POLICE CHIEF FINALISTS

Councilmember Packets for June 2010 Meetings

Section 1

Members of Police Chief Search Committee

Schedule of meetings associated with the police chief search

Summary information on Council meetings with candidates (Graef memo to Birkholz)
Possible questions for police chief candidates (Harris memo to CMs)

Section 2

Relevant sections of the Seattle City Charter related to the appointment of the police chief
Assessment Criteria for Selection — Chief of Police

Resolution 31184 (2010 policy goals and priorities for current appointment)

Resolution 30996 (2007 establishment and listing of SPD performance measures)

Section 3

SPD performance report for 2009

Section 4

SPD Neighborhood Policing Staffing Plan 2008 - 2012

Section 5

Mayor McGinn’s May 21, 2010 letter submitting candidate material to Council
Essay questions presented to candidates as part of the competitive exam process
List of semi-finalist interview questions asked by the selection committee

Section 6

Rich Braziel material
(profile, resume, initial letter of interest, personal statement, response to essay questions)

Section 7

Ron Davis material
(profile, resume, initial letter of interest, personal statement, response to essay questions)

Section 8

John Diaz material
(profile, resume, initial letter of interest, personal statement, response to essay questions)
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Schedule
Tentative schedule of meetings

All meetings are open to the public, unless noted as an "executive session" when the Search

Committee evaluates the qualifications of candidates.

Tuesday, Jan. 13, 2010,
2:00 p.m.-5:00 p.m.

Seattle Police Dept Headquarters

610 5th Ave

Tuesday, Jan. 20,
5:30 p.m.-8:30 p.m.

Seattle Police Dept Headquarters

610 5th Ave

Wednesday, Feb. 10,
5:30 p.m.-8:30 p.m.,

Northgate Community Center

10510 5th Avenue NE

Wednesday, Feb. 17,
5:30 p.m.-8:30 p.m.
Franklin High School
3013 S Mt. Baker Blvd

Friday, Feb. 26,

5:30 p.m.-8:30 p.m.
New Holly Gathering Hall
7054 32nd Ave South

Wednesday, March 10,

5:30 p.m.

Bertha Knight Landes Room,
City Hall

600 4th Ave, First Floor

Wednesday, April 21,

5:30 p.m.

Bertha Knight Landes Room,
City Hall

600 4th Ave, First Floor

Introductory meeting. After welcoming remarks
from Mayor McGinn, agree on committee ground
rules, review legal requirements and confidentiality
policy, discuss timeline.

Select executive recruitment firm (Police Executive
Research Forum was selected), receive
background briefing from the Seattle Police
Department, discuss community outreach process.

Public hearing on assessment criteria, begin
developing competitive selection process.

Public hearing on assessment criteria, begin
developing competitive selection process.

Public hearing on assessment criteria with
language interpreters available, begin developing
competitive selection process.

Discuss and finalize assessment criteria. Discuss
candidate interview questions.

(partial executive session): Select semifinal
candidates from approximately 10-15 profiles
presented by executive search firm. Vote to be
conducted in public session following executive
session discussion.



Wednesday, April 28,

5:30 p.m.

Bertha Knight Landes Room,
City Hall

600 4th Ave, First Floor

Saturday, May 8,

all day

Talaris Conference Center
4000 Northeast 41st St

Tuesday, May 11, 5:30 p.m.,
Bertha Knight Landes Room,
City Hall,

600 4th Ave, First Floor

Wednesday, June 2,

9:30 a.m.

City Council Chamber, City Hall
600 4th Ave, Second Floor

Wednesday, June 2,
6:00 - 9:00 p.m.
Rainier Room at Seattle Center

(executive session): Finalize topics for interview
questions. Review interview.process.

(executive session): Interview semifinal
candidates.

(partial executive session): Select 3 highest-
ranking candidates. Vote to be conducted in public
session following executive session discussion.

Search Committee's three recommended
candidates presented to Seattle City Council's
Safety & Education Committee.

Seattle Police Chief Finalists Forum
Presentations by each candidate and discussion.
Audience members encouraged to submit
questions.

Sometime after June 2, date to be determined: Mayor McGinn announces his appointment for Seattle
Chief of Police. The Mayor's appointment will be followed by the City Council's confirmation process.



To: Liz Birkholz
From: Betsy Graef%
Cc: Councilmembers, Police Chief Selection Committee Co-Chairs, Peter Harris

Re: Police Chief Finalists at Public Safety and Education Committee on June 2, 2010
Police Chief Finalist Meetings wit_h Councilmembers on June 2-4, 2010

Date: May 26, 2010

This memo summarizes the schedule of activities planned for the police chief finalists and Councilmembers next
week. Please provide the candidates with this information.

A conversation with the finalists will be the only item on the agenda of the Public Safety and Education
Committee on June 2, 2010. The meeting is scheduled from 9:30 a.m. to 12:00 p.m. in Council Chambers. We
expect eight Councilmembers (CM Godden cannot attend).

The structure of the meeting will be to have all three finalists at the table together. CM Burgess asks that each
finalist prepare a 10 minute presentation 1) addressing their qualifications and background and 2) responding to
Council’s policy goals and priorities as outlined in Resolution 31184. In addition, candidates should review the
Seattle Police Department Performance Report for 2009 and be prepared to comment on any specific areas /
aspects of performance — if any — where they would seek improvements and how they would go about doing so.

o Public testimony: up to 30 minutes

e Overview of selection process by selection committee co-chairs: up to 15 minutes

° Individual presentations: 10 minutes per candidate (order not yet determined)

e Candidates are asked and answer questions, and the group engages in dialogue: up to 75 minutes

Councilmembers will receive the following materials well in advance of the committee meeting:

e Council Resolution 31184
(policy goals and priorities for the appointment and confirmation of a new Chief of Police)
e  Council Resolution 30996
(establishing and listing performance measures for the Police Department)
e Seattle Police Department Performance Report for 2009
° Background information about the Seattle Police Department Neighborhood Policing Plan
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e Packet of candidate materials submitted to Council by Mayor McGinn:
o Cover letter
Three essay questions asked of each candidate
Semi-finalist candidate interview questions (no record of answers available)
Candidate profiles
Candidate resumes
Candidate letters of interest
Candidate personal statements
Candidate responses to three essay questions

O 0O 0O0OO0OO0OO

The schedule of meetings finalists will have with Councilmembers is shown below:
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Materials to be shared with the finalists include:

e Council Resolution 31184
(policy goals and priorities for the appointment and confirmation of a new Chief of Police)
e Council Resolution 30996
(establishing and listing performance measures for the Police Department)
e Seattle Police Department Performance Report for 2009
e Background information about the Seattle Police Department Neighborhood Policing Plan



May 27, 2010

To: Councilmembers

From: Peter Harris, Central Staff

Re: Questions for Police Chief candidates
Introduction

On June 2, the three candidates for Chief of Police will come to the Public Safety & Education
Committee. Below are questions you may find useful in this discussion. The first two questions
may already have been asked.

Police Department performance

1. Attached is the Police Department’s 2009 Performance Report. Based on this report, which
aspects of the Department’s performance would you seek to improve? How would you achieve
these improvements?

2. Beyond those you would seek to improve, which aspects of performance are most important to
maintain?

Neighborhood Policing Plan

3. The Department is currently midway in implementing the Neighborhood Policing Plan. Would
you continue to putsue this plan?

4. One goal of the Neighborhood Policing Plan is to give substantial time for proactive work to
officers and sergeants who are assigned to 911 in patrol beats. In your view, how important is it for
911-patrol officers and sergeants to have time for proactive work, as opposed to creating time for
proactive work by other units in the precincts (such as anti-crime teams, community police teams
and bicycle and foot patrols) or by citywide specialized units (such as investigations and the gang
unit)? What is the value of each?

5. How would you ensure that 911-patrol officers make good use of the time they have available for
proactive work? What would good use be? Who should define this?

Proactive policing

6. In New York City there is a debate about the value of increased field interrogations. Some argue
that the increase in field interrogations by the NYPD in recent years has reduced serious crime.
Others argue that it has also increased racial disparities in enforcement. What do you think are the
benefits and costs of field interrogations? When would you use them?



7. In general, what do you think have been the most significant advances in the last ten or twenty
yeats in police strategies for reducing crime? What do you think will be the most significant
advances in the next ten years?

Ménaging the Police Department

8. There is little prospect in the City’s budget for an increase in Police Department funding for at
least the next several years. There may be reductions. What would be your functional priorities for
funding within the Department?

9. Police scandals often lead to demands for reform in the police accountability system. What
would signal to you that the police accountability system — the professional standards of conduct
and the means of enforcing them — needs reform?
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Seattle City Charter

Information retrieved May 27, 2010 10:12 AM

ARTICLE VI. Department of Police
Sec. 2. CHIEF OF POLICE; QUALIFICATIONS, APPOINTMENT, REMOVAL; TO APPOINT SUBORDINATE OFFICERS

The Chief of Police shall be appointed by the Mayor, subject to
confirmation by a majority vote of all members of the City Council.
He or she shall be selected by the Mayor from among the three highest
ranking candidates in a competitive examination to be conducted under
the direction of the Mayor. The Mayor may remove the Chief of Police
upon filing a statement of his or her reasons for so doing with the
City Council. A Chief of Police appointed from the classified civil
service may take leave of absence from his or her classified position
until completion of his or her tenure as Chief of Police. A1l
subordinate police officers shall be appointed by the Chief of Police
under civil service rules and regulations.
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Seattle City Charter

Information retrieved May 27, 2010 10:12 AM

ARTICLE VI. Department of Police
Sec. 3. COMPETITIVE EXAMINATION

The competitive examinations shall adequately test the qualifications
of all candidates for Chief of Police, and all records of such
examinations shall be filed with the City Council by the Mayor
together with his or her appointment of the Chief of Police. Such
records shall be open to public inspection for at least seven days
prior to the City Council taking action on said appointment.
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Assessment Criteria for Selection

Chief of Police

Successful candidates will have demonstrated the following skills and competencies:

Professional Education

A four-year college degree and a graduate degree are plefeued ora combmatlon of other training and experience
which provides the essential knowledge, skills and abilities.

Completion of senior-level management programs such as the Senior Management Institute for Police (SMIP),
FBI National Academy, and Southern Police Institute,

Professional Experience

A minimum of 10 years of command-level experience in a lalge ulban pollce agency is 1equ11 ed with
operational and administrative experience in multiple areas of policing.

City, County, or State experience in an organization of comparable complexity to the Seattle Police Department.
Significant successful experience in working with members of the community and Police Department
employees in a diverse urban multi-cultural environment,

ty (Strong character) . .
A commitment to honesty, fairness and ethlcal decmon makmg
Ability to communicate and enforce adherence to the stated values of the Seattle Police Department.
An intolerance of police misconduct with the confidence to do the right thing. Sets standards for officers’
performance and effectively enforces those standards.
Self confident and approachable, Respected by peers, superiors, subordinates and communities,

Possess a strong work ethic,
Committed to social justice and cultural competency.
Unwilling to tolerate discrimination in any form.

Work effectlvely w1th courts, couectlons pr osecutlon and defense 1eplesentat1ves

Ability to develop a clear vision for the department. Effectively garners support for vision internally and
outside the department,

Commitment to the development of community partner shlps

Embodies the highest professional standards and ensures that policies and procedures are established,
communicated and enforced.

Creates environments where others can succeed.

Makes critical decisions based on facts and best practices.

Actively engages the community, including other community justice stakeholders, in problem-solving and
promotion of public safety.

Strives to reduce conflict through collaboration. Fosters a culture of mutual respect that is reflected in the dally
work of the department within the community.

Holds individuals and the organization accountable for performance and results.

Openness to new ideas.

Knowledge of and experience with successful implementation of community policing.

Works collaboratively across the justice system to develop and implement innovative strategies to reduce crime,

2010 Seattle Police Chief Search 1 Finalized 3/10/2010




Cﬂ‘} Assessment Criteria for Selection
Chief of Police

Successful candidates will have demonstrated the following skills and competencies:

Management _ o
o Effectively plans directs and cooxdmates pohce resources to preserve order, protect life and property in the
enforcement of laws,

®  Ability to deal with ambiguity and process.

® Experience in improving diversity and creating an inclusive culture within the department,

e Commitment to incorporating nationally recognized best practices in policing into department policies.

»  Possess administrative experience and business acumen to effectively respond to resource challenges. Develops
effective budgets to deliver police services in an efficient and cost effective manner. .

* Delegates responsibilities effectively and appropriately in a manner that facilitates development of leadership
skills and career advancement opportunities. Advocates and supports recruitment, training and development
initiatives within the department.

¢ Commitment to data driven decision-making and the use of technology.

Relations Skills

. Estabhshes strong wo1k1ng 1elat10nsh1ps to create a collabonatlve approach to preventing and combating crime.

® Develops rapport with elected officials to advocate on behalf of departmental needs, objectives and initiatives.

®  Proactively seeks out and responds to issues of minority and other disenfranchised communities through open,
honest dialogue. Is visible and engaged in these communities.

e Ability to effectively communicate to a variety of audiences.
*  Works effectively with and communicates through television, print and internet media.

®  Ability to develop strong interpersonal communications. Committed to listening to the department’s workforce.

. Commltment to work strategically and collabmatlvely w1th labm or gamzatlons

¢ Strategic leadership with regard to labor management issues, including those arising in a collective bargaining
environment,

*  Ensure departmental compliance with collective bargaining agreements.
¢ Adjudicates employee performance and disciplinary actions in a fair and consistent manner.

® Experience in emergency operations and crisis management.

o Ability to implement programs and initiatives to reduce and prevent crime.

®  Has apassion for policing — finds the work of policing personally fulfilling and‘rewar‘ding. Active ambassador
in promoting the profession and the role of police within the community.

® Partners with educators in promoting safe school environments.

®  Accepts feedback and willingly embraces the City’s accountability structure and supports the need for outside
perspective and review,

e Commitment to maintaining accreditation with the Commission on Accreditation for Law Enfowement
Agencies (CALEA).

2010 Seattle Police Chief Search 2 . Finalized 3/10/2010
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Assessment Criteria for Selection

Chief of Police

Successful candidates will have demonstrated the following skills and competencies:

Policing Expertise (continued)

Willingness to work collaboratively with regional law enfmcement and criminal justice or gamzatlons on Jomt
crime prevention and crime suppression efforts, while respecting the appropriate boundaries and engaging
community trust,

. Commitment to politeness and civility by officers in their interactions with community members.

Ability to effectively lead police personnel,

Commitment to education, training and resources that support officers in their interactions with the mentally ill
with awareness and sensitivity,

Possess knowledge regarding trends, research and current issues impacting policing and public safety.

Understands the history of police relations with communities of color in the United States

Understands, and supports progressive perspectives on key policing issues such as:

Services for victims of crime
Hate crimes

_ Use of force
" Immigration enforcement

Precinct and minority council system

Religious, cultural, economic, and racial ploﬁhng
Gender identity and expression

Youth outreach

Equity in response and enforcement activities for all communities.

Pre-booking diversion for low-level offenses
Alternatives to incarceration

Innovative approaches to drug law enforcement
Seattle’s Neighborhood Policing Plan
Emergency operations

Crisis management,

2010 Seattle Police Chief Search 3
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Peter Harris/BG

LEG police chief selection RES
1/13/2010

Version #1

rEsoLution > ) | B4

A.RESOLUTION stating the City Council’s policy goals and priorities for the appointment and
confirmation of a new Chief of Police. -

WHEREAS, in 2010 the Mayor will appoint a new Chief of Police, subject to confirmation by
the City Council; and

WHEREAS, successful policing depends on the professionalism of officers, the leadership of
police commanders, and the confidence and partnership of the community; and

WHEREAS, in 2003 the Seattle Police Department became one of the few large city police
departments to be accredited by the Commission on Accreditation for Law Enforcement
Agencies, which requires meeting more than 400 professional standards for excellence in
police management and operations, including but not limited to training, use of force,
emergency preparedness and accountability, and the Department has maintained

accreditation since; and

WHEREAS, in 2007 the City Council passed and the Mayor concurred in Resolution 30996,
which established performance goals for the Police Department; and

WHEREAS, Resolution 30996 goals include reducing crime; reducing fear of crime; increasing
traffic safety; increasing safety in public places; providing good service by responding to
calls and attending to community needs; holding offenders accountable; using authority
and force fairly and only as reasonably necessary; strengthening emergency prevention
and response; and using public resources efficiently and effectively; and

WHEREAS, the Neighborhood Policing Plan is an innovative and well-founded plan for
employing Police Patrol toward Resolution 30996 goals, and the Council remains
committed to the full implementation of the Plan; and

WHEREAS, in all likelihood the City will continue to face significant fiscal pressure for years to
come, and the Police Department currently is allocated more than one-quarter of the

City’s General Subfund; and

WHEREAS, in recent years the most successful new policing strategies have been based on solid
evidence of effectiveness in crime prevention, and many cities throughout the nation have

benefited from such strategies; and

WHEREAS, the Council is committed to community involvement and ownership in crime
prevention strategies that support the success of innovative programs;

NOW, THEREFORE,

Form last revised on 12/11/09 | _ @
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Peter Harris/BG

LEG police chief selection RES
1/13/2010

Version #1

BE IT RESOLVED BY THE CITY COUNCIL OF THE CITY OF SEATTLE THAT:

Section 1. In confirming a new Chief of Police, the City Council will emphasize the
prospective Chief’s willingness, demonstrated history and ability to maintain and improve_: the
foundations of the Police Department’s performance, including:

(a) Achieving the performance goals stated in Resolution 30996.

(b) Maintaining the Department’s accreditation by the Commission on Accreditation for
Law Enforcement Aéencies.

| (¢) Gaining and maintaining the trust and respect of officers, commanders and civilian -
employees of the Department while ensuring the highest standards of professionalism.

(d) Maintaining and increasing the community’s confidence in the Department. This
includes confidence in the Department’s effectiveness in protecting public safety. It also
includes confidence that officers will treat all citizens fairly, which is enhanced in part by strong
Department supiaort for civilian oversight of officer conduct. It also means community members
will be recognized and engaged as meaningful pértners.

(e) Fully implementing the Neighborhood Policing Plan. This includes balancing the
deployment of Patrol officers by the time and location of calls for service and allocating the
resources needed to meet high service standards in responding to calls. It also includes instilling
and maintaining leadership throughoﬁt the chain c;f Patrol supervision so that the proactive time
of officers is well managed and focused on the most serious neighborhood crime problems.

(f) Supporting the long term performance of the Department by identifying, developing

and nurturing leaders within the Department.

Form last revised on 12/11/09 2
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Peter Harris/BG

LEG police chief selection RES
1/13/2010

Version #1

(g) Supporting the long term performance of the Department by recruiting the best and
the brightest to form a work force that reflects Seattle’s demographics and cultural values.

(h) Effectively managing bud gcis, staff and other resources so as to meet objectives
efficiently and preserve scarce public funds.

Section 2. In confirming a new Chief of Police, the City Council will also emphasize the |
prospective Chief’s demonstrated ability to foster innovation and willingness to advance policing
and public safety in Seattle by identifying the most effective evidence-based policing and public
safety strategies nationally and applying those that would bring the most benefit to Sea:[tle.

The Council expects improvements in the following areas:

(a) Focused and proactive problem-solving policing. This includes, but is not limited to, |
organizing and managing the proactive time of Patrol officers, per the Neighborhood Policing
Plan; building effective partnerships with non-law enforcement agencies and other jurisdictions;
achieving a better balance for detectives between reactive case-by-case investigations and
proactive _1'eduction of recurring and new crime problems; and increasing the deterrent effect of
criminal penalties by increasing the speed and certainty of their application to well-defined crime
problems, accompanied by appropriate opportunities for offenders to mend their ways.

