and allow time for the Detective to work on some preventive measures to reduce crime. 

Currently, the Criminal Investigation Division has only one sergeant.  This sergeant currently is responsible for the supervision of 9 detectives and the forensic technician.  It is essential that we add an additional sergeant to split the workload.  With two sergeants in place, this will allow for the division to try new and innovated ways of investigating major crimes and look into investigating crimes by geographic regions.  We propose adding one CID sergeant in fiscal 2002-03.

We recognize there is a potential in CID to use civilian investigators.  They could address the cases that have lesser investigative leads that none the less occasionally do pan out.  Rather than use a detective's time that could be put to use on cases with better leads, we could use the civilian investigators.    They could also be used to maintain the pawn detail, a time consuming task.  We propose adding one civilian investigator in fiscal 2004-05.

One area we expect to have an increased demand is in the area of crime victim assistance.  Currently, our crime victim coordinator is the CID sergeant and provides the minimum mandated information to victims.  He deals with this on a part time basis, identifying cases were patrol officers have failed to provide the information by sending a letter to notify the victim of their rights.  He also makes the monthly report, which accounts for these contacts.  There is quite a bit more we could be doing if we had the personnel.  This person could take over the duties currently performed by the sergeant and could also begin doing case follow-ups to see how the victim is doing.  He could also identify dependents that could be eligible and "walk" victims through process.  In particular, this is very helpful when the victim is a younger or older person.  The position could also help in explaining to employers the importance of an employee's absence to testify in trial.  We propose adding one crime victim coordinator in 2003-04.

We will review our caseload annually to insure we are keeping the division adequately staffed.

Equipment
One item we believe we will be able to purchase in fiscal year 2001-02 is a “crime scope”.  This is a light that, with the proper filters, can identify fingerprints in a large area.  This scope will have a tremendous impact in our ability to thoroughly conduct a crime scene search.  It eliminates the need to physically touch fingerprints before photographing them.  This reduces the chances of the fingerprints being defaced.  If this falls through this fiscal year, we propose purchasing it in fiscal year 2002-03.

Laptop computers have been identified as an additional need of the division.  Detectives are faced with the responsibility of writing search warrants in the field, which currently requires that they go to the area to be searched, obtain a description of the area or object to be searched, and then return to the police department to type the search warrant affidavit.  By having laptops with the detective, they will be able to type the information in the field, which will help reduce time spent traveling back and forth from the scene.  The laptop can be equipped with a modem, which will allow access to our records system and the TLETS system.  This will reduce radio traffic to Dispatch, as the detective will be able to obtain information that is needed on his own.  There are many times, when a Detective is required to stand by at the courthouse while waiting to testify in a criminal trial.  With the laptop, the detective will be able to work on case reports while waiting to testify.  These computers would replace the current desktop versions each detective has.  We propose replace the current computers with laptop computers during the replacement cycle.
There is one other item we feel will be very useful in the operations of CID this is the purchase of a computer composite drawing program.  We currently use a manual system that has very little sophistication.  The number of options available to built a composite are limited, often resulting in a less than useful result.  We propose purchasing a computer composite system in fiscal year 2003-04.  

Organization

With the addition of a sergeant, we propose we also realign the division into two teams.  The duties of these teams can be split by geography or by types of cases.  Following is an illustration of how we propose the division to be realigned.
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Cost Analysis


2002-03
2003-04
2004-05
2005-06
2006-07

Personnel
1 Sergeant
1 Crime Victim Coordinator
1 Police Assistant



Initiating Costs
$84,306
$55,000
$37,979



Other Equipment

Composite drawing




Initiating Costs

$15,000




Total Costs
$84,306
$70,000
$37,979
$0
$0

(See Executive Summary for ongoing costs)
Training & Recruiting Division

Training & Recruiting Division

The primary functions of the Training & Recruiting Division include recruiting, screening, hiring, and providing initial training for persons to fill open positions within the department, providing "in service training" for personnel to meet both local needs and legislatively mandated requirements, and to provide the link between the news media and operations of the department.


The Division consists of one lieutenant, one Sergeant and two officers.  They are responsible for all in service training and the coordination of personnel for outside training.  The section is also responsible for the recruiting, coordinating, the interview and background investigation process of newly hired personnel.  Once an individual is hired, the section is responsible for the departmental orientation and coordination of the employee training process.


In the realignment in 2001, the Internal Affairs duties were moved to the administrative lieutenant position.  This was to allow the lieutenant the time to properly address this duty along with coordinating the training function.