(b) Information about crime, crime trends and specific crime problems. This includes
improvements in both the quality and burrency of information, hﬁ:luding creation of systems that
allow for real-time reporting and analysis, for the purposes of better management within the
Police Department, more useful reporting to the Mayor and City Council for establishing policy

and passing legislation, as well as for appropriate community accountability,

Form last revised on 12/11/09 3
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LEG police chief selection RES
1/13/2010

Version #1

. - -
Adopted by the City Council the 2.5 day of ("]_Z:umx,oe/w , 2010, and

signed by me in open session in authentication of its adoption th1s

of ::TB{MJL&AAA | , 2010.
.‘) :

Président of the City Councxl
Filed by me thlS& day of W , 2010.
(‘.‘ PR '
Y, M%_
City Clerk '
(Seal)
Form last revised on 12/11/09 4
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LEG police chief selection FISC

1n3o .
Version #1
Form revised May 26, 2009
FISCAL NOTE FOR NON-CAPITAL PROJECTS
Department: Contact Person/Phone: DOF Analyst/Phone:
| Legislative | Peter Harris [ 206-684-8368 B
Legls]atlén Title:

A RESOLUTION stating the City Council’s policy goals and priorities for the appomtment
and confirmation of a new Chief of Police.

e Summary of the Legislation:

The City Council’s resolution details policy goals and priorities for the appointment and |
confirmation of a new Chief of Police. These goals and priorities include those that maintain
and improve the foundations of the Police Department’s performance, as well as those that
foster innovation and advance policing and public safety through effective evidence-based
strategies,

- o  Background:
This appointment by the Mayor is expected to be made by mid-2010 and the Council intends

the Resolution to provide information of use to the Mayor and to the Mayor’s police chief
search committee.
e Please check one of the following:

x__ This legislation does not have any financial implications.
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Peter Harris
30996.doc
9/20/07
Version #2

RESOLUTION 30996

A RESOLUTION establishing performance measures for the Police Department.

WHEREAS, in Resolution 30840 the City Council stated its intent that the Council and
Executive jointly develop performance measures for the Police Department; and

WHEREAS, in September 2006 the Public Safety, Government Relations & Arts Committee and
the Chief of Police tentatively agreed to a performance measurement framework
consisting of nine major dimensions; and

WHEREAS, in Resolution 30930 the City Council requested that the Mayor explain his
recommendations for police staffing with a rationale based on desired public safety
outcomes related to this framework, and the Mayor did so to the extent then feasible; and

WHEREAS, in 2007 Council and Executive staff have jointly recommended specific
performance measures within this framework; NOW, THEREFORE,

BE IT RESOLVED BY THE CITY COUNCIL OF THE CITY OF SEATTLE, THE

MAYOR CONCURRING, THAT:

Section 1. The purposes of performance measures for the Police Department are these:
(a) The measures should allow an assessment of the Department’s effectiveness in reducing
crime and enhancing public safety. (b) The measures should support strategic planning designed
to achieve community goals for reducing crime and enhancing public safety. (¢) The measures
should allow an assessment of whether the Department is using its resources efficiently and
strategically to reduce crime and enhance public safety. (d) The measures should be used to help

define the purposes of any proposals to add resources to the Department.

Form last revised on 12/12/06 1
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Section 2. For the purposes of performance measurement for the Police Departnient, the
major dimensions of performance are these: (1) reducing cfime; (2) reducing fear of crime and
increasing the sense of security; (3) increasing traffic safety; (4) increasing safety in public
places; (5) providing good customer service by responding to calls and attending to community
needs; (6) holding offenders accountable; (7) using authority and force fairly and only as
reasonably necessary; (8) strengthening emergency prevention and response; and (9) using public
resources efficiently and effectively.

Section 3. The Council endorses the specific performance measures listed in Attachment
A to this resolution. The Council recognizes that it may be desirable to refine the specific
measures from time to time, and that either the Council or the Executive may propose to do so,
with the common goal of maintaining agreement between the Council and Executive about the
measures that will be used. The Council also recognizes that the Executive may routinely or
occasionally provide additional reports on specific areas of Police Department performance, and

the Council may itself request such additional reports.
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Section 4. The Council requests that the Executive provide annual reports on the

measures endorsed here and provide the first annual report in the first quarter of 2008.

Adopted by the City Council the day of ,2007, and signed by me in
open session in authentication of its adoption this day of ,2007.
President of the City Council

THE MAYOR CONCURRING:

Gregbry J. Nickels, Mayor

Filed by me this day of ,2007.

City Clerk
Attachment A: Performance Measures for the Police Department
(Seal)

t
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Attachment A

Introduction

This is Attachment A to Resolution 30996 establishing performance measures for
the Police Department.

This attachment lists specific performance measures for the Police Department.
The list of measures is organized in this format:

i. Major performance dimension

i.i. General category of measures within major dimension

Lii. Specific measures within category
i.i.ii. Subordinate measures as required

Some of the specific measures will be drawn from the biennial survey of citizen
opinions on public safety and policing. Thus the reports would be longer one
year and shorter the next. These are the major dimensions and the number of
resulting specific measures for each:

Major performance dimension Specific measures
- | Biennial
Annual from
Survey
1. Reducing crime 11
2. Reducing fear of crime and increasing the sense of 3
security
3. Increasing traffic safety 5
4. Increasing safety in public places 3
5. Providing good customer service by responding to 1 4
calls and attending to community needs
6. Holding offenders accountable 4
7. Using authority and force fairly and only as 5
reasonably necessary
8. Strengthening emergency prevention and response 2
9. Using public resources efficiently and effectively 6
Totals 37 7
Grand total 44

The list begins on the next page.
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1. Reducing crime

1.1. Part I violent crimes reported to the Police

1.1.1. Homicides per 100,000 population
1.1.2. Rapes per 100,000 population
1.1.3. Robberies per 100,000 population
1.1.3.1. Robberies with guns per 100,000 population
1.1.4. Aggravated assaults per 100,000 population
1.1.4.1. Aggravated assaults with guns per 100,000 population

1.2. Part I property crimes reported to the Police

1.2.1. Residential burglaries per 100,000 population
1.2.2. Commercial burglaries per 100,000 population
1.2.3. Auto thefts per 100,000 population

1.2.4. Thefts other than auto per 100,000 population

1.3. Patrol availability rate

1.3.1. Patrol officer time spent on proactive crime prevention and problem
solving

Note on 1.3.1: This measure will be deferred until the Police Department
implements a new Computer Aided Dispatch system that allows it to be
easily reported.

2. Reducing fear of crime and increasing the sense of security

2.1. Perceived crime and reported levels of fear

2.1.1. Percentage of residents saying they feel safe or very safe walking alone in
their neighborhood at night

2.1.2. Percentage of residents saying that they avoid parts of Seattle because of
fear of crime

2.1.3. Percentage of residents saying crime in their neighborhood has increased
in the last two years

Note on 2.1: These items will be measured by the continued biennial
survey of citizens. They will be reported every odd-numbered year.

2
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3. Increasing traffic safety

3.1. Traffic fatalities and serious injuries

3.1.1. Traffic fatalities among pedestrians

3.1.2. Fatalities from vehicle crashes (including autos, trucks and bicycles)

3.1.3. Serious traffic injuries among pedestrians _

3-1.4. Serious injuries from vehicle crashes (including autos, trucks and bicycles)
3.1.5. Crashes involving police officers

4. Increasing safety in public places

4.1. Part I violent crimes reported in major parks

4.1.1. Robberies reported in major parks
4.1.2. Aggravated assaults reported in major parks

4.2. Drug offenses reported in major parks

4.2.1. Felony narcotic sales reported in major parks

Note on 4.1 and 4.2: These measures are tentative pending a review of the
numbers of different kinds of incidents reported in major parks. “Major
parks” will be defined and listed.

5. Providing good customer service by responding to calls and
_ attending to community needs

5.1. Response times to 911 calls

5.1.1. Percentage of responses to priority 0 and 1 calls within 7 minutes

Note on 5.1.1: This measure will be deferred until the Department
implements a new Computer Aided Dispatch system.

5.2. Residents’ opinions of the Police Department’s effectiveness

5.2.1. Percentage of residents saying they agree or strongly agree that the police
do a good job of preventing crime in their neighborhood

5.3. Residents’ satisfaction with interactions with the police

5.3.1. Percentage of resident crime victims saying they were very satisfied or
somewhat satisfied with how the police handled the situation

3
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5.3.2. Percentage of residents who reported non-crime emergencies to the police
saying they were very satisfied or somewhat satisfied with how the police handled
the situation :
5.3.3. Percentage of residents who were stopped by police while driving saying
they were very satisfied or somewhat satisfied with how the police handled the
incident

Note on 5.2 and 5.3: These items will be measured by the continued
biennial survey of citizens. They will be reported every odd-numbered
year.

6. Holding offenders accountable

6.1. Clearance rates for Part I violent crimes

6.1.1. Clearance rate for robbery
6.1.2. Clearance rate for aggravated assault

6.2. Clearance rates for Part I property crimes

6.2.1. Clearance rate for residential burglary
6.2.2. Clearance rate for auto theft

7. Using authority and force fairly and only as reasonably necessary

7.1. Sustained complaints of police misconduct

7.1.1. Sustained complaints of unnecessary force
7.1.2. Sustained complaints of violations of standards or duties
7.1.3." Sustained complaints of biased policing

Note on 7.1: A single complaint may contain multiple allegations of
misconduct. Complaints are classified by the most serious allegation.

7.2. Timely investigations of complaints of officer misconduct

7.2.1. Percentage of complaint investigations by the Office of Professional
Accountability entirely completed within 120 days

7.3. Police shootings

7.3.1. Number of officer-involved shootings.
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8. Strengthening emergency prevention and response

8.1. Emergency preparedness

8.1.1. Number of preparedness exercises conducted

8.2. Response capabilities

8.2.1. Number of officers trained for critical incident response

9. Using public resources efficiently and effectively

9.1. Cost of Police Department

9.1.1. Police Department budget per capita (in real dollars)

9.2. Efficiency and fairness of Patrol deployment

9.2.1. Percentage of time that patrol staffing goals are met in the East Precinct
9.2.2. ... in the North Precinct

9.2.3. ... in the South Precinct

9.2.4. ... 1in the Southwest Precinct

9.2.5. ...in the West Precinct

Note on 9.2: The Department will set patrol staffing goals for each
precinct by time of day and day of week. The goals will be based on
response time standards and objectives for manageable proactive time.
These measures will be implemented when a new shift structure is
implemented.
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SEATTLE POLICE DEPARTMENT MEMORANDUM

TO: Councilmember Tim Burgess, Chair DATE:24 May 2010
Public Safety and Education Committee

FROM: D/C Clark S Kimerer PAGE:1 of 2
Deputy Chief for Administration

SUBJECT:  Council Question #2 — SPD Performance Report for 2009
Council Resolution #30996

Please find attached the Department’s annual performance report for 2009, as called for in
Council Resolution #30996.

Should you have any questions or need additional information on this report, please do not
hesitate to contact me. We look forward to briefing your Committee on this report, at your
convenience.

Attachments: Council Question #2
2009 SPD Performance Report

Cc:  Interim Chief of Police John Diaz
D/C Clark Kimerer file
Carl Marquardt, Mayor’s Office
Derek Farmer, Mayor’s Office
Councilmember Sally Bagshaw
Councilmember Sally Clark
Peter Harris, Council Central Staff
Betsy Graef, Councilmember Burgess’ Office
Doug Carey, CBO
Michael Katz, CBO
Council Questions file
Chron file



Council Question #2:

Please provide the SPD Performance Report for 2009, as called for in Council Resolution #30996.

SPD Response to Council Question #2:

The Department is pleased to provide the subject Report that is attached. Several technical notes on the
Report are in order:

I8

The availability of comparative crime data. In the past, the Department has been able to provide

statistics comparing Seattle with other cities in terms of the number and rate of major crimes. The

national crime data for 2009 will be released shortly and the comparative statistics will be provided

when this Report is presented to the Council.

Changes in community survey methodology. A number of items on the Report refer to community

telephone surveys that are conducted every two years. These surveys ask respondents their opinions

about their neighborhoods, the crime problems that concern them, the conduct of SPD officers, the
effectiveness of the Department, as well as their experiences with SPD officers as crime victims or as
persons subject to vehicle or pedestrian stops. The survey methodology has changed over time. In

2005, a stratified sample of the population was used so that equal numbers of persons in different

racial/ethnic groupings were represented. This sampling method was changed to a random sample of

the city’s population in the 2007 and 2009 administration of the survey. For this reason, the findings
for the last two surveys are directly comparable, whereas comparisons with earlier findings are not.

The definition of crime clearances. One section of the Report provides clearance rates for major

crimes. In an effort to standardize how the outcomes of police investigations are reported, the FBI

Uniform Crime Reporting System (UCR) has imposed rigid guidelines for how and when a crime

may be reported as “cleared.” Under the UCR rubric, a crime clearance is not the same as the

common sense idea of a crime being “solved.” Instead there are two ways in which crimes can be

“cleared” under the UCR. They are:

e Clearance by arrest —a crime may be “cleared by arrest” when all of the following conditions are
met: at least one person is arrested, charged with the offense and turned over to the court for
prosecution. Merely making an arrest does not “clear” a case for UCR purposes. On the other
hand, not all persons involved in the case need be arrested for the crime to be “cleared.” This is
because the UCR counts offenses cleared not persons arrested.

e Clearance by exceptional means — a crime may be cleared “exceptionally” when the following
four elements are met: the offender is identified, enough evidence has been gathered to charge
and prosecute, the offender has been located, and a circumstance beyond law enforcement control
exists that prevents the offender from being brought to justice. Examples of exceptional
clearances are the death of the offender, a lack of victim cooperation [where that is essential for
prosecution], or denial of extradition.

Other technical aspects of crime clearances. Some other aspects of crime clearances under the UCR

may also be of interest, as follows:

® Clearances recorded in a given year can [and often do] involve offenses occurring in previous
years. In other words, there is no one-to-one correlation between the crimes reported in 2009 and
the crimes cleared in 2009. The best example of this is cold case homicides. When one of these
is cleared, the clearance is recorded at that time. Under the UCR, agencies do not go back and
change clearances for the year the murder occurred.

e Clearances for violent crimes are historically higher than clearances for property crimes. This is
primarily because in violent crimes victims and/or witnesses have usually seen the perpetrators
and are able to identify them.
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Seattle Police Jepartment
2009 Performance Report

Page 2 of 5

in major parks

% residents feeling safe/very N/A no Findings from biennial community telephone survey.
safe walking alone in survey in 62%
neighborhood at night 79%, 2008 77% _Amoo 5)
% residents avoiding certain N/A no Findings from biennial community telephone survey..
parts of city because of fear of 59% | survey in 56% N/A | New question in the 2007 survey, so no prior data
arme 2008 available.
% residents saying crime N/A no 15% | Findings from biennial community telephone survey.
increased in last two years 26% | survey in 21% | (2005)
2008
3. Increasing Traffic Safety i o ; e

# of pedestrian traffic 12 10 6 12 | Pedestrian fatalities have returned to the level they
fatalities were in 2006. One fatality was light rail-related.
# of fatalities from vehicle 16 12 11 36 | Data on fatalities from vehicle accidents have been
accidents updated to reflect incidents involving bicycles and

motorcycles as well as vehicle-to-vehicle accidents.
# of serious pedestrian 18 25 18 37 | Serious pedestrian injuries were reduced from the
injuries level in 2008, returning to the 2007 level.
# of serious injuries from 46 55 47 69 | Data on injuries in vehicle accidents have been
vehicle accidents updated to reflect incidents involving bicycles and

motorcycles.

4. Increasing Safety in Public Places _

Part I Violent Crimes in 185 150 205 230 | Violent crimes in city parks were up in 2009 but not
major parks to the level of the previous two years.
Reported robberies in 40 83 90 106 | Robberies in parks were down by 52% from the level
major parks . in 2008.
Reported aggravated 81 60 107 111 | Serious assaults in parks were up 35% from the level
assaults in major parks in 2008, but not to levels in 2006 and 2007.
Reported drug offenses in 255 233 277 245 | Drug offenses in parks were up 9% from the level in
major parks 2008.
Felony drug sales reported 74 N/A N/A N/A | Disaggregated SPD drug data were not available in

previous years.
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Seattle Police Department

2009 Performance Report
Page 4 of 5
\
Performance €asure
1ensior \ iom . S 2
: chozm_ data ao soﬂ Q_mmmm_.mmmﬁ residential burglary
Clearance rate for 7.3% 3.6% 10% 9% | clearance rates. The SPD total burglary clearance
residential burglary rate reported here is lower than that in comparable
cities, which was 9.1% in 2008.
Clearance rate for vehicle The clearance rate of comparably sized cities in 2008
theft 5.2% 2.9% 9.3% 8.7% | was 8.7%.
7. Using Authority and Force Fairly and Only as Reasonably Necessary
Sustained complaints of In 2009, there were 68 complaints of unnecessary
unnecessary force 0 0 2 1 | force containing 105 allegations, compared with 69
complaints containing 111 allegations in 2008 and 70
complaints containing 131 allegations in 2007.
Sustained complaints of In 2009, there were 84 complaints classified as
standards/duties violations 11 6 8 N/A | violations of standards and duties, containing 117
allegations, compared with 93 complaints containing
109 allegations in 2008. The comparable figures for
2007 were 14 complaints 19 allegations.
Sustained complaints of In 2009, there were four complaints of biased
biased policing 0 0 0 0 | policing containing six allegations, compared with
three complaints of biased policing with a total of
four allegations in 2008. For 2007 there were three
complaints with one allegation each, and in 2006,
there were six complaints with 12 allegations.
% OPA investigations This statistic computes investigative time only and
completed within 120 days 86.4% 93.5% 97.4% N/A | does not include administrative processing time or
: time spent in supervisory review. Average
investigation time was 78 days in 2009 compared
with 71 days in 2008 and 67 days in 2007. Nine (9)
cases exceeded the 120-day timeline for
investigation. The benchmark that the OPA Director
recommended last year includes both investigative
and review time to total 180 days. This standard was
_ achieved in 82% of the cases in 2009.
Number of officer-involved There were 3 fatality shootings in 2009 and one
shootings 9 % 4 5 | shooting involving an animal.
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SEATTLE POLICE DEPARTMENT

Executive Summary

The Neighborhood Policing Staffing Plan is the most significant change to how we police our city in more
than 30 years. It will not only expand our patrol force, it is a faster, stronger and smarter approach to
protecting our neighborhoods: faster response time regardless of the time of day, day of the week, or season
of the year; stronger police presence when responding; and smarter use of patrol resources to focus on
persistent problems that can affect quality of life in the city. The plan puts officers where they’re needed,

when they’re needed.

The Neighborhood Policing Staffing Plan fixes three problems:

o While the Seattle Police Department meets the common!ylacccpted response time goal for larger cities,
averaging seven minutes for high-priority emergency calls, the average is just that — an average. Response
times are faster when the workload is low but exceed seven minutes during the busiest times of the week

when 9-1-1 call volume is high.

 'There is imbalance between patrol officer deployment and workload, which means that officers are not

always available when and where they are needed.

e Because of the need to respond to 9-1-1 calls during peak workload periods, patrol officers do not have
enough time to work on proactive and specific problem solving activities.

How does the Neighborhood Policing Staffing Plan fix these problems:

° Adds a total of 154 new patrol officers over an eight-year period. This has already started, with 49
new officers added since mid-2005. Between 2008 and 2012, another 105 officers will be added. The
additional officers are needed to meet the targets for faster response time and ability to do more proactive

problem solving.

* Revises patrol officers’ work shifts to match the workload. Since 1997, police patrol has worked
nine-hour days with rotating schedules of four days on and two days off, with shift start and end times
remaining basically unchanged for more than 30 years. The new plan will make officers available at
the times and on the days when they are most needed. Agreeing on the goal of deploying officers more
effectively and efficiently, the City and the Seattle Police Officers Guild (SPOG) are currently discussing

alternatives.

o Redraws patrol “beats.” The last time beats were redrawn was in the 1970s. There are five precincts in
Seattle, each divided into sectors, with each sector divided into beats. The new plan will group 51 beats
into 17 sectors across the city. This will allow for more balanced, flexible and effective deployment of

patrol officers and will enhance officers’ sense of responsibility for the neighborhoods they serve.







NEIGHBORHOOD POLICING STAFFING PLAN, 2008-2012

Precinct Priorities:
Seattle Police Department is divided into five precincts. Setting priorities for precincts is a dynamic

process, with changes anticipated over time. Current priorities are listed below as examples.