HISTORICALLY


In defining the needs of the department, interviews and discussions were held with current and former members of this division, with representatives of the major internal customers of the division, and with employees of similar divisions from other agencies.  The major areas of concern identified in the Needs Analysis Phase for the Training & Recruiting Division included the following areas:

Civilian Training

As of the beginning of Fiscal 2001-02, the authorized civilian staffing of the department is 43.5 “full-time equivalent” positions.  With the changes we have seen in recent years regarding the requirements, particularly legal and technical requirements for civilian employees of law enforcement agencies, the training of these employees has expanded exponentially.  Where in the past, a communications operator may have been trained by simply “working with” an experienced operator for a few weeks, sometimes only a month or so, the training of these personnel to operate at least three different computer systems, a computer controlled radio system, and to gather and distribute information mandated by local, state and even federal regulations, has expanded to a minimum of 16 weeks.  At present, this is being evaluated, as site visits with similar agencies have indicated that the training may have to be expanded to as much as 26 weeks.  In addition, personnel assigned to records, public safety officer, and even clerical duties have had extensive demands placed on them by expansion of duties, and in some cases by the “unfunded mandates” from the legislature.


Currently, one "FTO Coordinator" handles the coordination of this training with assistance from the division supervisor.  However, as we will see in the following paragraphs, this is not the only increase in demand on that position.

Sworn Officer Training


As mentioned in the paragraph above about civilian training, the training mandated by the legislature is only increasing.  Even with the change of “cycle” for this mandated training from two years to four years, the legislature has mandated two additional courses to be taught in the cycle.  This means that in-service training must now cover four specific courses every four year, instead of two courses every two years.  This is an “increase” in workload, because the preparation time is for four courses, instead of two.  While the training levels will not change for the individual officer, the training section of the department has just had it’s workload (regarding mandatory training,) doubled.


In addition to the expected changes brought on by increased demands in this area, recent events in the United States suggest that we must strive to prepare our personnel to respond to situations which might never have been considered only a few years ago.  Preparation and coordination of this training will place even more demands on this unit.


Finally, with the level of turnover we have seen in recent years, and with the increases in “basic knowledge” required of police officers, the Field Training Officer Program will have to be expanded.  In the last three years, there has been an average of 5 to 7 recruits in Field Training almost every day of the year.  With the documentation and management required to achieve the results we want, the FTO Coordinator (who also serves as a “Training Officer” for other training, as well as coordinating all civilian training in the department, is also at or approaching maximum work levels.

Recruiting


As of last year, one position in the department was reassigned to the Training & Recruiting Division to perform recruiting tasks and to assist in training operations where time allows.  This position has “taken up the slack” for a division that has been under-staffed for some time, but has almost immediately reached a point where some choices have to be made as to tasks that must be done, and those that should be done.  In a workload analysis, calculating “hours spent on task” from last year, between the three people assigned to Recruiting and Training, there were only eight (8) person/hours unaccounted for among three people!  Admittedly, we can still perform minimum functions by “picking and choosing” among tasks, but one of the tasks that has suffered because of this is “active recruiting.”  To obtain the most qualified personnel, and to insure that our department reflects the diversity of our community, we must do more “active” recruiting, particularly among the minority members of our community.  We can do this, however, we will need assets to do so, including recruiting materials, and above all “Advertising,” including things such as posters, newspaper ads, radio ads, and television ads.

Facilities


One of the most critical needs facing this division is the facilities in which to provide the needed training.  Historically, we have used the firing range at the Texas Engineering Extension Service (TEEX) Riverside Campus for firearms training, and the driving track at the same location for driving training.  For classroom training, we utilize the patrol briefing room (capacity 28 people), and for “physical tactics” training, we simply use the PD parking lot.  Each of these leaves something to be desired.  The TEEX firing range is not open for “practice” routinely, so officers cannot keep firearms skills up on their own schedule, and restrictions on the use of the range and liability concerns have forced us to use a commercial range for all qualifications during 2001.  In addition, there have been significant problems in scheduling the TEEX range due to conflicts with their own “paying” training courses, with other local agencies, and with the Federal Prison.  These have caused the department to have to re-schedule previously scheduled training dates on short notice, with all the administrative problems that causes.  The problems with use of the TEEX driving track have been very similar.

Another area of concern is the lack of a “gym” area where defensive tactics and other physical training could take place.  Almost every year, someone is injured in this training, quite often in falls on the parking lot.

The next area is “classroom space.”  During 2001, there were several occasions where the “briefing room” was in use by “in-service” training, while new employees were in orientation, and while the two conference rooms were being used for various meetings.  On one occasion, seven people conducted a full day’s orientation in a 12’ by 10’ office.

NEEDS ANALYSIS


Some of the identified needs have been addressed, or at least partially addressed, by evaluation and revision of current organization and operations.