North Precinct
*  Currently covers 32 square miles, population: 236,700; north Seattle between Lake Washington and

Puget Sound, and the Ship Canal and the north city limits.
* 'This is the largest precinct and under the new plan, will have five sectors and 15 beats.

* Priorities for this precinct: Extended foot, bicycle and car patrol presence in the University District
business core; two-officer emphasis patrols in the Aurora corridor, Ballard-Fremont and Lake City-
Northgate business districts; emphasis on Friday and Saturday nights on Greek Row in the spring.

South Precinct
*  Currently covers 12 square miles, population: 48,700, south Seattle between I-5, Lake Washington, and

North Beacon Hill and South Ryan Street.
*  Under the new plan, will have three sectors and nine beats.

*  Priorities for this precinct: Special emphasis patrols along the Rainier corridor, focus on youth and gang-
related activities; Georgetown weekend emphasis to address early morning property crimes.

East Precinct
¢ Currently covers eight square miles, population: 98,000; central Seattle between Lake Union and Lake

Washington, and the Ship Canal and I-90.
*  Under the new plan, will have three sectors and nine beats.

* Priorities for this precinct: Proactive patrol in the areas of 20th and Madison, Yesler/Jackson, Colman
neighborhood and Pike/Pine/Broadway nightclub area; undercover operations to address drive-by
shooting incidents in the Central Area; patrols to address public inebriation and narcotics activity in
parks.

West Precinct
e Covers 12 square miles, population: 75,800, central Seattle between Puget Sound and I-5, and the Ship

Canal and South Spokane Street.
*  Under the new plan, will have four sectors and 12 beats.

* DPriorities for this precinct — Emphasis patrols in the central business district to address early morning
drinking; counter-drug enforcement in Pike/Pine Corridor; proactive work to abate safety threats
around nightclubs in Belltown and Pioneer Square.

Southwest Precinct
*  Covers 19 square miles, population: 104,100 southwest Seattle between I-5 and Puget Sound, and

South Spokane Street and the south city limits.
e Under the plan, will have two sectors and six beats.

* Priorities for this precinct —Narcotics interdiction efforts along Delridge outside of the “Weed and Seed”
area; South Park weekend emphasis to address early morning property crimes.
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Introduction

This report outlines the principal elements of the Seattle Police Department long-range plan for staffing
patrol services. It responds to work program elements in the Seattle Police Department Strategic Plan:
SPD 2010, as well as the Seattle City Council Resolution 30930 that called for a multi-year plan for

police staffing and requested recommendations from the Mayor on police staffing.

| There is broad consensus that SPD patrol is understaffed. While a true statement, the problems and
challenges confronting the Department are multi-layered. The basic problem addressed in this plan
is that the SPD deployment of patrol officers is not well matched with its workload, which consists of

response to 9-1-1 calls and proactive work to get at the root cause of crime and disorder problems.

This mismatch is the result of three things: 1) an outdated patrol geography; 2) a shift assignment system
that has not been thoroughly modified in more than three decades; and 3) an insufficient number of
officers to ensure equitable, consistent and sustainable results from patrol deployment, in general, and

from proactive work, in particular.

The core principles that form the foundation for the analysis and recommendations summarized in

the plan are:

* Decisions regarding patrol deployment should strengthen officers’ sense of ownership of the
neighborhoods they serve;

*  Deployment of patrol officers should be matched to workload, both geographically and by time
of day and day of week;

Services provided to customers — response to 9-1-1 calls and proactive work — should be equitable,
consistent, and dependable, in all parts of the city, at all times of day, and on all days of the
week;

*  Proactive work performed while officers are not responding to 9-1-1 calls will be used in a way
that is targeted, measured and enhances the Department’s ability to achieve specific public safety
outcomes identified by its command staff and the public it serves;

*  Patrol deployment should provide for a baseline number of patrol cars, both for officer safety and
for proactive work; and

*  Any patrol deployment model must be highly competitive in providing incentives for attracting

and retaining top-quality police recruits.
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Guided by these principles, the Department has analyzed four years of deployment data covering
all aspects of patrol work: geographic beat and sector boundaries, patrol shifts and duty hours, 9-
1-1 response, uses of proactive and administrative time, methods of supervision and accountability,
as well as the policies governing patrol dispatch and priorities of different types of 9-1-1 calls for
service. In performing this work, the Department has consulted its own experience as well as that
of a highly regarded international consultant who has introduced the SPD to a new analytic tool
called Managing Patrol Performance (MPP). MPP is a software program based upon a mathematical
queuing theory that uses data from the Department’s computer-aided dispatch (CAD) system to

more precisely match workload to assigned officers.

It is important to note that MPP provides a starting point to identify patrol deployment needs. This
plan uses MPP as a baseline for policing in Seattle, modified by the unique criteria that govern patrol
deployment in SPD. The most significant of these criteria involve options for patrol shifts and duty
cycles that, as described further below, are the subject of on-going negotiations with the SPOG.
Other factors include the need to go beyond MPP to precisely identify hourly staffing requirements
and to provide for variability in proactive deployments to meet patterned public safety challenges,

such as threats of public disturbances on Friday and Saturday nights when nightclubs close.

As a result of this analysis, SPD will redefine the structure of beat and sector boundaries, modify
patrol shifts, and improve dispatch priorities for calls for service. In order to achieve maximum
efficiency and results from this new structure, SPD is recommending an increase to its authorized
patrol strength by 105 officers over the next five years, 2008 through 2012. Because the Mayor and
City Council began addressing the issues raised in this report by adding positions to the patrol force
in 2005, it is important to understand that there will be an increase of 154 to the patrol strength over

the eight-year period from 2005 to 2012, a 25% increase in patrol strength.

This is the first time the Department has produced a comprehensive patrol staffing plan covering
a multi-year period. The last time the City approved a hiring of similar magnitude was 1990. As
explained below, when one considers the number of systems affected and the resources involved,

there has not been a change of this magnitude in the Seattle Police Department in over 30 years.
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Strategic Planning
for Service and Safety

The decision to add officers to the Seattle Police Department and, specifically, to patrol in each of the

five precincts comes after many months of study and discussion about implementing the work program
outlined in the Seattle Police Department Strategic Plan: SPD 2010. This plan, which was published
early in 2004, called for an action program that would strengthen the ties between police officers and

the neighborhoods they serve, enabling fast, equitable, and safe response to emergency calls for service.

SPD Strategic Plan Goals

Strengthen Geographic Integrity

Reduce Sworn Specialization

Enhance Crime Fighting Results

Strengthen Emergency Response Capabilities
Invest in Key Support Functions

Strengthen Accountability for Results

Foster a Culture of Service Excellence

In addition, patrol officers would have more time to
work proactively with those who live and work in
Seattle, to address crime and related public disorder

problems that impact quality of life.

In the summer of 2004, SPD began work on a
Neighborhood Policing Project to move us toward

the goals set forth in the strategic plan. One of the

major work components in this project has involved

6

an in-depth examination of the SPD patrol force that
is on line 24 hours a day, 365 days a year to respond to citizen calls for service and address related public
safety concerns. In exploring the data, a series of problems that had long been commented on by patrol

officers and their supervisors became readily apparent:

Certain places in the city and certain times of day and days of the week are far busier than others in

terms of calls for service.

o The number and distribution of officers is not well matched to the workload.

The project team has documented both geographic and temporal imbalances. The geographic imbalances
are a function of a system of police beats — the smallest unit of patrol geography — that has not been
altered significantly in more than 30 years. The temporal imbalances are largely rooted in the rigidity of a

deployment model that has just three work shifts.
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Problem Statement

The Neighborhood Policing Project, in its assessment of patrol deployment problems has identified four
distinct problems, all of which involve some type of imbalance between the Department’s calls for service

workload and the number of patrol units available to respond to those calls.

The four types of imbalance are:

*  Geographic, across beats, sectors, and precincts;
 Temporal, by hour of the day;
e Temporal, by day of week; and

* Temporal, by season of the year.

Geographic Imbalances:
Seeds Planted in the 1970s

The number of patrol beats has remained basically unchanged since the early 1970’s, when the Department
put a “Basic Car Plan” into place with 61 patrol beats. Since that time, the number of beats has varied
from 61 to 64, the current number that went into place in 1990. Across the years, while there have been
minor adjustments to the system of beats, distribution of workload has changed significantly with the
end result being that some beats are much busier than others and some officers end up having to handle
many more calls than others. There also has been a considerable amount of cross-beat dispatching as a
result of these spatial imbalances. This is a cause for concern as it runs counter to a key principle guiding
this work — a squad comprised of a sergeant and officers consistently working the issues of the same beats.
This structure fosters a sense of ownership of the geographic area for the officers and allows people who

live and work in the area to know the members of the squads who work in their neighborhoods.

An example of these geographic imbalances is found in North Precinct, the city’s largest. Data show that,
on average, North Precinct has a heavier call load, particularly during the busiest times between 11 a.m.
and 8 p.m., and precinct officers have less time to spend on proactive work to get at the root of crime and
disorder problems. In 2005, for example, officers in North Precinct, on average, handled a third more

calls than officers assigned to South Precinct, even allowing for the fact that North Precinct fielded twice
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the number of officers. There also are significant differences in call load across police beats within the
precincts. Each precinct had one or more beats handling in excess of 4,000 calls for service while there
were others dealing with fewer than 2,000 calls. Overall, North Precinct handled 31 percent of the call

load on the average day; South and Southwest Precincts, in contrast, each handled 12 percent of the calls

for service workload.

Equally telling is the

2005 Calls for Service and Officers Fielded by Precinct imbalance that exists

PRECINCT  CALLS PERCENT 9-1-10fcs PERCENT [IIKCAGERaciadts

(per DAY) (per DAY) time on calls for service —

NORTH 122 gi':f 22 ;;3} arguably the best gauge of

:UAESSTT T 2092 o 22; calls for service workload
0 .

SOUTHWEST 79 12% 30 13%| | Decause e caprures the

SOUTH 79 12% 33 15% actual time, in aggregate,

CITYWIDE TOTAL 642 228 spent responding to calls

from moment of dispatch

until the officer clears the
call at the end of the response. In North Precinct in 2005, the busiest patrol beat spent more than three
times the number of hours servicing calls compared with the least busy beat in the precinct. In the South

Precinct, the variance between the most and least busy beats was more than nine times in terms of service

hours spent.

| Temporal Imbalances:

The Problem of Shift Design

Having sufficient officers available when needed to respond to calls for service is a key component of this
plan and, specifically, of the design of patrol shifts and duty cycles. Principally as a result of the nature
of the Department’s current system, which is described later, SPD has been experiencing significant

temporal imbalances in its deployment of patrol officers.

' Patrol calls for service workload currently is unbalanced temporally three ways:

o By hour of day: first and third watches have significant imbalances in workload, with the last half
of the 3 a.m. to noon first watch and the first half of the 7 p.m. to 4 a.m. third watch being a lot
busier. The chart on the next page depicting the number of calls by hour in North Precinct shows

the unevenness of the workload.
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North Precinct Calls for Service on an Average Day in 2005

CALLS PER HOUR

12

1st Watch

10

0400- 0500- 0600- 0700- O0B0O-
0459 0559 0658 0759 0859

2nd Watch

3rd Watch

0900- 1000- 1100- 1200- 1300- 1400- 1500- 1600- 1700- 1800- 1900- 2000- 2100- 2200- 2300- 0000- 0100- 0200- 0300-
0959 1059 1159 1250 1359 1458 1559 1659 1750 1869 1859 2058 2158 2259

HOUR OF THE DAY

2359 0059 0159 0259 0359

By day of week:
Friday and Saturday
nights typically are
much busier than
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o By season of the year: the warmer months, beginning in early May, and picking up toward the

end of June through Labor Day, are classically the busiest times of the year from a patrol workload

perspective.

This imbalance is comparatively well-known to the public, as can be readily observed during the Fourth of
July or Seafair events. ‘The Department has traditionally addressed this problem by adjusting its business
procedures during these months, including limiting officers’ taking of discretionary vacation and delayed
furloughs, moving all training outside the busy season, and conducting emphasis patrols funded with

overtime directed at seasonal problems.

These imbalances in workload matter in two ways. They matter to those served by the Department, who
receive variable levels of service from patrol, with some receiving a significantly faster response than others
depending upon location and time of day and day of week. It is important to point out that, citywide,
the true emergencies, such as a home invasion robbery, “officer/person down,” a felony crime in progress,
or a serious injury accident, typically receive an emergency response that is less than five minutes. Still,
unevenness exists. For example, 2005 data showed that an emergency call response in North Precinct in
late morning hours from 8 a.m. to noon took, on average, 9.5 minutes. In comparison, an emergency call
in East Precinct after 8 p.m. only took an average of five minutes for the first police response unit to arrive.
By day of week, again during late morning hours, the average response time for emergency calls exceeded
eight minutes in 2005 on all but one day of the week; after midnight, the response time for emergency calls

was less than 6 minutes on average.

Average Priority 1 Response Times - 2005
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These imbalances also matter to patrol officers because they mean that some officers are assigned to more

calls than others, jumping from call to call with little respite, and there are fewer backup units available

nearby if assistance is needed.
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A related patrol problem is that officers’ ability to stand back from 9-1-1 calls and examine smarter,
proactive ways to address recurring crime and disorder problems is diminished when things are overly busy.
As with emergency response times, there is a great deal of unevenness in the distribution of opportunity
for proactive work by hour of the day and day of the week. The irony is that opportunity for proactive

work clusters at times of day — between midnight and 8 a.m. — when there is least need for it.

During the busier work shifts, patrol
supervisors often simply do not have
enough officers to deploy units with
a proactive mission to address the
underlying problem and intervene to
preventcrimesand/orimprove public
safety. Proactive time is a strategic
investment of resources that can pay
dividends for people in the form of
safer communities, and for officers,
in terms of reducing repetitive calls
for service to the same locations to
deal with chronic, recurring issues. It
is the difference between dispatching
a patrol car to a school zone accident
(a reactive response) and regularly
assigning officers to school zone
coverage to prevent that accident
from occurring; or the difference
between responding to call after call
regarding parking, fighting, noise
and drug complaints associated with
a particular night spot and working

with the night spot and its neighbors

to establish a framework for mutual co-existence, then backing that up with standby law enforcement.

Proactive time is powerful in its potential to reduce or prevent public safety consequences, and it is cost-

effective in its use of police resources. This in large measure is why the Department is seeking additional

Proactive Time Citywide - 2005
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patrol officers, as described in the next section.
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Solutions

Analysts working on these problems have devised multiple strategies to mitigate these imbalances,

providing for equity in emergency response and more time for proactive work. These strategies are:

*  Redrawing patrol geography, to even out the calls for service workload across the city;

*  Revising patrol deployment, the system of work shifts and duty cycles, to make officers available at
times and on days when they are most needed;

*  Making more time available for supervisor-directed proactive work on chronic crime and safety-
related problems;

e Adding 105 patrol officer positions to the SPD sworn force, to ensure that officers have sufficient
time to engage in meaningful proactive work to fight and prevent crime, and

o Revising Communications Center protocols to reduce unnecessary dispatch and minimize those

practices that take officers out of their assigned geographic areas for other than emergency calls.

In terms of the number of systems affected and the number of resources involved, there has not been a

change of this magnitude in the Seattle Police Department in the last 35 years.

=
. - .
peats

d

Redrawing Patrol
to Mitigate Geographic Imbalance

The patrol “beat” is the smallest unit of patrol geography around which daily deployment of officers
is planned. Beats comprise the building blocks for patrol operations. Beats, in turn, are grouped

into sectors, and sectors into the precincts — those organizational entities that are more familiar to the

public.

The number of patrol beats has remained basically unchanged since the early 1970, varying from 61
to 64, the current number that went into place in 1990. Across the years, the distribution of workload
has changed greatly with the end result being that some beats are much busier than others and some

officers end up having to handle many more calls than others.

The proposed “beat redraw” will even up the service hours on calls, with a plus or minus 5 percent
variance across beats within precincts, compared with the current wide variance described earlier. In
the new scheme depicted in the accompanying maps, 51 beats will be grouped into 17 sectors (three per

sector) across the city. North Precinct, the largest precinct, will have the most sectors and beats, with
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five and 15, respectively. West Precinct will have four sectors, as it does today, with 12 beats. East and
South Precincts each will have three sectors and nine beats, and Southwest Precinct will have two sectors

and six beats.

This change will leave the current number and size of sectors little changed, increasing from 16 to 17.
The geographic area of the beats, however, will increase as their number declines from 64 to 51. This
change will allow for greater flexibility and ease of supervision by the precincts, while providing a far more

equitable distribution of workload across the beats and among the officers working patrol.

As depicted in the accompanying maps, the boundaries of precincts will be little changed from the current
alignment. North Precinct will remain unchanged. West and South Precincts will expand slightly, while
East and Southwest Precincts decrease in size. On its eastern boundary, West Precinct will cross Interstate-
5 between James and Pine and proceed a short way up Capitol Hill to Minor Avenue. West Precinct will
also take in a bit more of the South Lake Union neighborhood, extending up the shoreline between the
Lake and Interstate-5 to Lynn Street. The new South Precinct will expand to include the Georgetown area
and everything up to the Duwamish River, which now will form a boundary between precincts. Southwest
Precinct will retain responsibility for Harbor Island. South Precinct will also cross Spokane Street to
include part of the SODO neighborhood, as far north as Holgate Street, between 1st Avenue South and

the freeway.

These changes will greatly mitigate the problem of geographic imbalance while strengthening geographic

integrity and officers’ ownership of the neighborhoods to which they are assigned.
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New Seattle Police Sectors by Precinct
17 Sectors Citywide

North Precinct - 5 Sectors _.

East Precinct - 3 Sectors

Southwest Precinct -
2 Sectors

South Precinct - 3 Sectors
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New Seattle Police Beats
51 Beats - Balanced by Workload

L1

West Precinct - 12 Beats Eait Pracinct~9 Beuts

Southwest Precinct -
6 beats
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Old Seattle Police Beats
64 Beats - No Workload Balance

i N |

North Precinct - 18 Beats : | /L2

East Precinct - 14 Beats

Southwest Precinct- /—ur X A South Precinct - 10 Beats
8 Beats ]
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Modeling Patrol Dey

The ongoing work on the SPD patrol deployment model is the most complex aspect of the Neighborhood
Policing Project. A work group, directed by of the Department’s Deputy Chief of Administration and

assisted by an internationally recognized consultant, has examined a variety of alternatives to the current

deployment model.

Since 1997, SPD patrol has been working a nine-hour day, with a rotating schedule of four days on and
two days off with shift start and end times of three shifts that have remained essentially unchanged for more
than three decades. Foregoing a very complex discussion here, suffice it to say that the aforementioned

imbalances have persisted under this system.

The goal of this work is to deploy patrol officers in the most efficient and effective way while creating
additional opportunities for proactive work when and where it is needed. Alternatives under consideration
range from a variety of improvements to the current system, as well as a number of 10-hour day plans

— the type of patrol deployment model most widely used in Washington state as well as in almost all

major West Coast cities.

The City’s collective bargaining team is currently discussing these alternatives with the SPOG. 'The
officers’ duty cycle is a mandatory subject of bargaining because it affects officers” hours and the pattern

of days on and days off. Detailed discussion of this work must wait until agreement is reached between

the Guild and the City.

The Department also is aware of the fact that it is not enough to be efficient. It is very important that
any new deployment plan be competitive in the marketplace for new recruits, consistent with the core
principles guiding this work. SPD can ill afford to have top candidates find the shift and related quality

of life conditions in other law enforcement agencies to be superior to those we offer.

Strengthening SPD Patrol

Since the spring of 2005, when the Mayor took the initiative to request 25 additional officers, a total of
49 patrol personnel have been funded in the Department. On top of this, the present proposal for 105
new patrol officer positions, would mean, therefore, 154 added to patrol between 2005 and 2012, a 25

percent increase in authorized patrol strength.
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SPD is basing its staffing recommendation on results that are achievable and matter to people who live and
work in Seattle and to the officers serving them. The recommendation is not based on population, crime or
any other criterion presumed to drive the need for officers; nor is it based on historical SPD staffing levels
or staffing numbers in other cities. These exercises do not produce “apples-to-apples” comparisons across
time and jurisdictions and never provide measurable, meaningful outcomes with which to track success in
meeting public safety goals. There is no simple formula accepted nationally for determining the “right”

number of officers.

Based on patrol service levels attained in 2005 and using the MPP model, SPD has worked with a patrol

management consultant to model service results defined by three variables:
e Average emergency response time in minutes,
* The percentage of patrol time available for supervisor-directed proactive work, and

e The number of patrol cars free to provide back up for officer safety and added capacity for proactive

work.

MPP uses these variables to establish a baseline for calculating patrol staffing requirements. The project team
has used MPP as a starting point, and its recommendations are based on a precise hour-by-hour analysis of
MPP staffing numbers with the intent of developing an effective and efficient shift and duty cycle pattern in

light of the realities of on-going negotiations with the SPOG.
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In specifying quantitative targets and an associated number of patrol officers, the Department has
considered its recent performance, the practicalities of recruitment, budget and the complexities of

aligning officer work schedules and shifts with workload. These targets are as follows:

e Seven-minute emergency response time. Citywide, on average, SPD currently meets this goal;
however, performance is uneven both geographically and temporally as described earlier. Our goal
is to meet the seven-minute average response everywhere, anytime. This is a fundamental point of
equity for those people served by the Department. Within every patrol sector, at any time of day or
night, people will be able to expect an emergency response, on average, within seven minutes or less.
Although not an official standard, Department commanders have observed that this is a police best

practice in large cities around the nation.

e Enhanced patrol proactive time. Proactive time is supervisor-directed patrol time aimed at resolving
underlying conditions that lead to violations of law and/or public order. Proactive time is the means
by which the Department can achieve specific public safety outcomes beyond those related solely to

9-1-1 response.

Proactive work typically requires dedicated blocks of time for interacting and coordinating with residents,
businesses, other public and not-for-profit agencies at times of day when they are accessible. In 2005,
approximately 25 to 30 percent of patrol officer time was potentially available for proactive work between
the hours of 8 a.m. and midnight. The goal is to improve on the use of this time, by bringing a larger
proportion of this time into manageable blocks for proactive projects such as those listed immediately
below, and to shift a greater proportion of total patrol officer time into this work. Many of these projects

will significantly enhance people’s sense of safety and quality of life.

It is important to note here as well that the specialized proactive squads available to precinct commanders
today — currently authorized positions include 35 bike officers, 35 Anti-Crime Team (ACT) officers, and
27 Community Police Team (CPT) officers — will remain in place and functioning as critical resources

for assisting with achievement of proactive goals.

® 10 cars free citywide (two per precinct). Having this number of cars uncommitted to calls at any
time will give patrol commanders capacity for added proactive work and, especially, a flexible back-

up capability for officer safety.
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Proactive Project Examples by Precinct

North
* Extended patrol presence on foot, bicycle and in cars in the University District business core to
address drug dealing, disorder and a range of criminal behavior;

* Targeted two-officer emphasis patrols at hot spots in the Aurora corridor, including ACT and
Neighborhood Corrections Initiative (NCI) coverage;

* Targeted two-officer patrols in the Ballard-Fremont and Lake City-Northgate business districts;

*  Spring emphasis on Friday and Saturday nights on Greek Row to reduce assaults, disturbances and

noise complaints.

South

*  Special emphasis patrols along Rainier corridor, focus on youth and gang-related activities;

¢ Georgetown weekend emphasis to address early morning property crimes.
g p y g prop

East

*  Proactive patrol to maintain order and prevent assaults in 20th and Madison, Yesler/Jackson and
Colman Neighborhood, and Pike/Pine/Broadway nightclub area;

*  Undercover/stakeout operations to address drive-by shooting incidents in the Central Area;

*  Park Patrols to address public inebriation and reduce narcotics activities in area parks.

West
*  Proactive patrol in the central business district to address early morning drinking in the area that
evolves into fighting and disturbances by noon;

*  Proactive patrol and use of partner agency resources to address the open-air drug dealing in the Pike-
Pine Corridor;

*  Proactive work with City’s Joint Assessment Team, businesses and residents to abate threats to safety
surrounding the operation of clubs in Belltown and Pioneer Square.

Southwest
*  South Park weekend emphasis to address early morning property crimes;

*  Narcotic interdiction efforts along the Delridge corridor outside of the Weed and Seed area.
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SPD has implemented systems to measure its progress toward accomplishing the three goals above. The
Department will use CAD system data to ensure that it is meeting new deployment goals. Targeted and
measured proactive work will be guided by the Department’s crime monitoring systems like NarcStat
and Crime Capsule to ensure that SPD is reaching the specific public safety outcomes identified by its

command staff, policy makers, and the community. Accountability will reside at two different levels:
e At the Department level, with the Chief and his Command Staff; and
* At the Precinct level, with the Precinct Captain and supervisors.

One key feature of this system of accountability is regular meetings with members of the community,
enabling effective outreach and ensuring clear lines of communication and feedback from those we serve.
Another key feature of the Neighborhood Policing Project accountability system is the emphasis that
it places on providing patrol commanders and supervisors with the information they need to achieve
results. A series of monthly and quarterly reports will be provided to allow precincts to monitor how they
are progressing toward established goals, identify problem areas, and make corrections as necessary. For
example, supervisors will have available to them data on officers’ service times on different types of calls as
well as the numbers and types of calls that they have handled over the time period in question. Also, data
will be available on supervisor-directed proactive work, enabling commanders to assess tactical results and
make adjustments as necessary to improve performance. These data will also allow people to develop an

objective, fact-driven basis for evaluating their Police Department.

The shift to more proactive police patrol work will be a gradual, ongoing process. SPD will put the new
systems in place and be ready to start reporting in 2008. Where on-course corrections are called for, we

will make them to achieve our objectives and improve service to Seattle’s neighborhoods.
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SEATTLE POLICE DEPARTMENT

Next Steps & Milestones

The Neighborhood Policing project is a work in progress. The following is an outline of next steps and major

milestones for the project.

Growing the Force
Recruitment and Retention

Beginning with the 20 additional officers approved in the 2008 Endorsed Budget, SPD is committed to hire
20 to 25 recruits over and above retirements in each of the years, 2008 through 2012, for a total of 105 new
officers. This recruitment range will allow for attrition of recruits and student officers in training and will

still give us the 105 needed for the plan at the end of the period.

This plan will require SPD to significantly expand its recruitment efforts over the next year and sustain these
efforts for the duration of the plan. Including the continuing need for approximately 50 to 55 new recruits
annually to replace retiring officers, the SPD recruitment mission will require total new hires in the range
of 75 to 85 annually over the five-year period. To support this effort, the SPD recruitment team is now
working on a program to achieve the results we are seeking. A final work product is expected by summer
2007.

Adjusting
Communications Protocols

Ongoing work at the SPD Communications Center that handles patrol calls for service is a very important
part of the Neighborhood Policing Project. This work includes examining the system of priorities used to
classify calls for service by the degree of threat posed to life or property, and a priority system that determines
whether patrol units will be dispatched, and how quickly. It will also examine whether calls can safely be
referred for telephone reporting or follow-up by other city agencies. The goal of this work is to reduce
dispatch of police where this can be done without unacceptable risk to safety or property and customer
satisfaction can reasonably be assured by alternative means. Years of police research have demonstrated the
efficiency of dispatch alternatives and have shown that members of the public are veryl satisfied when told,

by phone or in person, how and when the Department will respond to their incident.

The Department plans to reduce aggressive dispatch that takes patrol units out of their assigned beats when
there is no emergency. This practice has resulted in a great deal of cross-beat dispatching that undermines
the close connection between officers and the beats to which they are assigned — a core principle guiding the

Neighborhood Policing Project. Results in this area are expected to enhance the results of the project.







NEIGHBORHOOD POLICING STAFFING PLAN, 2008-2012

In tandem with the ongoing Neighborhood Policing Project, and responsive to major changes pending in
the Department’s CAD and RMS systems, a comprehensive review of the organization and staffing of the

Communications Center is under way, with recommendations expected, along with the call priorities work,

in summer 2007,

Impleme nting
The New Geography, Deployment Plan, and Accountability

The Department now plans to put the new patrol geography into operation in January 2008, using the
existing CAD system. New procedures for developing and monitoring proactive projects will also go into

place in 2008, working on the kinds of precinct-based issues listed above.

In all of this work, the Department will remain mindful of its core mission, as stated in the strategic plan:
to prevent crime, enforce the law, and support quality public safety by delivering respectful, professional,

and dependable police services to the people of Seattle.

Funding the Plan

The annual ongoing cost of 105 new officers in 2012 is $12.2 million, with increments of $2.0 million
growing to $2.5 million per year. These costs include salaries, benefits, one-time equipment costs to outfit
new officers, one-time capital costs for vehicles at a rate of one new patrol car for every four new officers,

and ongoing lease costs to replace and maintain the new patrol cars.

This initiative will be funded from a combination of sources:
1. Savings in general government spending other than police officers.
2. Revenue growth from a strong economy.

3. Restoration by the state legislature of the City’s ability to raise $20 million in Business and Occupation

Tax (B&O) revenue.

The initiative’s goal is to achieve its hiring targets in five years, but we recognize that budget realities may

force a delay in the plan. If economic growth slows or there is either no fix or only a partial fix to the B&O
Y p g yap

problem, then the timeline for implementing the hiring targets will be extended. 'The extension would be

for as short a period as affordable, but would not extend the initiative beyond ten years.

23






SEATTLE POLICE DEPARTMENT

=

'About the Department

Command Staff

R. Gil Kerlikowske, Chief of Police

Clark Kimerer, Deputy Chief of Administration

John Diaz, Deputy Chief of Operations

Linda Pierce, Assistant Chief - Patrol Operations 1 Bureau
Harry Bailey, Assistant Chief - Patrol Operations 2 Bureau
Nick Metz, Assistant Chief - Criminal Investigations Bureau
James Pugel, Assistant Chief - Field Support Bureau

James Pryor, Assistant Chief - Emergency Preparedness Bureau

General Information

Population of Seattle (2006): 578,700
Population of King County (2006): 1,835,300
Number of SPD Sworn Officers (2007): 1,277
Area of Seattle:

Total: 84 sq miles

North Precinct: 32 sq miles

South Precinct: 12 sq miles

East Precinct: 8 sq miles

West Precinct: 12 sq miles

Southwest Precinct: 19 sq miles
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City of Seattle
Office of the Mayor

May 21, 2010

Honorable Tim Burgess

Chair, Public Safety and Education Committee
Seattle City Council

City Hall, 2" Floor

Dear Councilmember Burgess:

Enclosed is candidate material in preparation for the presentation of the three finalists for the Seattle Police
Chief at the June 2, 2010 meeting of the Public Safety and Education Committee.

Contents of the file are:
e Candidate profile
e Candidate resume
e Candidate’s initial letter of interest
e Personal statement by the candidates
e  Written questions posed to the candidates
» Interview questions asked of the candidates by panel
o Candidate responses to written questions

The information provided is part of the competitive exam process and will be included with the record of
the competitive exam process that will be filed with the Mayor’s nomination for Police Chief as provided
by Article VI, Section 3 of the City Charter.

Should you have questions, please contact Pam Inch, Personnel at (206) 684-4198

Sincerely,

Michael McGinn
Mayor of Seattle

Enclosures

Michael McGinn, Mayor

Office of the Mayor Tel (206) 684-4000
600 Fourth Avenue, 7" Floor Fax (206) 684-5360
PO Box 94749 TDD (206) 615-0476

Seattle, WA 98124-4749 mike.meginn@seattle.gov






Chief of Police

‘@\“p) Essay Questions — Competitive Exam Process

The following questions are part of the City’s competitive exam process and will be utilized by the
Search Committee and Mayor in the assessment of Police Chief Candidates. These essay questions are
part of the competitive exam process and are subject to public disclosure.

Please answer each of the following questions in no more than two single spaced pages. Your responses
will be reviewed by the Search Committee prior to your interview.

Question One

The City of Seattle is anticipating a S50M budget shortfall in 2011. This makes efficient use of resources
an even greater operational imperative. In your current (or most recent) position how have you
developed and implemented reductions to the police department budget without compromising public
safety, morale and innovation?

Question Two

Over ninety percent of the personnel in the Seattle Police Department are represented by a union.
Under Washington State law changes to working conditions are generally subject to collective
bargaining. In your current (or most recent) position how have you implemented changes to staff
deployment to support your department’s strategic plan and how have collective bargaining obligations
affected your decisions?

Question Three

How have you addressed concerns regarding racial and social disparities in the development and

implementation of policing practices?
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Qc“b\ Competitive Exam Materials
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Police Chief Candidate:

Rick Braziel

@

City of Seattle



Semi-Finalist Candidate Profile

Chief of Police

_

Rick Braziel

Professional Education

Bachelor of Arts, Communication Studies, California State University, Sacramento
Master of Arts, Communication Studies, California State University, Sacramento
Master of Arts, Security Studies, U.S. - Naval Postgraduate School

Senior Management Institute for Police

Graduate. National Executive Institute, FBI Academy

Command Level Experience

City of Sacramento | Chief of Police January 2008 - Present
Deputy Chiel August 2002 - 2008
| Caplain April 1994 - 2002

Office — Strategic Planning Unit, Metro Division,
Secior Commander

Department Profile

Number of sworn personnel: 701 (1,197 total employces)

Demographics: White 72%; Hispanic/Latino 12%; Asian/Pacific Islander 9%; Black 6%:; Filipino 1%:
Native American 1%. 36% Female,

Budget: Less than $150M
Collective Bargaining: Yes

Community Profile

Population: 453,781

Demographics: White 48%; Hispanic/Latino 22%: Asian 17%: Pacific Islander 1%:; Black 16%:
© American Indian 1%. 51% Female




RICK BrRAZN:L

PROFILE

EDUCATION

Proven ability 1o work in collaboruion with people from all commumities, agoncies, and
organizifions,

Gioaloriented individual with sirong leadership qualiries.

30 years with the Sacramento Paolice Department, the list 15 years in managemens/execurive
lelership capacity.

Clommited 1o customer service.

Passion for work, compassion for peaple, and the conrige 1o make difficult decisions.

M. AL, Security Studies, LLS Naval Posteradunte School. 2000

M. A., Communication Studies, California Srare University, Socramento. 1993

B A., Conmmunivation Studies, Calitornia State Ulniversity, Sacramento. 1986

EXPERIENCE & ACCOMPLISHMENTS ~ SACRAMENTO POLICE DEPARTMENT

Police Chief, January 2008 - present

Leader of an organizadgon, wich over 1,200 coplovees and a $132 million budeer, vesponsible
for working m parinesship with the commumity 1o identify priorities in the delivery of police
sevives. Sacramento, the eapital ciry of Cadifornia, was identified by TIME Magazine as che
mest diverse city in Americn. Sacramento has approximarely 360,000 residents and o dastirae
popularion m excess ot 600,000,

Retocusud SPD mission incloding redesign of evime reducrion seraregies, deployment, and
resatrees resulring i rhe reduerion of Paee 1 Vielene Crime by 17.9% and Property Crime by
139%. Srategies inchided collaboraring with unigoe pareners to develop vreative concepts

such as

Increased ransparency and commmmity involvement threngh the creation of a Police Advisory
Clomminee, Youth Advisory Comminiee, and vedesien

el wed site including inererive
meatares. Conducred 14 Town Flall meetings as well as an ondine survey to identily conmunin:

CNPUTTHRONE.

Wosrked with Police Union leaders amd Ciry Management in successtully re-neporiating Police
Ui Bibawr vommract protecting the cormmuinity (rom olfive layolts while balanving o reduced
bisduen



RICK BRAZIEL

Deputy Chief, August 2002 - January 2008

Office of Uparation and Office of ivestigations =Chiel vespousible for Parrol, Problem Orienred
Policing (POPY, Neighborheod Crime Prevention, SWAT, Parole Inrervention Teant, Air
Operations, Tralfic, K9, Bikes, Resional Transit Police Services, Marine, Mounted, EO1D-
Bomb Squad, Reserves, Cotrt Lintson, Major Crimwes, Properry Crimes, Nareotics, Viee, Scheol
Resource Officers, Magner Schools, Forensie ldenrificarion and CSI.

Office of Technival Services - Chief responsible for Personnel, Trainine, Communications,
Records, Property, Fleet, Technology and Tnformation Divisions. Direered the overbaul of the
recruiting, hiring, and miining process for police officers and disparchers. The “Train ro
Suecess” model has received narional atrention.

Ojfice of Emergency Sewvices and Homeland Seervity ~ Created the Sneramento Regional Office of
Homelnd Secnrity with federal, regional, and local law enforcement, regional fire services,
emergency services, imd public health parmers. Office Chief of a multidiscipline, muliiageney
ream responsible for regional planning, tining, and logistics relared ro Homelaind Securiry.

Development of the Sacramento Community Racial Protiling Commission throwueh the
drafting of Ciry ordinance and servine as Viee Chair,

Aurhored Naval Posteraduate School thesis, “Tmpace of Bomeloud Security Communicies of
Learning: Developing a Staregy for Training and Collaborarion,” resulting in Sacramentio
recviving a 230 millior erane.

Captain, April 1994 - Augusy 2002

Spectal Investiganons Division = Commander for marcoric and vice-related enforcemenr including
the maragement of psser forteinires, and the adminisrative veview and processing of all
narcotic relwed arsests incthe city,

City Manager'’s Offies, Snaregic Phoming Uit = Assisted in working with the communiry, Ciry
Comnwil and ciry workloree in emiting a soaregic focns and establishing » more svarens
approach o maraeing the Ciy's challenees and opportinities,

Meto Dieiston - Responsible for cenrmlized services including SWAT, KO/EOD, Teaffic and
Air Qperarions, Bike Parrols, Mounred, snd Marine operations. Duries require heavy
ivolvement with community groups, business, sad fedeal, swe, and City oftic

ials. Wlympic
Triaks Incident Commander in cooperarion with C.S.UL Sacramenus Police, Sacramento

"

Sheriff, CHP, FBEL ATE, Seeret Service, and US Anny. Co-chair of Drive Smar Suerimento, a

coalition of insurance industry, medical providers, and privare secror.

Secror Commander - Responsible for the delivery of police services in the Downrown Sector
including managing parrol vpernions, Neichborhood Policine Projects, SWAT, and K9/EOD.

Lieutenant, August [990 - April 1994
Sergeant, December 1987 - August 1990
Police Otficer, Mav 1931 - December 1937

Community Service Ofticer, October 1979 - May 1981



RICK BRAZIEL
AUTHOR, CONSULTANT & INSIRUCTOR

winnity Policing

o Co-Author: COPTALK; Essential Communicarion Skills for Con
’ San Frunciscor Acada Books, 1999,

o Lostructor - Humboldt Stare University. California Peace Officer Standards and Training
(POST) Management Course, leandership, communicadion skills, leader’s role in communiry
policing, media relations, and markering.

e Instructor - Regional Conmmunity Policing Institute. Communiry policing for supervisors,

police ethics for supervisors and line siaff, police erhics for chiel exceurtives.

*  Consultant - California Comumission on Peace Officer Standards and Training Community
policing consulrang/rainer. statewide sssessor o ageney specific comnunity policing efforts.