Re-Align Responsibilities of Division Commander


In November 2001, the division will be relieved of primary responsibility for Internal Affairs investigations, this being assigned to the “Administrative Lieutenant”.  This was somewhat of a “trade-off” as the Public Information Officer duties will remain with the Training & Recruiting Division Commander, but it will allow more time for the Division Commander to be involved in the Recruiting and Training functions of the division.

Recruiting and Training Sergeant

This position is responsible for in-service training, which includes driving, weapons, self defense, law updates and training mandated by the state.  The position also supervises the recruiting officer, coordinates outside training and assists with maintaining Accreditation standards.  Future programs this position will be responsible for include developing a physical fitness standard, streamlining the hiring/recruiting process, establishing an in-house supervisors training program and rewriting our current evaluation manuals.  

FTO Sergeant

This position was upgraded to a sergeant position in January 2002.  The FTO Coordinator also currently coordinates the Field Training Officer (FTO), Communications Training Operator (CTO) and Public Safety Training Officer (PSTO) programs, which average over 9 “new employees” for these positions to keep up with and evaluate training on. 

PROPOSALS

Personnel


As identified in the Needs analysis, we need a person to manage all civilian training and coordinate initial training for civilian employees.  We recommend adding a civilian training coordinator in fiscal 2002-03.

Equipment


We have identified the need for training facilities but feel this issue is best addressed in the CIP study.

Cost Analysis

2002-03
2003-04
2004-05
2005-06
2006-07

Personnel
1 Civilian Trainer





Initiating Costs
$37,979
$0
$0
$0
$0

(See Executive Summary for ongoing costs)
Quartermaster Division

Quartermaster

This division was created in 1996 to fill the need of securing and issuing supplies and equipment, plus coordinating of building maintenance.  Prior to this, the function was assigned to the same person who was responsible for receiving and maintaining all evidence seized and ordering and issuing all supplies and equipment.  This resulted in both functions not receiving the proper amount of attention, and caused a tremendous backlog of evidence.  The hours to obtain needed property were limited and caused distribution throughout the department.  The responsibility of the division was given to the administrative assistant.  

The quartermaster duties and assignments include ordering and distributing all departmental supplies including all departmental forms.  The position is responsible for making purchase requests and communicating with vendors. It has the responsibility of maintaining inventories and records on all equipment and supplies.  In addition, the position is responsible for coordinating disposal of equipment and supplies with the city's purchasing department, prepares written reports on an established basis, and coordinates facility maintenance with the proper city department.

NEEDS ANALYSIS

Although not one of the duties currently assigned to the quartermaster we felt this division was best suited to perform the duty of fleet management.  The duty is currently between the Special Services division lieutenant and the day watch patrol supervisors.

Patrol supervisors now spend approximately 1 hour a day, five days a week delivering and returning patrol units to fleet maintenance, or other locations for maintenance and repairs.  Considering patrol supervisors make approximately $23.00 per hour this works out to approximately $115.00 per week and approximately $5,980.00 per year the department is spending to have patrol supervisors delivery vehicles for repairs and maintenance.  An individual making approximately $7.00 per hour would costs approximately $1,820 per year to perform the same function.  The 260 hours per year, spent by patrol supervisors on this function, could better be utilized by performing their primary duty of insuring that the first responders are doing the type of quality work our community demands. 

PROPOSALS

It is proposed that the responsibility of coordinating maintenance and repairs of all fleet vehicles be given to this division and we establish a position to perform this function.  At present the department has 55 vehicles of various types that perform a variety of functions.  The patrol division has 25 marked units.  It is vital that these vehicles be maintained and ready for service at all times.  Presently this takes a considerable amount of time for sworn personnel to insure this readiness.  

With the anticipated growth both of personnel and vehicles this need is only going to become greater.  Having an individual devoted to this function would relieve sworn personnel from the responsible of taking and returning all department vehicles for repairs and maintenance. For too long, sworn personnel have performed this necessary function, and as a result their primary duties to serve and protect the citizens of this community have at times been compromised.  We propose adding a fleet porter in fiscal 2002-03.  

One caveat to this recommendation is that we would just as well accept this position being established in the Public Works Department.  It does not matter to us where the position is located, just that we do not waste officer time on taking vehicles to the shop. 

COST ANALYSIS


2002-03
2003-04
2004-05
2005-06
2006-07

Personnel
1 Fleet Porter





Initiating Costs
$26,333
$0
$0
$0
$0

(See Executive Summary for ongoing costs)
Communications/Jail Division

Communications/Jail Division


The Communications/Jail Division within the Police Department is currently staffed with 1 Communications Manager, 3 Communication Shift Supervisors, 16 Communications Operators and 7 Public Safety Officers.  This division is staffed 24 hours a day, 7 days a week with a minimum staffing of 3 Communications personnel and 1 Public Safety Officer at any time.  Principal job duties for this division include receiving, processing and documentation of all calls for police, fire, EMS and animal control; answering calls for service and information received are relayed to the appropriate resource for assistance.  In addition, the Public Safety Officers are responsible for receiving, processing, documenting, and monitoring all incoming detainees for the Police Department and other agencies.  PSOs also take reports over the phone and from walk-in complainants.  

The following is an illustration, which depicts the Communication/Jail Division as it exists today.
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HISTORICALLY

With the rise in the number of calls, the radio traffic has steadily increased.  In addition, the realignment of the Patrol shifts has caused the police dispatcher to monitoring more officers.  On days when we have tactical operations we have over 20 officers on one channel.  This has become a safety issue as well as operational problem.  Often on a Friday or Saturday night officers can not get on the radio due to the congestion.  To try and get a warrant check can turn into an extended ordeal that frustrates both the officer and the person being stopped.  Even more critical, if an officer has an emergency and needs to get on the radio, he could have to wait for a registration return to be finished by the dispatcher before the officer can get on the radio.  

To deal with the radio traffic problem we conducting several experiments and determined that the use of an “information” channel would best suit our needs.  We recently implemented a two-channel system and officers use this channel to request lower priority information on subjects such as warrants, motor vehicle registrations and driver's licenses.  Calls for service are still dispatched over the primary channel along with traffic stops and emergency requests. This has been successful and we intend on continuing this.  We also directed officers to use their in-vehicle computers to reduce the amount of radio traffic by using the computer to initiate certain non-emergency calls.


In addition to the radio traffic, Communications is responsible for answering over 25,000 phone calls a month.  This is an increase of approximately 48% over the past 5 years.  Approximately 50% of the calls received in the Communications Center are received during the normal business hours of Monday through Friday, 8am to 5pm.  However, during busy nights we also experience so many phone calls and radio communications that no one is available to answer the phone without interrupting what they are already doing.  We have had to have the radio operators serve as phone operators at the same time they are monitoring the radio.  This becomes particularly tricky when the caller is in need of emergency medical assistance.  

In order to implement the information channel it was necessary to increase minimum staffing.  Currently we have a minimum of 1 PSO and 3 Communication personnel.  We increased this to 4 communications operators.  This would allow for 3 radio operators and 1 call taker, still depending on the PSO to assist with phones.  This did not result in the addition of any new personnel.  The workload was redistributed and the position configuration of the center was changed to facilitate this.  

NEEDS ANALYSIS
As calls for service increase, officers are added, and their activity rises, there is a need to re-evaluate the operations in the Communications and Jail areas.  In assessing developments that are directly linked to the increases our Department is experiencing, it will be necessary to re-organize certain aspects of our Division.  

When calls for service increase so do arrests.  This increase means that the PSOs have less time to spend assisting in the Communications Center and must spend more time working in the holding facility.  It also means they spend less time taking walk-in or call-in reports.  We had set this up as an alternative method of handling lesser priority reports with a goal of taking 10% of all reports received.  We have only been able to take 7% due to demands in the jail and call-taking.  The PSOs have had to frequently serve as call-takers due to increased radio traffic being handled by Communications Operators.  

Separation of the two functions would be optimum for both Communications and the Jail.  This would allow Public Safety Officers to concentrate on the holding facility operations and walk-in reports, ensure the quality of service.  It will also eliminate the need for communications operators to assist in releasing of detainees when there is only one PSO on duty (this occurs on a routine basis) which additionally depletes the work force in the dispatch center.  The addition of three PSOs would staff two positions on a 24-hour basis in the holding facility.  

With the anticipated increase in calls, we will need additional personnel to handle them.  Separating the functions will also create a need for more communications operators.  This is because the PSOs would no longer be there to answer phones.  Their positions would be dedicated to the holding facility and taking reports.  It will take seven additional communications operators to replace the PSO positions currently working in dispatch.  This will be in part due to the PSOs no longer answering phones.

One aspect we looked at before deciding to split the functions was to compare the cost of outsourcing the dispatching function to the 911 district and the jail function to the sheriff's office.  We found two things.  First, our control of the dispatching function would be reduced tremendously.  In talks with the Bryan Police Department, they cite the inability to adequately address issues they have with the 911 district.  This is in part due to the regulation of the service by a board comprised of Brazos County, the City of College Station, the City of Bryan, and the volunteer fire districts.  The Director for the 911 District reports to the board and this acts as a buffer that reduces accountability significantly.  