¢ Consuleant - Teambuilding. Temmbuilding tacilivaeor for public sector agencies.

e Facilitator - Federal Law Enforcement Training Center. Formier mainer in communication
skills, communiry oricuted poliving pud problem solvipe,

HONORS & AWARDS

e Sacramento Police Depurtment Unie Cirrion, March 2002
e Speramento Police Deparmment Distineuished Service Awand, May 2001
e California Stre University Sacramento, Ahmmi of the Year, 1994

o Sacramento Police Depnmment Sibver Medal of Vilor, November 1988

PROFESSIONAL DEVELOPMENT, BOARDS, & PERSONAL ACCOMPLISHMENTS

e Calitornia Commission on Peace Officer Srandards and Training, Command College. Class 33
Ciradation Speaker

o Chltfornin Peace Officens” Association, Board of Direcrors, 2008-2000

o Oalitornin Peace Oficers” Assodinion, 47 Viee President 2000.2010

o Calitornia Peace Oflicers” Association, 37 Viee Deesidenr 20102011

e Califoria Police Chicts Association Deand of Divectors 20102011

o Chalifornin Police Chicfs Associati wm, Finanee Uommirree .

o CSUS Alumni Association

o Cenral Unlifornia nrellivence Center, Govermanes Board, Chair 2009201

o lurermuional Asseciarion of Chicfs of Police

o Narional Executive Instinire Assoemres

o Naval Postgraduate School, CHDS, Alunmi Association T reasurer, 2007-2000

e DPolice Executive Research Fonnn

e Senior Managemen: nstivere tor Police = Boston 2004

o IO01 Irenman Trinthlon World Championships, Hawaii

o Marathon and triathlon vompetiton

o Poston Marathon Quealifice 2008



Rick Braziel

April 18, 2010

Police Executive Research Forum
ATTN: Seattle Police Chief Search
1120 Connecticut Ave. NW, Suite 930
Washington, DC 20036

Please accept the attached resume with references as an indication of my desire to apply for the Chief of
Police, City of Seattle. My prolessional, personal, and educational backgrounds make me uniquely
qualified for the Seattle Police Chief position.

As the Chief of Police for an ethnically diverse major city, | am committed to working with the
community in a transparent and inclusive way to identify neighborhood problems and improve quality
of life. A book | co-authored, COP Talk: Essential Communication Skills for Comimunity Policing (1999],
demonstrates my long-term commitment to community policing.

My collaborative style of leadership has guided the Sacramento Police Department through significant
budget challenges while maintaining my commitment to reducing ¢crime. At a time of organizational
change, the unified commitment to clear Police Department goals has helped define a critical role for
every employee in the success of our department.

I 'am a strong proponent of continued education as demonstrated by my two Masters degrees. | also
believe in sharing my experiences and expertise with others. As an instructor of communication skills,
teambuilding, and leadership for newly promoted command staff, I help shape the direction of law

enforcement in California.

I appreciate your time in reviewing my unique qualifications and look forward Lo continuing in the
selection process.

Sincercly,

Rick Braziel
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Snap Sho Rick Braziel

Many describe me as passionate and positive aboul everything inlife. Challenging
mysell both personally and professionally excites me. The only certainty in life is change and
we can either be a follower of change or a leader. 1 choose to be a leader. [ lead change through
my basic values of continued education, integrity, faimess, openness, inclusion, teamwork, and
litness,

As a police leader, I believe in several key principles. First, the organization must have
clears goals. The goals must be focused on the values of the community and consistent with the
core mission of the department. Second, community involvement is critical to the suceess of the
organization and must be an integral part of policing. Additionally, community trust is key and
direetly related to collaboration and partnerships. Historically, communitics who work closely
with law enforcement have higher satisfaction ratings (i.c. trust) than communities that have little
to no partnerships with the police.

To enhance commumity involvement 1 formed a Police A{lvisury Commiltee. The 18
members represent the diverse community I serve including, African American, Asian Pacific
Islander, Hispanic, Sikh, Jewish, Muslim, LGBT, ACI.U, NAACP, and seniors. [ use the
Committee as a focus group to discuss department vision, performance, service levels, and
anything they feel is important to the cnnﬁnunily. To provide a voice for the youth I formed a
Youth Advisory Committee made up of representatives of cach of the arca high schools.

Critical to success is valuing and developing department employees, As as the
community’s greatest public safety asset, department employees reach their greatest potential
through ongoing, innovative career and leadership training. Additionally, employees well
trained in community policing and problem solving are more professional, ereative, and

successful.



Seattle Chief of Police Snap Shot Rick Braziel
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Unified commitment to department goals is critical to the success of the organization.

All employees have a role in organizational change, which is best achieved through involvement
and teamwork. | model this through constant communication and interaction with officers,
delectives, dispatchers and staff. T frequently attend roll call, walk around one of our many
facilities, and whenever possible 1 work with a patrol officer to experience firsthand the issues in
the community.

Our large organization benefits from the department web based training site, Sacramento
PD University (SacPDU). which includes multiple discussion areas including a Chief’s forum. |
.use the forum as an informal department blog, improving the exchange of information and ideas,

As a leader, I uphold excellence while acknowledging that some of the best lessons come
from making mistakes. Creativity involves risk that cannot be eliminated and allowing for ervor
is critical 1o creativity. "The most highly trained and experienced people will continue to make
errors. The key is how to correct mistakes, improve, and move forward. Sharing both success
and failure Wilﬁ others builds stronger and more efficient and etfective individuals,
organizations, and communities.

[ believe organizations must be focused on a results driven stucture. Too often
nnnecessary process gets in the way of good business. Departments must restructure
performance measures to look at outcomes and not just outputs. Outputs are casy to measure but
do not tell a complete story. Qutcomes measured against customer expectations provide a more
complete picture.

As a progressive major city police chief, I am passionate abont community policing,
value employees as our greatest asset, and committed to great customer service. 1 bring a unique

set ol skills and abilities (o take the Seaitle Police Department Lo the next level of exeellence.

T
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Essay responses for Police Chief Candidate:

Rick Braziel



Seattle Chief of Police Essay Questions Rick Braziel
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L In yonr current position how have yon developed and implemented reductions to the
police department bwdget without compromising public safety, morale and innovation?

The City of Seattle is facing similar challenges to what the City of Sacramento has
experienced for the past several years. Sacramento suffered a $39.7 million deficit in
[Y2008, $47 million deficit in FY2009, §67.5 million delicit in FY 10, and is projecting a
$43 million deficit for FY 2011. The reductions to the police department since | assumed
command are approaching $20 million. A December 2007 headline/story in the
Sacramento Bee described my challenges, “city woes will test new chief”

The need to cut department spending required that we establish elear measureable
goals, The goals must be consistent with our primary mission and input from the
community and labor was essential 1o success. We needed 1o distinguish public safety
from public convenience while recognizing that transparency in all aspects of budget and
priority development required community and employee participation,

The first priority was to refocus the Sacramento Police Departiment to services that
directly support our mission ol enhancing the quality of life in our city. We have
relocused and reallirmed our commitment to reducing crime through Community
Oriented Policing and Problem Solving strategics. Strategies and tactics are driven by
aceurate, timely, reliable, and actionable information. This approach requires analysts,
officers, sergeants, licutenants, and captains to come together in a defined way. We have
transitioned from a traditional CompStat model to one that is more responsive and
predictive,

Through focused erime reduction efforts, during dilficult financial times. Sacramento
has experienced significant reductions in serious crime. Comparing erime between 2007
and 2009 shows a two year overall reduction of 14.8%. with violent crime down 18.7%.
and property crime down 13.9%. Scrious crime is down an addition 7.6% in 2010,

To reduce crime and better serve our community we held fourteen town hall meetings
in2008. The meetings were designed to allow for community input into the development
of service level expectations. During the town hall meetings, a service level survey was
conducted. For those unable to attend a town hall the survey was distributed through
community leaders as well as on-line. The results of the survey served as a foundation
for the department’s master plan. '

The second goal of the department is to invest in our employees as our greatest
department asset. During difficult budget times investing in the workforce in innovative
and appreciative ways helps to build teamwork, and improve morale. The third goal is
ereat customer service. | constantly remind employees that service can be defined in
arcas of quantity and quality. The quantity portion ol the formula is inlluenced by
funding and resources, which is something they have little control over. Quality of
serviee is within the control ol cach employee and should be a focus of every interaction.
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All of the strategics played a role in navigating the organization thorough difficult
budget problems including the possible layoff of 67 Police Officers, an unacceptable
option and politically difficult for the City Council. :

Working with the Sacramento Police Officers Association President and the City
Manager’s Office, we designed a two-part plan. First, we held work area meetings to
give all employees a transparent look at the city’s budget problems and options. During
the briefings. we were candid and forthcoming on options and impacts. 1 also posted
regular updates on my Chicf™s Forum within the Police Department’s Web-based training
site (SacPDU). ‘

Secondly. the SPOA agreed to reopen the collective bargaining agreement if the
overall proposal included more than economic reductions from employees. ‘The
negotiations process served as an opportunity beyond labor concessions o develop
programs that employees would value as well as modify the agreement in ways that
benefitted both the employee and the organization.

Unlike traditional negotiations where the decision makers are deliberately absent, 1
insisted that all the City decision makers be at the table, including mysell. This was done
to demonstrate the seriousness ol the sitvation as well as ereate an environment of
transparency and trust,

In March 2009, the SPOA membership voted overwhelmingly to defer all salary
increases and extend their contract until July 2013, The SPOAs leadership not only
allowed the department 1o mitigate a serious budget problem it ereated opportunities for
the city to gain concessions from most of the city™s labor unions. The Sacramento Bee
summarized the approach.

March 6, 2009

- Ciy leaders and Sacramemo residents owe the cops their thanks. In contrast to
other city unions that have publicly rejected wage concessions, Sacramenio police
leaders have stepped up at a time of economic crisis in away that will meake owr city
yafer,

Month after month, as the ¢ity's budget shortfall has grown more serious, police heve
absorbed difficult cuts in the mosit responsible way possible with a minimum of whining,

A big part of the credit goes to Police Chief Rick Braziel and the culture he has
helped build within the department. Braziel assumed his position last vear Just as the
economy hegan lanking, As cuts were made, Braziel included union leaders in decision-
making. Both sides, labor and management, recognized that patrols must be the
department's highest priority, and cuts were made with that priority in mind. The chief
also ereated an internal online forum, sharing with management and line officers the
reasons that certain actions were taken and giving them an opportunity to ask questions..,

During difficult cconomic times, the department has been able to experience
unprecedented levels of community involvement, reduce serious crime, ageressively
investin eur employees, and improve morale o the highest level in years.
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2. Inyour carrent position how have you implemented changes to staff deploynient to
support your department’s strategic plan and how have collective bargaining
obligations affected your decisiony?

As mentioned in question one, the Sacramento Police Department has experienced
significant budget reductions. The reductions have required changes to organizational
priorities and stalt deployment. The decision making process used to make these changes
has been done in an open setting with involvement from labor and the community. After
establishing clear goals the organization was tasked with identifying the level of support,
individual programs provided department goals. Strategic reductions were made based
upon level of support to identitied goals.

Additional, patrol and the 911 Center were two arcas that necded additional staffing.
As policy, we established minimum staffing levels in patrol as identified by sergeants and
lieutenants assigned to patrol. Previously we spread vacancies equally throughout the
departiment. We also increased authorized stalfing in the 911 Center to handle call
volume. In establishing this policy, 1 limited transfers 1o units outside of patrol.

Simultaneously we overhauled our CompStat process. Qur previous CompStat
process was heavy on reporting and light on crime predictive analysis. To accomplish a
more robust, agile, and predictive posture we added sworn and civilian staff 10 our Crime
Analysis and CompStat units. We also changed the hicrarchy of decision making within
CompStat to address our need tor agility. In prior years, the deployment of resources to
address a crime paltern or crime series was done in a Chief down process that was slow
10 respond and lacked flexibility. The revised CompSiat process places redeployment
decisions at the licutenant level. Using real time data licutenants come together with the
responsibility and authority to redeploy units within the departiment to address emerging
crime. The targeted redeployment of resources is done every week within existing
resources and assignments. We are careful to work within the requirements ol the
collective bargaining agreement, particularly when it involves assignment of personnel.

To allow for relentless follow-up a crime strategics tcam was created. The team
receives direction from the lieutenants who attend the weekly CompStat meeting. The
team members, including the sergeant. rotate through the team based upon experience
level, skills, and needs of the team. This has become a sought after volunteer assignment
that allows employces to develop their skills. Again. the selection and length of
assignment are consistent with the collective bargaining.

In addition to crime fighting staft deployment changes I also value carcer
development opportunities as well as partnerships with other city departiments and law
cenforcement agencies. Despite fiscal challenges, | have assigned several detectives to
work with federal partners on three key initiatives. Two detectives have been assigned to
the FBI “innocence lost initiative,” two detectives arc working with federal and state
agents on gang violence reduction, one detective is assigned 1o a terrorism task force. and
onc detective to an IRS task force. All of these assignments are Torce muhtipliers for
critical issues aflecting Sacramento.

i



Seattle Chief of Police Iissay Questions Rick Braziel

From a city perspective, we temporarily assigned a lieutenant (o the city Finance
Department to assist in budget preparation. As the city struggles o balance budgets, the
opportunity to learn while sharing the needs of an operating department is ideal. 1 also
placed a sergeant in the Community Development Departiment so that crime prevention is
considered at the design phases therefore streamlining the process.

Changes in stalf deployment are not exclusive to the officer and sergeant rank.
Shortly after assuming command, I made significant changes at the captain and licutenant
levels. Previously we had a practice of rotating command staff every three yeurs.
Rotation for rotation sake weakened our ability to successfully lead the department
through difficult financial times. 1 therefore assigned command staff based on their
unique skill set. Captains talented at community mobilization were given area
commands, those with a knack for financial or personnel issues were assigned
accordingly.

All ol the changes in staff deployment, including those described above, were done
with input from labor and with consideration of labor agreements. Too often
management and labor see each other as adversaries, particularly in the collective
bargaining process. This attitude greatly reduces an organizations ability to deliver the
best possible service to the community. My approach is to work in collaboration with
labor. My strategy involves many deliberate and transparent steps to create an
atmosphere of trust between labor, employees, and management so that issues related to
change within the organization can occur swiltly.

An example is the policy “red team™ that is charged with table topping critical
policies and procedures 1o expose weakness and potential failures before policies are
issucd. The SPOA President serves oo the “red team.” in addition to reviewing all
proposed policies or revisions,

I tormed a work group that includes labor that is charged with reinventing Internal
Aflfairs. The group is looking for efficiencies in internal investigations to shorten turn-
around times, improve accountability, and reduce repeat offenders. The Department has
revised the existing early warning policy in order to establish a standard protocol to
identily officers who may be candidates for an early intervention program and/or
additional training. Both the SPOA and Department command staff contributed to the
drafting and completion of this policy. In addition to revising the policy, the proposed
response to this recommendation includes:

. Fostering open communication among line staff and management

2. Institutionalizing positive recognition of exemplary employee performance
3. Addressing morale issues that may arise

4. Reaffirming Department goals and expectations

—

As police chiell I must respect collective bargaining agreements. 1t is also a necessity
that labor be active participants in the efficient and effective deployment of resources.
Through open honest dialogue, decision can be made that are in the best interest of the
community and employees.,



Seattle Chief of Police Essay Questions Rick Braziel

O E—— —r

3. How have you addressed concerns regarding racial and social disparities in the
development and implementation of policing praciices?

Community trust is directly related to collaboration and partnerships. Historically
communitics who work closely with law enforcement have higher satisfaction ratings
(i.e. trust) than communities that have little to no partnerships with the police.
Organizations committed to Community Policing will be much more sucecesstul in
enhancing quality of life, particularly in diverse communitics.

As the Chief of Police for the most diverse city in the U.S'., my interaction with
minority communities is constant. There are many examples of working with minority
communities around very sevsilive issues such as racial profiling and immigration.

While we in law enforcement may not measure community support with a return on
investment calculator, community support is currency that can be used to enhance our
neighborhoods.

An example is my commitment to unbiased policing. The Sacramento City Council,
in March 2004, established the Community Racial Profiling Commission (CRPC) to
provide equitable representation, accountability, and reporting trom Sacramento residents
on this issue of national importance. The Commission was also established to provide
the City with a grealer opportunity to be inclusive. 1served as Vice Chair from the
inception of the Commission thru 2007,

[mmediately upon assuming my position as Chicf, I began remedial steps necessary
to address the issues and pereeptions related to profiling. Waiting for formal research
results was not an option.

‘The Department has successfully implemented a Cultural Immersion Program at the
Sacramento Police Academy. We also worked in partnership with external stakeholders
to design and train existing officers. A major focus area for tenured employees has been
first line supervisors and ficld training officers. As part of our ongoing training program,
the Department has incorporated Implicit Association training and facilitation based on
Harvard University's Project Implicit program. Most significantly, the Sacramento
Police Department has been chosen by the Corrections Standards Authority (CSA) of the
California Departiment of Rehabilitation and Corvections to implement Disproportionate
Minarity Contact training. The Sacramento Police Department is the first municipal law
enforcement ageney in the state to be afforded this unique opportunity. CSA intends to
expand their training to other local law enforcement agencies based on the Sacramento
model.

Racial profiling is a symptom of much broader societal issues that the Police
Department cannot resolve alone. | am working with key community leaders to discuss

' A 2002 study conducted by the Civil Rights Projectat Tharvard University identificd Saeramento as the
most diverse city in the United States.

L
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all the issues directly and indirectly related to profiling. 1 am committed to work in
partnership with community leaders, schools, business, and local government to make a
difference.

1 have met on numerous occasions with Hispanic leaders in our community related to
immigration enforcement. This outreach became increasing important during several
high profile crimes involving undocumented immigrants. Victims and witnesses were
feartul that their immigration status would be checked if they came forward. I reassured
Hispanic leaders that it was not in the best interest of the community (o review
immigration status of vietims and witness. We continue to reach out to the
undocumented immigrant population for support and help in reducing victimization.

The Mexican Consulate in Sacramento has been very helpful in our outreach efforts.
I have assigned a member of my immediate staff as the liaison between the Consulate and
the Police Department. The Consul General and I have met regarding victimization
within the immigrant community. education of immigrants regarding reporting crime and
police interaction, training programs for police employees related to immigration.

I formed a Police Advisory Committee that represents the diverse community 1 serve,
The 18 members represent Alrican American, Asian Pacific Islander, Hispanic, Sikh,
Jewish, Muslim, LGBT, ACLU, NAACP, and seniors. [ use the Committee as a focus
group to discuss department vision. perlormance, service levels, and anything they feel is
important to the community.

I also formed a Youth Advisory Committee made up of representatives of each of the
arca high schools. They also serve as an advisory committee. 1 use the group to identify
issues related Lo gang involvement, drop-out/attendance issues, and hiring opportunities.
We ask the committee for pereeptions of the police. and how (o bridge the gap between
youth and law enforcement.

I have set strategic goals to develop a more diverse police foree, and reduce violent
crimes among youth. To achieve these goals, the department has ereated the Criminal
Justice Career Pathway program to recruit high-risk youth from high-crime communities,
provide them with career-path training in law enforcement. and positioned them as role
models and mentors to other at-risk youth, The program will provide a meaningtul carcer
pathway for at-risk youth and deter their participation in violent and criminal activitics.

Finally, [ am committed to being proactive, transparent, and inclusive. 1am a
belicver of the power of community-police partnerships. [insist on it within the
organization, and | practice it as a leader. | promoted these principles by co-authoring the
book, COP Talk: Essential Communication Skills for Community Policing. Through
authoring my book and by instructing leadership in several courses, I endeavor to create a
Icgacy of diversity, tolerance. and social spectrum wide community collaboration.
Characteristics that will help me establish productive relationships within the diverse
communities ol Seattle,
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Chief of Police

Ronald Davis

Professional Education

Bachelor of Science, Southern Hlinois University

Graduate, Senior Executives in State and Local Government, Harvard University

Command Level Experience

City of Fast Palo

Chief of Police

June 2005 - Present

1999- 2005

Alto, CA
City of Oakland, Captain
CA - Inspector General, Arca Commander, Criminal

Investigations Commander

Department Profile (Current)

Number of sworn personnel: Less than 100

Demographics: White 24%; Hispanic/Latino 14%; Asian 20%; Black 20%; Pacific Islander 8%:
Native American less than 1%. 26% Female.

Budget: Less than $9M

Collective Bargaining: Yes

Community Profile (Current)

Population: 32,784

Demographics: White 27%; Hispanic/Latino 59%: Asian 2%; Pacific Islander 8%; Black 23%:

American Indian 1%.

48% Female

Community Profile (Previous)

Population: 397,067

Demographics: Whiic 31%; Hispanic/Latino 22%; Asian 15%: Pacific Islander 1%: Black 36%:

Amcerican Indian 1%.