As for the jailing function, the travel time alone for officers transporting all arrestees to the county jail would be tremendous.  At a minimum of 20 minutes each way and then the added booking time because of competing with Bryan arrests, we are well served with maintaining a holding facility.  On top of that, on busy nights we currently can have the officer complete most of his paperwork and get back out on the street.  We then transport all county level arrestees at one time.  If they were to have to transport all arrestees to the county jail right away, they would have to still have to come to our office to complete a probable cause statement before the county would accept the prisoner into the jail.  This means they would have to have a place to keeps the prisoner while they were writing the PC, putting back at the same place of having to have someone to watch over the prisoners.  

Proposals

Organization
We propose that we separate the Communication and Holding Facility functions beginning in fiscal 2002-03 and finalizing the switch in 2004-05.  We are recommending doing this over several years to disburse the costs.  The next two sections address personnel and equipment needs for this change and state how many people and what equipment we will need.  

We are also in the process of modifying the jail booking procedures within fiscal 2001-02.  We anticipate installing a mug shot imaging system that will interface with local agencies.  This will also enhance our ability to stream line the booking process.  The system has the capabilities of capturing data relating to arrests and will become a part of a larger database.  Our Department will have access to arrest and booking information from surrounding agencies.  Bryan Police Department is providing the equipment for this modification for both CSPD and BCSO.  The system will provide photos of all persons arrested countywide.  We should incur no substantial cost for this change.  

Personnel

As stated before, we have had a 48% increase in phone calls over the past 5 years, with 50% of these calls received during the normal business hours of Monday through Friday, 8am to 5pm.  The majority of the business hours calls do not pertain to calls for service.  The same operators who take the 9-1-1 calls answer the non-emergency lines.  The non-emergency phone calls include animal calls, messages for employees of police and fire departments, municipal court inquiries (how to pay a ticket, where to pay a ticket, need to see the judge, need to take defensive driving), requests for case updates, copies of reports, statistical data, follow-up information, talking to a detective, mailing address, physical address, recruiting information, etc.  Many of these tasks are repetitive and could be handled by a switchboard or PBX operator.  Personal contact would still be made with the department as opposed to an automated answering service, and the call could be effectively transferred to the appropriate location needed. This would allow the Communications Operator to concentrate on their public safety duties.  For this reason we are recommending adding a PBX Operator in fiscal year 2002-03.


To separate the jail and communications functions, we are recommending we add one communications operator in fiscal 2002-03, two communications operators in fiscal 2003-04, two communications operators in fiscal 2004-05, and two communications operators in fiscal 2005-06.
Equipment 

With the addition of the information channel we will currently be using all radio positions available in the Communications Center.  It will be necessary to expand and another radio position for special or tactical operations that would require another dispatcher to monitor the situation.  The addition of a supervisor radio position is also needed for proper monitoring of the operations.  Motorola has indicated it would not be possible to add two more positions like the existing ones. 

The fast paced world of computer upgrades has left our current radio system lacking.  The system is on the verge of obsolescence due to the DOS based system we are using.   The current product does not support Windows.  The radio upgrade will require the use of a Windows 2000 system in which the original 486 computers purchased will not operate.  In addition, it will require a new server and clients using 256 MB of RAM.  Based on the need for expansion and Motorola’s evaluation of our current system we recommend we upgrade the current 3 radio positions and purchase 2 new radio positions (this proposal includes an upgrade for utilities dispatch operations).  Since this is effectively a radio "replacement", we recommend we use the funds from the radio replacement fund to pay for this.

A parallel to the mug shot system is a live-scan fingerprinting system.  This system records fingerprints digitally and allows for easy forwarding to other agencies and to our AFIX™ (automatic fingerprint identification) system.  It will streamline entry and reduce the number of unreadable prints taken.  The system has a built-in quality standard (that we can set the quality level) which prevent accepting a less than acceptable print.  

As an example of the potential of the live-scan system, we installed the AFIX system in January 2000.  We had limited ability to enter fingerprints obtained before this installation.  Much of the problem was the quality of the prints taken with ink.  Human error, human judgement, cooperation of suspects, etc. have all contributed to a relatively high amount of unidentifiable prints taken from prisoners.  It is not that our jailers are not trying, it is that the medium they use is old and does not lend itself to quick computer analysis.  Even with this handicap, we have been able to identify 110 prints from files established since the inception of the system (2000).  We also have over 2000 readable latent prints taken from crime scenes that are "standing-by" to be identified.  We had our first "cold" hits (no suspects known) from this stand-by list this year.  One was from a burglary case and one was a forgery case.  As our data bank grows we expect this to occur much more often.  We recommend adding a live scan fingerprinting station in fiscal 2003-04.

As we have grown and have had an increase the number of personnel there has been an increase in the number of channels that need to be monitored and recorded.  Our current recording equipment has been in place since 1996.  The system is configured to 40 channels and upgrades are available in 8 channel increments.  We recommend an 8-channel addition to our radio/phone recorder.  