52% PFemale




RonALD L. Davis

Goal: To oblain a Public Administration position of progressive execulive responsibility

Experience

Summary: More than 25 years of progressive experience in law enforcement,
communily policing, and collaborative public safely practlices.

Chief of Police, City of East Palo Alto — 06/05 to Present

Worked closely with the mayor, city council, city staff, community, and numerous
outside law enforcement and government agencies to dramatically reduce crime
and violence in a cily once dubbed the murder capital of the United States. Over
the past 3 years, homicides are down 30% and overall crime is down 16%.

Partnered with the California Department of Correclions and Rehabilitation
(CDCR) to implement a model parole-reentry program that provides parolees
with programming services, including jobs with the California Department of
Transportation. The Department is the only police agency in California to operate
a CDCR funded program. Program recidivism rates are less than 20%, which is
dramatically lower than the state average of over 70%.

Led an effeclive organizalional reform and community policing effort that has
increased public trust and confidence. Implemented “Chats wilh the Chief’ and
neighborhood Beat meetings to engage the community in effective problem-
solving and crime-fighting. Eslablished the Police Chaplaincy program to pariner
the police and faith community to more effectively cleal with crime and violence.

Restructured the Police Department to “Area Command” and implemented the
CompStal process lo enhance managerial and geographic accountability.
Commanders have 24-hour responsibility for geographic areas of the City.

Created the Crime Analysis Unit and obtained sophisticated crime-analysis
software to track crime trends and patterns; conduct link-analysis, utilize
prediclive analysis, and provide commanders real-time crime data and
intelligence lo strategically deploy resources.

Obtained close to $15 million in grants and donations to implement progressive
community policing initiatives, such as the parole-reentry program, the Graffiti
Arls Projecls, the Police Activities League, Project Safe Neighborhood, and
Operation Ceasefire.

Enhanced technology in the Police Department. Placed Mobile Digital Terminals
(MDTs) in patrol vehicles that interface with the Records Management System:
installed In-Car Video Cameras, and the first city in the United States to install
the ShotSpotter gunshot detection system citywide.

Enhanced organizational accountability. Revamped the citizen complaint process
lo ensure openness and accountability, instituted quarlerly training and coaching
sessions; inilialed the “Cultural Competency” training series: implemented
industry best-practices in the use of force, canine, racial profiling, and internal
investigations. Civil litigalion and claims are down by 40%.



» Formed private-public partnerships to enhance the capacity of the Department.

Oakland Police Department - 08/85 to 06/05
Captain of Police
= Served as Inspector General of the Department responsible for audits,
inspections, and evaluation of the Department's efforts to comply with the
Settlement Agreement; served as Area Commander responsible for collaborating
and coordinating public safely services for over 120,000 residents; served as
Criminal Investigations Commander responsible for all criminal investigations.

Lieutenant, Sergeant & Police Officer
» Served as Academy Director responsible for the Police Academy and in-service
training; served as walch commander responsible for the supersvision of 100
police officers on a shift. Assignments as sergeant and police officer include
patral, narcotics, special duty unit, field training and recruit training officer.

Education/Training
* Bachelors of Science (B.S.) — Southern lllinois University (SIU)
= Graduate, Senior Executives in State and Local Government Program
Harvard University's John F. Kennedy School of Government

Special Expertise
» Served on two federal monitoring teams overseeing police-reform consent

decrees between the United States Department of Justice (DOJ) and the
Washington, D.C. and Detroit Police Departments. '

» Served as a police-reform expert for the United States Department of Justice,
Civil Rights Division, conducting "pallern and praclices” investigations of police
depariments to assess unconslitutional praclices. Served as a Senior Advisor to
the Police Assessment Resource Center (PARC) and the Independent Counsel
to the Los Angeles Sheriff's Department.

« Author of "Bias-Based Policing" and the co-author of the U.S, Department of
Justice publication, "How to Correclly Collect and Analyze Racial Profiling Data:
Your Reputation Depends on It". Contributing author to the Police Executive
Research Forum {(PERF) publicalion, "Chief Concerns: The Use of Force.”

o Serves as a member of the prestigious Harvard Universily Executive Sessions on
Policing funded by the U.S. Department of Juslice. Sessions are designed to
advance cammunity policing and develop national best praclices.

Professional Certificates

« POST Executive, Managemenl & Supervisory Cerlificates
= POST Basic, Intermediate and Advanced Certificales

Professional Affiliations
» International Association of Chiefs of Police (IACP)
= California Police Chiefs' Association
= National Organization of Black Law Enforcement Executives (NOBLE)
« San Mateo County Chiefs of Police and Sheriff Association (SMCPSA)

References available upon request
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April 11. 2010

To Wharmn It May Concern:

Please accept this letter and attached resume as my formal application for the position
of Police Chief for the City of Seallle. | am uniquely qualified for this posilion based on
my extensive law enforcement experience spanning 25 years, including 20 years with
the Oakland, California, Police Department and the past five years as Chief of Police for
the City of East Palo Alto, California.

The experiences gained and successes achieved in Oakland and East Palo Alto have
well prepared me for the current and future challenges facing Seattle. In Oakland, |
obtained a breadth of experience serving in all aspects of police management, including
Police Academy Director, Criminal Investigations Commander, Inspector General of the
Department, and Area Commander of an exiremely diverse precinct.

Prior to my appointment as Chief of Police in East Palo Alto, the city's crime rale was
among the highest in the nation. In 1992, the cily earned the dubious title of “murder
capital” of the United States. In 2005, the city recorded the fifth highest murder rate in
the nation. The Department was tarnished by high profile scandals, including the criminal
indictment of nurmerous police officers, claims of retaliation against whistleblowers,
lawsuits for harassment and misconduct, and scathing reporls from the Grand Jury
identifying significant operational and managerial deficiencies within the Department.

As Chief of Police, | worked in parlnership with Lhe mayor, ¢ily council, city government,
the police union, outside government agencies, the mecia, and the community, to
reslructure the Department to Area Command and implement a reform effort that has: 1)
dramatically reduced crime and violence; 2) improved police-community relations: 3)
enhanced the professionalism and image ol the Deparlment; 4) enhanced the internal
capacity of the Department, and 5) strengthened the Department's communily policing
efforts. Since 2007, murders are down 30% and overall crime is down 16%. Police and
communily relations have vastly improved and civil lawsuits are at historic lows.

I possess a demonstrated resourcefulness and ability in gelling more done with less. In
East Palo Allo, the Police Depariment’s funding and officer-to-citizen staffing ratio was
among the lowest in California. As Chief of Police, | was able to secure about $15
million in grants and alternale funding to enhance the capacity of the Department and
implement progressive community-policing slrategies, such as the parole-reentry
program, the Graffiti Arts Projects, the Police Activilies League, Project Safe
Neighborhood, and mast recently, Operation Ceasefire. | also established slrategic
partnerships with local, county, state, and federal law enforcement agencies lo
compliment our staffing and enhance our policing efforts.

Because of these efforts, the Police Deparlment's General Fund expenditures have
remained static for the past four years while the level and qualily of services provided
increased, and the city's crime and violence dramatically decreased. In fact. the Police
Department’'s General Fund expenditures for Fiscal Year 2009-10 were the same as
Fiscal Year 2005-06.
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I have a unique expertise in organizational reform having served on two federal
monitoring teams overseeing police-reform consent decrees between the United States
Department of Justice (DOJ) and the Washington, DC, and Detroit Police Departments.
| currently serve as a police-expert for the United States Department of Justice, Civil
Rights Division, conducling “pattern and practices™ investigations of police departments
to identify unconstitutional organizational practices.

| also serve as a member of the presligious Harvard University Executive Sessions on
Policing and Public Safety — a national think tank funded by the United States
Department of Justice. The Executives Sessions are comprised of leading police
execulives and scholars who work to identify and develop industry best practices and
advance community policing.

I am confident that my experience, expertise, and demonstrated ability to effectively
work with diverse communities to enhance public safely make me a “fit” for the current
and future challenges facing the Seattle community and Police Department | look
forward to the opportunily lo discuss my qualifications for this position.

Respecliully submilted,

Reonald L. Davis
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Provide 2 snapshot of who you are as & person and the kind of police leader you ave.

I must admit that 1 initally viewed the request to answer this question with strong sense of
curiosity and a small touch of skepticism. However, as 1looked deeper into the question it became clear
that the answer would provide the search committee a more in-depth insighi into meas a candidate and
help identify whether Lam a *0t” for the Seattle community. To understand who | am now, it is
necessary to provide you a brief description of where I started. T come from humble beginnings in
Philadelphia, PA. My father was a cop and my mother was a secretary. Because of their hard work and
selfless sacrifice in providing lor me, they taught me the core values of family, conmmmity, education and
work. These values were reinforeed during my tenure in the Air Foree and are the same values | espouse
today. Inmy personal life I embrace the more subtle joys of life such as going o dinner and the movies
with my family, and attending events (especially community events) where 1 can spend quality thme with
my family, friends and commumity. Tama person who believes in social justice advocacy and secks, in
both my personal and professional life, ways to equal the playing field; especially in the administration of
justice. | truly believe that one person can make a difference and that we must all strive to make that
difference in our communities in our own way. I enjoy writing articles that spark thought and engages
people in vigorous and respectiul debate about social issues. [ enjoy history, espeeially World War 11 and
the American Civil Rights Movement, and | am a news junky that follows the ever changing political
landscape of our country. Although | haven’t done this as nearly as much as 1 use to or should, I enjoy
weight-lifting and working out, In short, I am the type of person that works hard and deeply cares for his
family anc conmmunity. To me, my work is not a job; itis a calling und a way of life. 1am extremely
Joyal to my community and department, however, | l;clicve in the creed “Loyalty above all else, except
Honor.” Honer and inlcgrilly define my character and serve us my moral compass that I do not betray or
compromise. I continually seek ways to give back (0 my commumnity and 1 strongly believe in mentoring
vouny prolessionals so that they can enjoy the same opportunities that | have been blessed with. The
quote that best summarizes the type of persan Lam s from Albert Einstein: “Try not 1o be i man of

success, but rather try 1o become o man ol value.™
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In deseribing what type of police leader Tam, [ will start with the word “progressive”. 1 do not
believe that we have r:xhnusfed all of the good ideas in policing. Too olten, however, the low
enforcement industry is stuck on the past — because we've always done it that way —and operates more
like a vocation rather than a profession.  As a police leader I take it as my obli gation to work to transform
the industry into a profession: not just in the eyes of the industry, but for the community as well. This
means the utilization of education and research to identify and develop best practices, and embracing a set
of industry values that are non-negotiable. [am the type of police leader that continually challenges staff
to dream more in order to achieve more and enhance the quality of service we provide 1o our community.
In the words of John Quincy Adams, “If your actions encourage others to dream more, learn more, do
more and beconie more, you are a leader.” | encourage vigorous debate in making long-term decisions
and believe that is my responsibility as a police leader to train, guide and develop my staff. It is equally
important for me to show my staff that we, in working with the community, can overcome all of the
challenges we face. Asa po-l ice leader Iam not just a leader in my department and community, 1 am also
aleader in my industry. I participule in national think-tanks at Harvard University and the University of
California, Berkeley, and participate in national projects with the United States Department of Justice to
advance community policing. My participation m these projects also brings eredit to the outstanding men
and women of my Department and the great community we serve. 1 am passionate about community
policing and embrace the notion that the police can and must be aggressive against erime without being
abusive 10 its community. Taman extremely persuasive leader who has gamered wide support from the
community and knows how to create synergy within varying stakcholders groups. As a police leader 1
often challenge my industry when it comes to social justice issues such as racial profiling. disparate
incarceration rates, police legitimacy, and ]'Juﬁl.‘t.: misconduct. 1do not embrace the concept that arrests
are the key tool in crime-fighting. Nov do I prescribe to the belief that putting more cops on the street is
the answer to all challenges.  As.a police leader, I have been able to do more with Iess and prove, with
measurable success, that community policing and problem-solving are the most effeetive taols in Nighting

crime and achieving community salislaction.
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SEATTLE POLICE CHIEF CANDIDATE: RONALD L. DAVIS

Question #1

The City of Seattle is facing a $50M budget shortfall in 2011. This makes efficient use of resotirces an
even greater operational imperative. In your current (or most recent) position how have you developed
and implemented reductions to the police departiment budget without compromising public safety, morale
and innovation?

This question reveals the sobering reality that the economic crisis facing this nation has changed the
definition of successful police leadership. The police chief of today must possess skills beyond
traditional competency and learn a new language when it comes to budgeting and staffing. No longer can
we simply throw money at problems. The chief must be able to get the job done with the resources they
have, and supplement those resources through grants, prw'ite-publlc partnerships, and strategic
relationships with the community and other government agencies. This requires creativity, innovation
and the use of technology and best-practices to increase organizational effectiveness and efficiency.

During my tenure as the East Palo Alto police chief, I have clearly demonstrated these skills and the
resourcefulness and expertise in getting more done with less. When I was appointed chief of police, the
city faced the 2™ highest murder per-capita rate in California and the 5™ hlghcst rate in the nation. The
Police Department was among the lowest funded and staffed police agency in the state; staff morale was
exiremely low, and public trust and confidence in the police had been severely diminished by several high
profile scandals. My challenge was to develop a strategy to improve police-community relations and
dramatically reduced crime and violence while operating in a fiscally challenging environment. 1
accomplished these goals by focusing of the following key areas:

Alternate Funding
Working with the Mayor, City Council and City Manager, 1 secured about $15 million in grants and

alternate funding to implement progressive community policing initiatives, such as the Parole-Reentry
Program (also known as the Community-based Coalition); the Graffiti Arts Projects, the Police Activities
League, Project Safe Neighborhood, Operation Ceasefire, and other youth and anti-gang programs. The
majority of these grants involve police-community parinerships that strengthen relationships and focus on
the root causes of crime. A few of these programs are now recognized as national models. Because of
these grants, the Police Department will be able to fund at least 10% of its staffing to grants and reduce its
projected overtime expenditures by over 30% in Fiscal Year 2011.

Private-Public Partnerships

1 established partnerships with private corporations who purchased firearms, ballistic vests, video
cameras, recorders, lockers, and other safety equipment for the Department. These donors also
transformed a 1500 square foot modular unit to a fully functional Wellness Center equipped with a state-
of-the-art gym equipment, flat-screen televisions and sound systems, and sleeping quarters for officers
who work overtime or need rest before going to court. The Department is in the process of forming a
Police Foundation and has received support from at least two Fortune 500 companies.

Increase the Use of Technolopy

Using federal grants, the Department purchased the ShotSpotter gunshot detection system to respond to
and investigate shootings. East Palo Alto is the first city in the United States to implement the gunshot
detection system citywide. The system has resulted in numerous firearms arrests and has aided the
Department in homicide and assault investigations. The Department also purchased, via grants, crime
analysis software to better track crime trends and patterns and provide real-time erime data so the
Department can strategically and effectively deploy its limited resources. This system also allows
community members to track crime in their neighborhood and receive email alerts. The Department now
utilizes an online crime reporting system that has resulted in a 25% reduction in calls-for-service which
provides officers more time for problem solving and allows for more slm(cgi(, deployment of resources.
Using a risk-management grant, the Department installed video cameras in all patrol vehicles to reduce
citizen complaints and civil claims and litigation.
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Strategic Law Enforcement Partnerships

By establishing strategic partnerships with local, county, state and federal law enforcement agencies, the

Police Department was able to implement strategic enforcement programs, such as:

» “Project Safe Neighborhoods”. This program involved enforcement operations with mimerous law

“enforcement agencies that resulted in key arrests and weapons seizures.

» “Operation Disrupt and Dismantle”. The Department partnered with 14 law enforcement agencies to
dismantle one of the city’s most notorious gangs. A member of this gang was recently convicted of
killing East Palo Alto Police Officer Richard May in the line of duty.

# The Department partnered with the California Department of Justice (DOJ) to conduct special gang
and narcotics investigations resulting in numerous arrests of mid-level drug dealers.

» “Operation Impact”. The Department partnered with the California Highway Patrol and numerous

local police agencies (neighboring jurisdictions) to conduct anti-gang efforts. This effort was critical

in stemming a spike in violence that occurred in early 2009,

“Operation Crackdown”. The Department partnered with the FBI to conduct an intensive 18-month

investigation that dismantled one of the most violent gangs in the Bay Area. Over 40 gang members

were indicted. It was the largest multi-agency gang operation in Bay Area history.

A7

Strategic Community Partnerships

The Department also partnered with numerous community and faith-based organizations to implement

intervention and prevention programs such as:

» Gang Resistance, Education And Training (GREAT). Officers provided a 13-week curriculum in the
schools. Over 250 kids have graduated from this program.

# Parole-Reentry Program. The Police Department secured a grant/contract with the California

Department of Corrections to partner with local community and faith-based organizations to provide

parolees programming services designed to reduce recidivism. This includes funding for a job

program with the California Department of Transportation.

Project Safe Neighborhoods (PSN). As part of this grant, the Police Department sponsored an annual

Youth Summit with over 150 youth in altendance.

#  Police Chaplain Summit. The Department works with faith-leaders to identify long-term solutions to
violence and garner support from youth in the community.

#  Anti-Graffiti Campaign (in coordination with Public Works and Community Services). Graffiti has
been removed from over 150 locations in the City.

»  Graffiti Arts Project. The Department received a grant from the Department of Justice to partner with
the Mural, Music and Arts Project (MMAP) to implement an anti-graffiti campaign.

# Youth Court. The Department is working with the East Palo Alto Youth Court to provide juvenile
first-time offenders alternatives to incarceration and provide much needed social services.

Y/

Strategic Planning

To increase efficiency and reduce costs, the Police Department must have a clear vision for the future and
a plan on how to achieve that vision based on existing and projected resources. 1 engaged staff in a
formal strategic planning process to produce a 3-Year Strategic Plan that has enabled staff to identify
tenable goals and objectives and kegp the Department focused on its priorities and not waste resources.

Closing

Despite our tight fiscal constraints, the Department has worked effectively with the community to achieve
five primary goals: 1) dramatically reduced crime and violence; 2) improved police-community relations;
3) enhanced the professionalism and image of the Department; 4) enhanced the internal capacity of the
Department, and 5) strengthened the Department’s community policing efforts.

Since 2007, murders are down 30%, overall crime is down 16%, and police and community relations have
vastly improved. Yet, the Police Department’s budget has remained static for the past four years. In fact,
the Police Department’s General Fund expenditures for Fiscal Year 2009-10 are the same as Fiscal Year
2005-06. This represents a significant budget reduction considering cost of living increases.
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Question #2

Over ninety percent of the personnel in the Seattle Police Department are represented by a union. Under
Washington State law changes to work conditions are generally subject to collective bargaining. In your
current (or most recent) position how have you implemented changes to staff deployment to support your
department’s strategic plan and how have collective bargaining obligations affected your decision?

Upon‘my appointment as Chief of Police, the City Manager and City Council provided me a clear
mandate to adopt community policing and establish an organizational structure that supports this effort
and enhances the Department’s accountability to the community. After extensive research and careful
consideration, [ decided to implement the Area Command structure, which is a progressive policing
structure that has been a'doptcd in cities across the nation, such as Washington, DC, Richmond, CA, and
most recently, Oakland, CA. The Area Command structure provides both “Managerial” and
“Geographic” accountability and allows the Department to utilize the CompStat (Computer Statistical)
process to measure success.