COST ANALYSIS


2002-03
2003-04
2004-05
2005-06
2006-07

Personnel
1 PBX Operator

1 Com Op
2 Com Ops
2 Com Ops





Initiating Costs
$65,147
$67,758
$71,574



Other Equipment
Recording Equipment Upgrade; Building Surveillance Cameras
Accreditation Fees; Livescan Fingerprinting
2 Additional Radio Positions and Upgrade
0


Initiating Costs
$6,000
$53,000
$200,000*
0


Total Costs
$71,147
$71,574
$271,574
$0
$0

(See Executive Summary for ongoing costs)

* - Costs may be covered by radio replacement funds
Special Services Division

Special Services Division


The Special Services Division is the portion of the department that consists of Crime Prevention, DARE, School Resource Officers, Community Relations, Permit Coordinating, and Animal Control.  These different sections of the division provide a vital link to the schools and community alike.  Additional functions include coordinating the fleet vehicle services, the Departmental Honor Guard, Volunteer Program, Chaplain’s Program, and the Citizen Police Academy and Alumni Association.

Crime Prevention / Community Relations / School Programs


The Crime Prevention / Community Relations / School Programs section is a service oriented section.  It presents programs in an attempt to increase the awareness of citizens so they can avoid becoming victims of future offenses.  The section performs business and home security surveys in attempt to remove the element of opportunity so crime will lessen.  This section also provides educational programs such as the D.A.R.E.  (Drug Abuse Resistance Education) Program in the elementary and intermediate schools and teaches certified criminal justice courses in the middle and high schools.  All together, these officers have some personal contact with over 2500 CSISD students each year.  These and other programs are specifically directed towards school aged children in an effort to reduce drug and substance abuse, foster positive relationships between the officers and the students, and to help build the student’s self-esteem.


Other major programs coordinated under this section include the "After Prom" All-night Bash for high school juniors and seniors, the annual Easter Egg Hunt, National Night Out, and Cops and Lobsters fund raiser for Special Olympics. The Department's Color Guard also functions through this section.
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The following is an illustration, which depicts the Special Services Division as it exists today.

HISTORICALLY

The Lieutenant is the overall division commander, but is the direct supervisor for the five members of the division; the Sergeant, Permit Coordinator, and three Animal Control Officers.  The Sergeant is the assistant division commander and is the direct supervisor for four School Resource Officers and two Crime Prevention/DARE Officers.  The recent addition of the Sergeant has allowed for an acceptable span of control and much better supervision of all the divisional personnel.

Schools Services

No additional officers have been requested by College Station Independent School District to date.  However, it is anticipated that additional officers will be requested with the development of new school campuses.  There is a strong need to provide a more proactive effort into our Crime Prevention function, which, over the years, has taken a back seat to our school programs.  This can be accomplished by the addition of one full time Crime Prevention Officer (who has no school responsibilities) or by scaling back the amount of time we currently spend with students in grades K through 4th.  While current service levels will be maintained with regards to High School SRO and 5th grade DARE programs, this fall we began to scale back our time spent in the lower grades.

Crime Prevention and Community Relations

Again, there is a Community and Department desire to increase our efforts in the area of Crime Prevention and Community Relations.  We did consider assigning the DARE instruction to one officer (full time) and the Crime Prevention/Community Relations function to another officer (full time), but decided against it.  DARE is a curriculum which requires a 100-hour training course to become certified to instruct.  Additionally, the number of classes that must be taught to address all children within the district is very large.  If the department were to split out these functions, there would not be any type of back up should the primary DARE officer become ill or injured and not be able to report to work.  Also, the intensity of this level of instruction would most likely burn out employees causing a significant turnover in this assignment (currently 21 sessions of each lesson are taught each week).  In light of the need to provide both DARE instruction and increased Crime Prevention/Community Relations, it is felt that maintaining the dual role but cutting back on time spent in lower grades (i.e.- 1st and 3rd grades) would be the better solution.  The Department has held discussions with the School District and they agreed to our approach due to limited resources.

Animal Control Services

The department has maintained only two Animal Control Officer positions for the last 20 years.  Needless to say, the demand for their services has increased dramatically. While a study was conducted to determine if it would be feasible to contract field services out to the Brazos Animal Shelter, the costs as compared to the level of service currently provided was not acceptable.  Therefore, in October of 2001, a third Animal Control Officer position was added.  This will allow for a second shift working on Saturdays and Mondays, a single shift working on Sundays, and some time for the Senior ACO to develop some limited supervision skills.  It should also cut down considerably the current costs in overtime.