In order to implement the Area Command structure, the Department had to climinate the traditional
“Division” structure and the Lieutenant classification. Instead of three licutenants in charge of three
Divisions, the Department now has two captains (one captain in charge of each Area) and a civilian
Administrative Services Manager to oversee the critical administrative and support functions of the
Department. The civilianization of the administrative function of the Department was necessary to
address the severe administrative deficiencies noted in previous management studies. Below is a list of
the benefits of Area Command:

» Flattened the organization

Enhances community policing and crime reduction efforts

Makes Department more responsive to community

Provides both “Managerial and Geographic” accountability

Strengthens internal capacity and operational systems

Enhances managerial accountability through the use of Captains (managers operating with increased
responsibilily and greater accountability) versus licutenants )
Provides for succession planning. The use of captains that serve as Area Commanders are more
qualified and prepared to assume the duties of police chief

Increases the administrative capacity of the Department

Increases Department’s ability to obtain and maintain grants

Reduces Costs

VVVVYVY
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I'worked closely with the Police Officers Association (POA) and the civilian union in developing and
implementing this model. I conducted several leadership retreats with members of the POA, civilian

union and supervisory and management staff. 1 also attended roll-calls to discuss Area Command and
answer questions from staff directly. The new Area Commanders and I provided update training as part of
the Department’s quarterly training sessions. )

I also sent numerous officers and civilian employees to conferences including the Community-Oriented
Policing (COP), Problem-Oriented Policing Conference (POP), the International Association of Chiefs of
Police (IACP), and National Organization of Black Law Enforcement Executives (NOBLE) conferences
to learn more about community policing, problem solving, and to get an opportunity to talk with agencies
that use the Area Command structure. The Department’s transition to Area Command was also
incorporated into the Department’s annual goals and objectives.

Because [ involved the unions in the Department’s reorganization and conducted extensive outreach and
information sharing sessions throughout the Department, the POA provided its unwavering support for
the reorganization. In fact, the POA president provided her support publicly at the City Council meeting
in which the Area Command structure was presented and approved,
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This support was obtained despite the fact that the restructure plan represented significant change and
would result in the elimination of the Lieutenant classification.

I believe the key to working effectively with the POA and all collective bargaining units is
communication. 1 meet with the POA monthly to discuss issues, share ideas and information, and receive
unfiltered feedback from the rank and file. Within the past five years [ have not received a grievance
related to working conditions or a personnel transfer.

Most recently I engaged the POA to garner support for the adoption of the Advanced Community
Policing (ACP) concept and to start the national accreditation process with the Commission on
Accreditation for Law Enforcement Agencies (CALEA). Using a similar process, I engaged the unions in
a dialogue during my monthly meetings and as part of our formal strategic planning process. In fact, T
presented the ACP idea during the strategic planning sessions, which allowed the group to decide whether
to incorporate it as part of the 3 Year Strategic Plan. The concept was adopted and is now incorporated in
our strategic plan.

As part of our strategic plan, we also crafted a Vision statement that identifies our desire to become
“...nationally accredited agency and industry leader.” Again, through open communication with the
unions, the Department did receive support for the acereditation process. The POA President asked to
attend a CALEA conference in Utah with the Department’s Accreditation Manager to learn more about
the process and identify the role of the POA in this process. Both attended this conference and they are
working together to develop an accreditation plan. We recognize that throughout this process we will
have to conduct several “Meet and Confers” because some of our new policies and practices will impact
working conditions. However, [ am confident that we will be able to work together and resolve all
dilferences because the unions are stakeholders in this endeavor. Numerous union members have even
volunteered to serve on CALEA committees. It is clear that this endeavor represents a joint-venture.

Recently the Department received a grant to implement Operation Ceasefire — also known as the Boston
Gun Project. The Department created a specialized unit called the Violence Interdiction Team (VIT) to
serve as the enforcement “levers” and stralegically target violent offenders. The current collective
bargaining agreement with the POA requires the Department conduct a “meet and confer” when
developing a specialized unit to determine if that unit is eligible for incentive pay. This was
accomplished with little fanfare and the unit is in operation.

The effective police chief must be able to work with the unions and maneuver successfully amid rigid
collective bargaining agreements. Respecting the union, its focus and obligations, and negotiating in
good faith are critical to effective relationships. This is not to suggest that the chief seek union approval
for management decisions nor does communicating with the union weaken the management team. It does
suggest that the chief recognize the leadership role the unions do play in the organization, and that the
role be used to accomplish the mission and benefit the staff and the community.

For example, after transitioning the Police Department to Area Command 1 had to hire two new police
captains. Although this position is an at-will classification, I decided to use a competitive process and
invite the police union to participate in the selection process. The candidates were also required to appear
before a panel of city department managers that involved civilian unions as well. This allowed me to
assess whether a candidate could effectively work and communicate throughout city government and with
civilian and sworn unions.
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Question #3
How have you addressed concerns regarding racial and social disparities in the development
and implementation of policing practices?

The first step in addressing racial and social disparities in policing is to understand that they actually
exist. Too often, law enforcement denies this reality and retreats to a defensive posture whenever the hint
of race is mentioned. Consequently, we fail to learn from our mistakes and miss opportunities to engage
the community in proactive dialogues rather than reactive debates. To simply bury our heads in the sand
hoping that nothing happens to bring the issue of “race” to the forefront is dangerous and places the
organization, city and community at risk.

As the police chief in one of the most diverse communities in the United States, I have obtained an
authentic and in-depth understanding of these issues and possess an expert ability to face them in an
effective and tempered mariner. T have linked police and race relations to community policing and the
Department’s ultimate effectiveness. Through the strategic planning process I have been able to focus the
Department on the concept of Advance Community Policing (ACP) which requires the police and
community to establish strategic partnerships that focus on the root causes of crime. ACP also requires
the community to gain an even higher level of trust and confidence in the police. It is therefore critical
that the Department work with the community to remove the historic barriers to public trust and
confidence such as police and race relations; especially in diverse communities.

I have established an organizational tone against discrimination. This was accomplished through
organizational policies, practices and training, and the establishment of the “Five Deadly Sins’"
Untruthfulness, Discrimination, Brutality, Retaliation Against a Witness, and Accepting Gratuities. Any
violation of these deadly sins results in the immediate recommendation for termination. [ also established
a model anti-racial profiling policing that also requires stop-data collection. The Department is in the
process of forming a stakeholder group to partner with researchiers at Stanford University to conduct data
analysis. The Department has also reinforced the focus on racial parity through its hiring and promotional
process. We have one of the most diverse police departments in the country.

In 2009, the Police Department launched the Cultural Competency Training series for all police
department personnel. The purpose of this training is to provide staff training on the varying cultures in
our community and allow staff and the community to engage in meaningful dialogue with the leaders
from these cultures. The first session involved the then-Mayor, who is Hispanic, and a panel of Latino
community leaders including representatives from Community Legal Services and the Mexican Consulate
to discuss Latino Culture and specific issues facing this segment of our community.

The second Cultural Competency Training session focused on the African American community. The
present mayor, who is African American, convened a panel of African American community leaders to
discuss issues facing this segment of our community. Staff also received training on the American Civil
Rights Movement and the roll the police played in segregation. This provided staff a better understanding
of the existence and impact of generational mistrust. The third Cultural Competency Training Session is
scheduled for June and will focus on the Asian/Pacific Islander communily. These trainings also include
a cultural lunch in which the community provides staff a taste of their culture and history.

The Police Department also conducted a Youth Summit hosted by the Police Chaplains and Police
Explorers in partnership with the local youth and numerous community and faith-based organizations.
The issue of racial profiling and disparate incarcerations rates were discussed during this summit.

In December 2009, a neighboring police chief made a comment that all blacks in the downtown area of
that City should be stopped because of a recent spike in robberies involving black males. Obviously this
statement was inappropriate and constituted racial profiling.
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Because of the proximity of this city to East Palo Alto, and what many residents described as decades of
racial profiling by this police department, emotions ran extremely high. Over 300 residents marched from
the East Palo Alto city hall to this jurisdiction. What was extremely revealing was that the group invited
the Police Department to participate in its planning meetings for the march and made a specific request
that “their” police department escort them into the neighboring jurisdiction and stay with them during the
march. This reflected a level of trust and comfort that had been established based on our outreach efforts.

One month later, an unarmed black youth was shot in the back and killed on camera by a transit police
officer. Both of these incidents sparked racial strife and brought the issue of police and race relations to
the forefront. Although neither of these incidents occurred in East Palo Alto, I called a special
community meeting to tackle this issue head-on. Iadvised the community that 1 wanted to talk about
these incidents and provide them an overview of their Departments policies and procedures regarding
racial profiling, the use of force, and overall police accountability. I also wanted to hear directly from
them about concerns they may have regarding racial profiling, excessive force and police misconduct,

Another way in which I have addressed the issue of disparate incarcerations rates in through our parole
reentry program. The Departiment received a $3.5 million grant {rom the Departiment of Corrections to
implement a program that focuses on jobs and reducing recidivism rates. My Department is the only
police agency in California to operate such a program. This program has been embraced by staff and the
community. Both groups understand that one of the key benefits of this program, other than lower crime
rates, is the reduction of disparate incarcerations rates of young men of color.

I recently distributed a paper entitled “Police and Race Relations — the New Dialogue” in which [ discuss
the controversy surrounding the recent arrest of Harvard University Professor Henry Louis Gates by the
Cambridge Police Department. 1believe this incident underscores the complex, emotional, and
challenging nature of police and race relations. The Gates” incident revealed the divide that remains with
regards to police and race relations despite the significant advances made over the past 30 years and the
election of President Obama. In many ways, this incident removed the false sense of racial harmony that
followed the historic election. Most Americans viewed the election of a black President as significant
progress in race relations; however, defining what this progress represents is where the views differ.

For many non-minorities, the clection signaled the end to the lingering effects of slavery, segregation and
our troubled history with regards to police and race relations in this country. In other words, if we have a
black president why do minorities still view the Gates’ arrest (and other similar issues) through a race-
based lens? For many minorities, however, the election represented a different progress — it increased
their entitlement to the American dream, lowered their level of tolerance with regards to racial
discrimination, and increased their ontrage with police abuse of people of color. In other words, i we
have a black president why am 1 still being stopped and abused by the police?

For some, these differing views were masked by the adulation of the election until the Gates’ incident sent
them on a collision course and sparked an old debate centered on the question of who's right, who's
wrong. To improve police and race relations within my community [ have created venues in which the
police and community engage in a “new dialogue” that transcends that question. By its nature, the answer
to who's right suggests that someone must be wrong, Thus, the debate is limited to legality and fails to
address the issue of legitimacy for which there is a distinet difference. Legality simply requires the police
action to comply with existing law. Legitimacy, however, requires that action meet a higher standard and
achieve public approval.

Using this framework has allowed my Department and our community to engage in a dialogue about race
relations and ask a dilferent question: How do we enforce the law impartially while achieving legitimacy?
The answer 1o this question not only addresses police and race relations; it is the basis for “advanced”
community policing and effective crime-fighting strategy.
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PROFESSIONAL EXPERIENCE

Mureh 2008-Preseat ACTING CHIEF OF POLICE
As Chiefof Pelice, Umanags a department oF over 1900 emplayees with o budget of 243 millien
Holtars, The mission of cur department is to prevent erime, enforee the v and suppit quality public
sufely, by delivering respeciinl, prolessional and dependable police serviees. Duzing this tast year, |
oversaw a highly respected and talented police department solve some very difficalt and tragie cases in
record time, “This s a deporfinent that was natienally aceredited m 20603; and s been renceredited
every three yaars, with the latest award in March of 2010, This depariment is aceountable md witling
e Iry new initiasives, such as the Drng Market Initiative, foot-beat redeplovments and a Neighborhood
Viewpoint prejeet, which recelines and strengthens how we will work with our comnumity

2006-2009 DEPUTY CHIEF OF OPERATIONS
Commned nt 3 Assissam Chiels, 12 Caplains, 37 Licutensnts, 172 Sergrents, approximaely 1100
Offivers and a deparbnent hudget of 166 miilion dolass, During this time the oldest cold ease on
record an the Seaitle Police Depattmiant (SPD) was selved and the erite rate dipped 100t lowest level
since 1970, 1was on the Technology Steecing Commitice that oversaw e implementation of pew
recunds managemen systems, mobile data netwosks and communization svstem, Dwas the lead in the
doint Labor Management Conmmitiee with the Seattke Police Offieers” Guild and tepresemed the
department as part of the labor negotiation cam.

JO0E2006 DEPUTY CHIEF OF ADNINISTRATION
Command of | Assistant Chier, 2 Captains, 4 Lieulenams, 9 Sergeants, 43 Otficers. 13
Dicetor/Manaeers and approximately 350 Civilians and o department budgat of 12 million Jol s, |
was the lead on the Seattle Police Departments fist National Acereditation Tean, |1 overhauled the
depaniment’s approach to badpeting and submiired five yeurs of balanced budgets of 223 million
delias or more,

20006-2001 ASSISTANT CHIEF, Operations Burean 1)
Cemmand of 3 Caplaing, 9 Licutenanis, 36 Sergeants, 345 oificers 24 Civillans and 111 Crossin e
Cands and & hudget of 38 million dallars. This command inclnded the South el st Precimess s
well as the Trattie Unit,

19992000 CATTAINM, Vielent Crimes Seetinn
Comnziond of 3 Liciienants, 9 Sergeants 42 Detectives and $ Civilians and o Budpet of 4.6 million
deliars. This conenond inchided the Homigide and Roblery, Gangs, Special Assault, iMissing Persons,
Coll Cave, Rias Crimes, Arson/Bomhs, Fagitive Warrants and Polvgraph Unis,

19951999 CAPTAIN, Commander ol the East Precinet
Command of 3 Licutenants. 13 Sezgeants, 191 Officers and 3 Civilians sned o idleet of 13 million
dotlars, The Fast Precinet has one of e mest diverse populations in the city. As the Precinct
Comusmder | was the Hedd commandar for a myrisd of demonsteations wad farge-seale plined events.
Fresponded W imerous SWAT callouts where | was the Incident Commander, | estahlished wwd
fostered elose working relationships both with the offizers amd the commumity, in order o have long:
Tsting sedutions to the crime problems in the Precinet,
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1993-1995 CAPTAIN, Cominander of the Coordinated Criminal Invextigations Section (Gang Unity
Compand of | Lientenant, 4 Sergeants, 28 Detectives and 2 Civilians nud a budwget ol 2.5 willion
dollars. My tele was o ovirsee the investigation and interdiction of gang violence that was
pennealing the city at that time.

21993 CAPTAIN, Commmunder of the Crimes Against Property Section
Command of J Licutenants, 10 Sergeqnts, $9 Detectives and 11 Civilians and o budset of 7 millivn
-dollars. The role of tie communder included overseeing the Burglary, Arson, Auto Thes, and Fraud
Uniits,

0D 1-1992 OPERATIONS LIEUTENANT, East Precinet
The sole of the Operations Licutenant is to be sevond i commanid of the previnet, | had direet
vvensight of the Ani-Crime Teams, Community Police Tenms and any speeial projects undertaken in
the Precipet.

1990-1991 LIEUTENANT, Second Watch Commander, st Precinet
Led and managed a staffof 43 eimployees, including 4 Sergeams and 45 Patro) Officers,

1989- {990 SERGEANT, Consmunity Police Team, Eost Precinet
Commancler of the {ist Community Police Team for the Eust Precinet. 'The role melided managing n
squad whose mission was o identify anid wesolve lopg-temy erime problems in the precinet.

19371989 SERGEANT, Thivd Watch, East Prccinet
Phe rele inclnded supervising asquad of Patrol Officers working the night shifl.

12851087 DETECTIVE-SERGEANT, Intermal Investigation Section
The role was to nvestigate allegations of police misconduct.

1R80-1953 PATKOL OFFICER, Vhied Watch, Sonth Preginet
As anew olficer on the department, [ was assigned (e the night pagrol in the South Precinet responding
1o calls for senvice. Otber duties ineluded plaineloties patiol m hiph-erime arvas.

19771980 CRIMINAL INVESTIGATOUR, United States Anny
Assigned (o the 296 Military Police Company at Fort Lewis. Washington. My primary resp msihility
wats the eriminal fellow-up mvestigation of all crimes within the Army's jurisdiciion.

EDVCATION AND PROFESSIGN A, D2EVELOPMENT

Policing Racial Bius Project Conlereice, Stmiord Universily (2004)
Senior Management Institute for Police, Harvard University (2001)
National Symposivin on Razial Profiling, MNorihwestem University Center for Fulslic Sa fery (2001
Graduate Class 172, FBI Nation! Academy (1993)
Fraining in Bomb Syuad Managewent, FL Rueker, Alabani (19923
Training in Homicide Investization, Albany, New York (1902)
City of Seantle Advameed Management Certificate Progrn (1985)
Sergeants Combat Shooting, Seattle, Washington (1958)
Force and Weaponry, Scattle, Washington (1988)
Jsing Positive Diseipline, Seaule, Washington (1988)
Advaneed Assou Tnvestisation, WSEFTC (1982)
Arson Investigation, WSFTC (198
Certified Arcon Investigater, State of Washington (1977)
Associate of Ans, Administation of fustice Hom Skyvline Collepe, San Franviseo ¢ 19773




SPECIAL ACEIVITIES, MEMBERSHIPS AND AWARDS

Review of the Demonstration and Training Technology of the Police Services of Nerthern fieland
(PSND (2006) '

Leadership in Counter-Termorism (LinCT) Syndicate Director- joint leadership progrum between the
FBI. the Seottish Police College, and the Police Servives of Northem Ireland (PSNI). Ausualin snd
Cunada, Kennedy School of Govermment, Harvard University {2006)

Unsung Here Award, Youth Law Cemer, San Francisce, Califernia (2004)

Major Cities Chiefs Associztion

Washingion Association of Sherillz and Police Clicls membar

Secret Clearance, FBI

COMMUNITY INVOLVE

1

Scoutreach Fovndation Trustee, Boy Scouls of Amerien
Salvation Anmy Advisory Board

Tremestic Violense Prevention Council

Fight Crime, ovest in Kids

Cepter for Children & Yeuth Justice

Seatile University's Criminal Justice Advisory Board
University of Washington Forensies Advisory Bomd
Washingion Stafe Fusion Center Bxecutive Commiites Board
Seattle Police Foundation Executive Roard

City of Seattle’s Racial Profiling Task Foree

Latino Advisory Connei)
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April 19,2010

Police Excentive Resereh Fonmn
ATIN: Sentile Police Chief Search
1120 Cennecticut Ave, NW, Suite 930
Washington, DC 20035

Dear Seattle Police Chiel Scauch Comminee:

The enclused application mntenals are submitted in suppoen of my streng desire 1o bo considered for the
position of Chiel of Police for the City of Seattfe. | helieve you will fine that | possess a rare combinalinn
-of skills, knowledze aud experience thit meke e uniquely qualified for the position of Chief of Police. |
wold ke to take this opporturity to highlight my backaround 1or vour consideration.

I am o consummate lew enforcement professional. | began my career 53 a eriminal investigator Tor the
Uinited Staies Army in 1977, became a sworn officer of the Séatie Police Department in 1980, and have
spent my entive adndt e letrning and zrowing in this career,

] possess both depth and breadth in law enforcement experience. Iney tire with the Depariment, T have
worked b o witde variety of assiznments cepresenting the broad scepe of poblic safety challenges facing
Seaitle residents. 1 have also promoted through the ranks and have taken on supurvisory and command
responsibilitics b such arens as the Gang Unil, Bast Precinet Commander, Homicide and Assault
Conunander. As an Assistant Chicl, Deputy Chiel and now Intering Chiel of Palice, | have assnmed
aveater responsipility tor taking on new imtiatives and pushing hmovetions in such areas as community
ontrench amd enzagement, race mud social justice, and the use of scienee and technelogy o suppoit public
safety ebjectives,

Whenever the Departiment s confronted tough issues, Lhave consistently been tapped as a key poim
persan to address them, i the 1990s, for example, with the specter of emerging, aong problems louming,
I became the Gang Unit Commander. I the wake of a scandal involving o dewretive unit, 1 was selected
foTead the group 1o stabilize and reficus them on their mission and purpose. As a Precinet Commander, 1
provided solid, consistent and steady leadership ursome of the most diverse parts of the ¢y, More
recently, alter many vears of the Department regularly overspending its annuod budget, | assumed
rosponsibility for budget management and oversight. Under wy stewandship, the Department noi oy
baloneed its hudget for live staight vears, but also retirned some monies 1o the peneral fund. Notall of
these sisignments were enviable ones. Some carried witl them the risk of personat or prolessional loss,
but Tdid not shrink frem any of these tasks, letting my sense of duty outweigh any other considerntions.

Despite my many vears in the Departioent, | have never lost my enthusiasm for the jeb nor my affection
[or the organization and for the men and wemen who we at s core. In my mind, there is no nsbler
professivn than that of providing safety and security to the community; and there is no finer law
enforeerment srganization than the Seattle Police Department, The initative, talent and ereativay that
abound i the Department nspire me dals. My primary reason for seeking the job of Chicf is the desire
to continne 1o support and encovraze such exeellonce.