Permit Coordinator

The officer originally assigned to this new position resigned without notice in the spring of 2001, and several months were lost selecting a replacement.  Current time lines have been re-drawn to begin permitting single-family residences and businesses in the spring of 2002 and multi-family residences in the fall of 2002.  It is anticipated this position will need clerical assistance in the near future, however, the time period is difficult to determine since we are still in the developmental stages of the program.

NEEDS ANALYSIS


We do not anticipate have to enlarge this division over the next five years.  The only thing that could change this is if the construction of a new high school was moved up in time.  We would then have to determine how many SROs we would want in each school.  

Information Services Division

Information Services

The Information Services Division consists of three sections.  These sections are:

· Records

· Evidence/Property 

· Noise Abatement
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This division provides essential functions to the department such as the reception of citizens who come to the front lobby, computer entry of all police reports and citations, routing of records to the appropriate local, state and federal agencies, records management system queries, property and evidence handling and storage, and record keeping and follow up on noise complaints.   The following illustration depicts the Information Services Division as it exists today.

HISTORICALLY

Information Services staffing has not been increased since 1984, while sworn staffing has increased from 62 officers in 1987 to 100 officers presently, an overall increase of 38%.  Additionally, the sworn lieutenant position that managed this division was moved during the department realignment this year to create an administrative position (internal affairs & grants) and the civilian supervisor was placed in charge of the division.  

In order for cases to be assigned in a timely fashion, the reports need to be processed and forwarded to the Criminal Investigations division before 3 p.m. the next day.  The citations also have a time constrain and they need to be entered by 5 p.m. the next day.  This entry includes making working copies for the detectives and various bulletin boards (media, Patrol), entering the details into the computer to use and forwarding copies to outside entities such as the district attorney, Alcoholic Beverage Commission, etc.  

The following chart depicts the change in the workload for the division.  Note that records entry has remained relatively stable but citation entry and evidence handling have increase significantly.  

Workload for Information Services


1990
2000
% Change since 90

Calls for Service
33,157
58,085
75%







Records
1998
1999
2000
% Change since 98

Reports
13,906
13,836
13,718
-1%

Citations
29,069
36,850
42,440
46%







Evidence
1998
1999
2000
% Change since 98

Received
3,893
5,018
5,927
52%

Removed
1,954
1,612
3,267
67%

Needs Analysis

Records Section

The department is in the process of acquiring a new Computer Aided Dispatch and Records Management System.  Doing so will enable the department to achieve much more efficiency and effectiveness throughout.  One of the anticipated benefits of moving to a new system is that, if configured as intended, it will allow for direct officer entry of police reports as opposed to the current method of clerk entry after the officer handwrites his report.  However, the full impact this benefit will have upon the workload is still to be determined.  If implemented as intended, it may very well minimize the need for additional personnel in the records section.  On the other hand, if not implemented as intended, there will be a need to increase staff promptly.

Evidence Section

In addition to the increased numbers of items being submitted to evidence, currently there are 18,509 items of evidence being maintained in the evidence room.  While this division has made great strides in the disposal of evidence, there still is a significant amount of older evidence items, which require research and detailed documentation to remove from the evidence inventory.  Due to the increases in evidence submission and the continual need to dispose of evidence, it is anticipated that an evidence technician assistant will be required in fiscal year 2003-2004.  This position’s time would be split between evidence and records initially to compensate for immediate needs now but, would become full time evidence once intended direct entry is accomplished through the new CAD/RMS.

Noise Abatement- Police Assistant


This aspect of the Noise Abatement program is fairly new and has been progressing well.  This employee spends time monitoring noise and alcohol complaints, educating the public, and maintaining cooperative efforts with property owners and various community agencies in an effort to minimize repeat offenders.  It is not anticipated that this area will require any assistance.

Resources


Available space is the number one resource issue for this division.  The division has done what it can to maximize the utilization of available space within the division and anticipates relief upon the completion of the proposed building expansion capital improvement project.

Proposals

The Information Services Division will need to add one full-time technician in fiscal year 2003-2004 to meet increasing needs.  It would be proposed that this position’s time be split between records and evidence initially with the intent to relinquish the full position to evidence if the implementation of the CAD/RMS provides expected results of direct officer entry.  By splitting this employee’s time between the two sections, extreme early morning pressures placed upon the records section could be addressed.  Reports and citations would be entered during the morning hours and the employee would research evidence dispositions and file required documents to assist in the evidence disposal effort in the afternoon.

However, should the Computer Aided Dispatch and Records Management System (CAD/RMS) not be implemented in the intended configuration which would allow for direct officer entry of reports, there will be additional staff requirements for the records section within this five year time frame.

A second issue we feel must be addressed is a review of the job task analysis of the records supervisor position in fiscal 2001-02.  We have required this position to take on more responsibilities over the years without changing the pay scale and the last realignment of the department gave this position division level command duties that need to be compensated appropriately.  


2002-03
2003-04
2004-05
2005-06
2006-07

Personnel

1 technician




Initiating Costs
$0
$29,633
$0
$0
$0

(See Executive Summary for ongoing costs)

Position Cost Breakdowns

Position Cost Breakdowns


Following are several tables outlining costs for certain positions.  These tables are built on fiscal year 2001-02 costs and do not take into account increases such as salary adjustments, inflation, etc.   The Executive summary shows the ongoing costs by assuming a 3% pay increase each year.  They are intended as guidelines for adjustments to the personnel requests such as increasing or decreasing the number of personnel for a certain position. 

Police Officer
Number
Item
Unit Cost
Total Cost


Salary

$33,200


Benefits




FICA

$2,540


TMRS

$2,981


Group Health

$4,008


AD&D

$32


Life

$123


Workers Comp

$503


Cleaning Allowance

$480


Total Salary and Benefits

$43,387







Issued Items



5
Uniform Pants
$61
$305

4
Uniform Shirts(long sleeved)
$57
$228

4
Uniform Shirts(short sleeved)
$44
$176

2
Set of metal buttons
$18
$36

16
shoulder patches
$3.25
$52

1
Breast Badge and Accessories

$103

1
Pocket Badge and Wallet

$75

1
Set of Leather Gear

$300

1
Cap, Badge, Band, and Cover

$95

1
Rain Coat

$129

1
Winter Jacket

$133

1
Weapon, Extra Magazine, Ammo

$700

1
Ballistic Vest

$469

1
Traffic Safety Vest

$30

1
Straight Baton

$25

1
Portable Radio and Accessories

$2,800

1
Polygraph and Medical Tests

$430

1
Fingerprint Kit

$50

1
Recorder

$130


Total Equipment

$6,266







Total Cost of One Officer:

$49,653

Additional Officer Costs for Detective
Number
Item
Unit Cost
Total Cost

1
Vehicle

$14,590

1
Computer

$2,200


Furniture

$1,520

1
Telephone

$275

1
Pager

$200


Assignment pay

$1,200


Clothing Allowance

$600







Total:

$20,310

Additional Officer Costs for Bicycle Officer
Number
Item
Unit Cost
Total Cost

1
Waterproof Jacket

$175

4
Pant and short combination
$109
$436

1
Waterproof pant

$133

4
Short sleeve shirt
$53
$212


Nylon belt & gear

$184

1
Helmet

$40

1
Police Bicycle w/rack

$650

1
Headlamp system

$350

1
Bicycle Lock

$15

1
Air pump

$20

1
Repair kit

$40

1
Medical kit

$50







Total:

$2,305

Additional Costs for Motorcycle Officers

Number
Item
Unit Cost
Total Cost

1
Helmet

$206

1 pr.
Boots

$700

4
Riding Pants

$560

1
Leather Jacket

$400

1 pr.
Leather Gloves

$40

1pr.
Cloth Gloves

$12

1
Rain Suit

$220

3
Ascots

$36

1
Shoulder Braid

$25

1
Motor Officer Pin

$18

1
Motorcycle

$13,500

1
Radio

$3,500


Equipment (Emergency. Lights, Radar, etc.)

$5,800







Total:

$25,017

Communications Operator

Number
Item
Unit Cost
Total Cost


Salary

$25,100


Benefits




FICA

$1,920


TMRS

$2,254


Group Health

$4,008


AD&D

$24


Life

$93


Workers Comp

$380


Total Salary and Benefits

$33,779







Issued Items



1
Headset

$100







Total Cost of One Communication Operator

$33,879

Public Safety Officer
Number
Item
Unit Cost
Total Cost


Salary

$23,100


Benefits




FICA

$1,767


TMRS

$2,074


Group Health

$4,008


AD&D

$22


Life

$85


Workers Comp

$350


Total Salary and Benefits

$31,407







Issued Items



1
Breast Badge

$50

1
Name Bar

$18

4
Shirts with Patches
$30
$120

4
Trousers
$34
$136

1
Windbreaker

$65

1
EMD Pin

$18







Total Cost for One Public Safety Officer

$407

Miscellaneous Resources
Number
Item
Unit Cost
Total Cost


Patrol Car (includes emergency equip.)

$29,000


Radio

$3,500


Computer

$10,000


Decals

$500







Patrol Car Total:

$43,000
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� Vision 2020: Creating a Culture of Excellence, p. 24.


� Law Enforcement Technology, October 2001, P. 56.


� City of College Station Building and Development, volume 2, issue 9, September 2001.
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