Doring the Fast yenr us | have sevved as Imerin Chief, the Depaviment has experienced both exhilarating
highs and profennd siduess. With skilled and solid pelice work, we solved many high-profile cases that
were colehrated by and with the commaunity we serve, We werg also rocked by tragic incidents, including
the foss of one ot our own officers, killed in the lioe of diny, Through itall, we remained steadlast in our
commitment o owr fundmmental mission, and have moved forward effectively and productively o adiress
the public safety chalienges (acing ovr community,

This is a davnting time for toval government fenders. Public expectations vemain bigh, though resources
are dwindling. Nevertheless, | remain conident, My confidence comes from the support of a superb and
highly effecrive leadarship team, and the exceptional men wnd women who serve the Sciltle Polics
Depattment. As Chiclof Police, 1 pledge Uat T will mateh their dedication. commitment and hard wirk.
and use all ey energivy and resolve, fo ensure that we meet and avercome whatever obsiacles may lie
ahead.

Om 2 final pote, as proud as Tan of my career in law enforcement and nyy pecomplishments in the Seaule
Potice Department, without the enconuragement of my family - my wite Linda and my theee children, two
sons, agos 13 and T ond davghter, age 9 — 1 wonld not be submitting this application. Their support has
Leen enicial 10 my snccesses in the Seattle Polive Depariment.

Thank you for your thonghtful consideration of my qualificetions and applieation materials. Please feel
fiee to contact me il you have iy gquestions or necd additional information.

Sincerely,

[l V- /«0"}
;ﬂwlm Dias

Interim Chiel of Police



PERSONAL STATEMENT OF INTERIM CHIEF JOHN DIAZ

Who Iam as.a person: As I reflect on the markers in my life that kave been most influential in shaping
wha 1 am, being the child of immigrants must surely top the Jist. My parents ¢ame here from Mexico,
Lringing with them an abidiug love for this covnny and an abundant Taith in its’potential as a land of
opportunity. As parents they instilied the expeclation le work hard, without complaint and without regard
4
for glory ot praise. The behavior they medeled emphasized modesty in one’s accomplishments while
being forthright in accepting responsibility lor mistakes. These values, combined with iy military
experience, have given me an operational credo that says, “it’s not about youi;-it's about the missien.™ |
was raised with an efhic of publiz service. Cilizenslllip demanded community involvement and service;
and there ean be no higher fosm of pubiic service than the commitment w keep the community safe and
secure. My fumily experience has also made me seusiﬁve 10 the situations and circumstances where our
society falls short of its lofly deals, where persons are not treated fairly by virtue of their skin color,
wender, heritage, language skills or econemic condition, and where enly barriers confront those who seek
opportunity. While my parents insisted on having no excuses as stumbling blocks arose, | recognized that
theit studicd stoicism conld never result in necessary change. This has made me determined to use my
influence to change the institutional narratives for others. The driving force in this regard is my owi
immediate family. As a husband and father of three sehool-aged children, 1 want thein to face a society
where all have the same chance of suceess or failure and where they wiil ceme to have the same feith and

confidence in our nation’s values and institutions that brought my parents here a generation ago,

my Imlv enforcement carcer as a eriminal investigator for the US Army in 1977, beetme a sworn olficer of
the Seattle Police Department in 1980 and have spent my entire adult life learning and growing in this
eareer. In my thirty-year caveer with SPD, 1have had a variety of tough but fulfilling assigninents and
leadership toles, These have given me not only a (horoughgoing knowledge of the vrganization, but also
keen insights into the public safety chalienges facing Seattle neighborhoods. The lessons learned from
this experienee lmve shaped me as a pelice professional and include the following. First, be willing to

1



PERSONAL STATEMENT OF INTERIM CHIGF JOHN DIAZ

change and grow, and determined to never stop learning, especially from unexpected people and places.
Sueond, !'r(m; the public’s perspeetive, it is the little things, rather tan the grand gestures, that make all
the difference. In that sense, every encounter in e community consiintlez o moment of truth, and
represents an expenditure of our social capital and legitimacy. That is why 1 have supported cur
coitinuing surveys ol the community to gauge the messages we send and the cflicacy of the services we
provide to Seattle’s residents. A third lesson is that fear and insecurity, as perceived in individual
communities, are shaped by o wide range of Factors, only some of which are represented in official crime
data. Even within official statistics, the variation betseen and within areas of the City iz stunning. To
truly address public safety, then, requires not only more active and in-depth engagement at the
neighborhood level, but also more collaborative approaches te the issucs that engender insecurity and
fear. We are embarking on on approach, called Neighborhood View Point, to advance our capacity to
listen, learn and shape public safety approaches that will really impact the sense of security in individual
communities, Next, it has become elear tﬁal the eriminal justice system is society’s default mechanism
when other systems fail or are unavailable to act. Police in particular are regularly called upon to respond
to situations and persons better handled by other systems and institions. Pressures on public scetor
budgets have begun to move us closer to a more rational leveraging of scarce resources. Stil needed is a
better approach for i);l!::|1¢i:|g the intercsts of those atrisk, these in necd, those asked to respond zind those
in the larger community who may be asked 1o support these endeavors, Finally, with the great avthority
that seciery gives o law enforcement officers, comes an awesome responsibility 10 be accountable in the
exercise of that autherity. Effective poliving requires the community’s comphance and respect for
authority, but ihis does uotllaappl:-u #s an automatic reflex. It comes as the result of consistent, fair and
legitimate actions that engender trust and confidence, The former must be practiced — and the latter
carned - every day. Despite my many years, | have never lost my embusiasm for the Jjob nor my atfection
for the erganization and for the men and women who are at its core. 1n my mind, there is po nobler
profession than that of providing public safety and there is no finer law enforcement agency than SPD.
This is why J seek 10 be Chief of Police,

3
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Response to Question One by Interim Chicl Johu Diaz

Communitizs both large and smali are being torced to resort to layefts, furoughs and reductions of
services W an extent that was unheard of Tor many yemrs. These reductions are coming ata time when the
nation is suffering an economic erisis not seen in decades. Cities such as onrs, that have erjoyed historic
reductions jn grime, are beginning to see inerenses in crime. Desperation rises as people are losing their
jobs and homes, aed seeial safely pets 1kt had been availuble in normal economie times are Fraying and
disappearing, The City of Seattle is anticipating a 50 million dollar shortfall in 201 1. Unanticipated cuts
te social service progrinns that may be inevitable will make the efficient use of police resources an even
greater operational imperative to ensure a high level of public safely fer our eitizens.

In vy 30 plus years with the Seattle Pelice Departiment (SPD), it has cnly been in the last decade that my
invelvement with the budget process has given me a new appreciation of the challenges that need 1 be
met in order to balance the budget withoul compromising public safery, morale or innovation. A brief
overview of my history can give you an insight i10 the appronch [ lave taken in the past on SPD’s
budget, and then | will discuss my approach to this current cconomie erisis.

Prior to 2001, my pver 20 years of experience with SPI) was working in Operations - the Patrol Burean,
Investigations Bureay, Infemal Investigations Section. During that time I never worked solely as an
administrative professionnl or budget manager. As a Caplein in various sections, 1 oversaw budgets that.
renged from 2.5 million dollars to over 15 million dollars. The approach T ook in cuch unit was to ensure
that there were clear guidelines for the use of the money and oversight of how the money was spent.
Duriang this period of time our organization’s approach to the budget was quite decentralized. The
challenge that we experienced, and frankly will always struggle vith, is that many situations were outside
ol the direet control of the police department. Critical eriminal investigations, increases in criminal
activity in various neighborhivods, special evems, and unplanned visits by dignitaries, atl challenged the
Depaitiment’s ability to eperste sithin its allocated budget. The reputation of the Department during that
time wis that SPD wais not 2 good steward of the publie’s resources.

In 2001, Chief Gil.Kerlikowske prometed me to the rank of Deputy Chief and, to my surprise, moved me
from my comfort zene in running Operational Sections o becoming the Deputy Chief of Administration -
in essence an administative professional and budget manager. Chief Kerlikowske gave me two '
mzndates; one, to Jead the Seatle Polics Department towards attaining National Accreditation, and
secend, to overhuul our budget process (which was over 200 million dollars at the time) to ensure it came
in balanced each year. What ] first viewed as a curse by our new Police Chief hecame a key factor in my
groswth as a leader. | was forlunate in having inrovative snd experienced siaft within the depariment,

such us Valarie Andersen and Marian Merkel, as well as city budget assistance from individuals such as
Dwight Dively and Deug Carey.

twok a straightforward approach o meet this challenge of munaging the administration and budget of 4
farge police agency. My initial impressions of the budget process were that, unlike private business,
govermment tends fo be less nimble in making changes in how it conduets its business practices and less
able to react to changes in the ceonomy. [ immersed myself into every detail of SPD's budaet. One of
the first steps | took in reaching a balanced budget was to develep a procedure that required my signature
for approval on all expénditures. Previeusly, expenditures were approved by different commanders
throughout the Department in a highly decentralized process without close oversight, Next, I began a
practice to meet with the budget slafl ench week to review the necessity of every single expenditure
reguest and compare it to the overall needs of the Department. We began 1o leok at where we could trim
costs in a way that wenld not impact our services or mornle. These procedures resulted in both small and
large changes to our overal] budget.



One aspect of the budget we Jooked al was what might be terived “outlier expenditures™ to see if there
was a more efficient way of doing business. An example of such costs was how we were using copy
machines in the Department. We had numerous contracts with four different vendors for copy machines
at different police facilities around the City. We worked with users 1 evaluate their needs with the goal
to significantly reduce the lease costs of our copiers. As a result of ihis effort, we stoppad
compartmentalizing cur copier business, switched to one primary vendor and realized savings of over
$120,000 in one year. Another innoyation that occurred was establishing a procedure o provide more
oversight on how we staffed officers ot special events, Requiring final appraval for all oflicers working a
speeiul event by the event communder drastically reduced costs in vvertime for the Departiment. These
additional steps of oversight and stricter review of expenditures resulted in five years of balanced budguts
and some years with a surplus that could be returned to the City's general fund. !

When given the assignment of overhauling the Department’s budget process, the appreach I took was a
radical depanure from our previous history of huving an extremely decentralized budgeting culture, And
while | did have procedures in place that allowed for bringing in additionsl resources as needed 1o ensure
public safety, these new procedures did have ramifications for morale. Some commanders rightly
believed that their budget authority had beeh steipped. 1 also believe that they felt this approach shifted
the responsibility of the budget from evervone’s responsibility to only one person’s responsibilily — mine,

Recognizing this unintended effeet required another viewpoint, which resulted in many changes in how
we now address budget oversight. A few examples of how the Department is balancing a more
centralized budget process with shared responsibility are the fallowing: with respest to fraining
expenditires, we now have a training committee, ran by a Captain; in a similar vein, overtime allocations
for each section are evaluated by the respective burcau’s commander, nllowing direct involvement by
section commanders and greater flexibility in the process. 'We continue to have a culture of central
oversight and, T am proud to say,.have gained areputation of strony fiscal responsibility.

Your question rightly asks hew we reduce budgets withom compromising public safetv, morals or
imicvation. In the past budget reductions, we instituted a process that set functional priorities for every
line of business in the Department. These priorities placed emergency respunse, follow-up investigations
and oversight at the forefront of our cere mission. In this current econoniic erisis there may be lines of
business that we will have to either suspend or cancel, but having established onr functional priorities
provides us with a'solid framework from which to preceed.

Despite the current fiscal situation in the City, we are extremely fortunate on a couple of dilterent fronts
in vur ability to sustain the Department’s commilment to innovation, We have over 17 million dolars in
grants that help us in a variety of areas, from homeland security 10 gang violence reduction. We are also
very fortunate to have the Sexule Police Foundation ag a pariner. The Foundation is made up of highly
successful business and comnunity leaders who have put together a grant process to fund new ideas. It
has funded items such as Blackberries for bicycle officers and having Automnzted External Defibrillators
in every patrol car, We continue to look at new ways to improve our Department through resources
external 10 the City, as they come available.

In conclusion, our current budget practices now have a more-inclusive approach 1 deeision making on
priorities but with a strong central, oversight component. The Criminal Justice System has in many ways
beeome the defanlt mechanism to deal with many of the social conditions facing our socicty today. This
tendency not only will continue 1o stress our budgets, but alse will give us an opportunity to leverage and
collaborate more closely with our partners throughout various public and private institutions. In my vears
serving as an administrative professional and a budget manager, [ believe that | ereated balanced budgets
whilt at the same time ensuring that public safely needs are being met, allowing for innovations und
creating solutions o raise morale, when cuts or changes had to be made.



Response to Question Two by Lnterim Chief John Diaz

Over 90 pereent of the personnel in the Seattle Police Department (SPD) are represented by a union.
Under Washington State law, changes to working conditions are generally subject to collective bargaining
agreements. SPD has cight different unions that it works with on a regular basis. Until the last 10 years
of my carcer at SPD, 1 had been a member of cither the Seattle Police Officers Guild (SPOG) or the
Sealtle Police Management Association (SPMA), During the Jast decade, § bad been the lead iy our
monthly Joint Labor Management Committee (JLMC) mestings with SPOG until T was appointed Interim
Chief ol Police. 1 also represented the Department as part o the City Negotiation Team for the last SPOG
contract. These experiences strengthened my belief that in the overwhelming majority of issues that arise
during the normal eourse of business, unicns and management lave u similar vision for the police
department: We jeintly share a belief in providing the best service possible to our community in order to
keep them safe, in providing the best tools and training 1o keep cur of ficers safe, and in a belielin
oversight and transparency.

Ay engoing concem for unions and management will always be how best to deploy our scarce tesonices
i sueh a wary tat we maximize efficiencies and do so in 2 way ihat works in keeping within the
boeundaries of our labor agreements. There is a process codified in labor agreements that allows changes
in deployment threugh our Employiment Involyement Committee (EIC). Comminees such as the EIC are
formed with participation from both Jabor and management to Jook at ificienvies und changes in work
schedules that jeintly benefit both. As a member of the JLMC [ know that this process is effective and
valuable. A corrent example would be the change in work hovrs that has waken place in the Harbor Patrol
Linit, allowing more clficient deployment of their resources. Many different options were considered, but
through cooperation by both the unions and management, an agresable and optima) shift sehedule was
created,

We have had a seecession of ten-year stralegio plans over time, ¢ach one bringing new ideas und
inmovations to the Department. - The cornerstone of our current deplayment of resources is based on our
Neighberheed Policing Plan project that was led by Deputy Chief Clask Kimerer. This plan took
detailed look at the woskload, staffing levels and metrics o' the entire patrol foree and made stme
signiticant changes. The changes inclided the balancing of workloads, the realignment of disiricts and,
mest importantly, brought back the concepl of geagraphic integrity imo our patral operations. The last
phase el this plan requires changes i the shift hours and times for patrel 1 align more closely with
worklead peaks and valleys. Althongh somewhat radical in police circles, this approach -~ align your stall
and schedules to mirror your waorkload — is considered a basic, best practice to most private busipesses. A
similar examination of staff schedules and workload is being conducted tor our detectives and is currently
being led by Assistant Chief Jim Pugel and a team of detectives in the Investigations Bureau,

The change in working conditions by an employee represented by a wnien requires that we bargain the
impacts of that decision. Tn the case of the Neighborhood Policing Plan (NPP), wae wenl through an
exlensive negotiation process that is spelled out in the current SPOG confract 1o work through the variety
ol issues that come mto pluy in order to make these changes. Our current budget will have preat impaet
on when and hew NPP can be fully implemented. T plan to continue to work collaboratively with our
unions in upcoming negotiations to determing how best to meet the needs of the. Department and
communily with regard to patrol stafling.

Several years ago prior to opening contract negotistions, union representatives, Chief Kerlikowske,
members of the mayoral executive team and 1 went through a two-day Interest Based Bargaining Training
Couvrse. The approach laken in the course, which ] continue to feel has great promise, encourages a
problem-solving aspect within contract negotintions. [thas been my experience that early involvement
and collaboration with Jabor ot issues of concern ¢reates higher-guality solutions and lasting results. One



example where this has occurred in our current contract, SPOG leadership had great input on desipgning
how ofticers would bid for shifis under the new sehedule.

Our City will be dealing with a budget deficit of a magnitude never before seen, We must ensure that we
are communicating with the unions in any upcoming deliberations, The prioritics of the Depurtment are
to deliver rapid and quality 911 response, to conduct timely and accurate follow-up investigations, and 1
stay focused on prevention — as these services are paramount to the Department and |he community. An
open line of communieation between unions and mandggement is the best way o work through any
unexpected issues that may arise in these uneertain economic times.

In cenclusion, the change in deployment for any of cur employees will be conducted within the

parameters of our labor agreements. Tt has been my experience that differing, interpretations of those
agreainents by the upions and management cause the most tension and, Jeft unchecked, can result in
disteust on both sides. My persenal approach is 1o try and resolve confliets whenever feasible as earty as
possible, However, we o liave a well-detailed grievimee process that can be nsed in times when a.mutual
decision cannot be reached. 1am a believer that the grievance process should only be used as a last resort
and that the mere fact there is 2 grievance process does not eliminate the commitment to collaborate
whenever possible in reaching a solution to an issue. Again, T believe overall that unions and

management have a similar vision of what is best for the Department and community to provide the best
possible service.



Response to Question Three by Interim Chiel John Diay

Race and social justice is an area tha deeply concerns me. The opportunitics and promise available in
onr couiry ane the envy of the world. l’-Iawclver, tie issue of race continues to plague us. Racial
disparities are outcomes of virtually a} institutions in our society, regularly exhibited in the form of
disparate academic achievement, health indicutors, income and ceonemic well-being, My concemns with
race and social justice have both personal and professional origins, As the son of immigraits, my
awareness of nstitutional differences was beightened and gave me particular insight into how law
enforcement is perceived by different communities. In addition, rather than detracting from my desire to
be in law enforcement, this experience gave me additional incentive to take on this carcer,

My prefessional coneerns about race and social justice are rather straightforwird. While many. in our
socioty may decry rasial disparities, they may do 50 from a comfortable distance. Police officers cannot,
Day in and day out, police officers confront persons —as victims, as witnesses and as offenders — whose
circumstances have been shaped by racial inequities. Moreover, police officers are placed in the
unenviable position of asking these same persons o comply with and have faith that the governmental
institutions they represent will produce just outcomes. Needless (o say, this is often a tough sell,

By the late 1990s the issue of racial prefiting by lnw enforcement agencies was becoming a national
controversy, with more mid more depantments being ncensed of engaging in racially motivated practices.
In ihe interest of being pan of the solution to address these issues, [ joined n taskforee put together by
then-State Supreme Court Justise Bebbe Bridge and King Counly Councilmember Larry Gossdt, ‘The
taskforce included members of the Defenders Associmion, judges, progecutors, corrections olticials, and
other progrim managers such as James Bell from the Law and Youth Justice Center of San Francisco, In
this project, I voluntecred our Department’s statistics in tratfic slops 1o be used to siudy the issue of
profiling. [ worked ¢losely with Bob Scales, who at the time was with the Office of Policy and
Management, and developed a detiled review of over 130,000 traflic stops the Department conducted in
1599,

The tralfic stop data proved extremely valuable to the group, allowing it 1o study the issue using concrele
information rather than abstract coneepts of the outcomes in police encounters, For my work on this iask
force, I received the 2001 "Unsung Hero Award” by the San Franciseo Youth Law Center, In some
(uariers there was concern that providing the waffic data had made the Department vulnerable to firther
accusations of profiling, bur | was extremely prowd of our Department for taking a leadership role on this
crucial issue.

As a resolt of this work, | was then appointed to a number of different comiitiees that focused on ruce
and social justice issucs. An carly taskforee that led the way was the Racial Disproportionality Project in
which I was the Department lead, In fate 2001, the Seantle City Council passed a resolution addressing
racial profiling and the Couneil and Mayor jointly worked with cur Department in a multi-prong
approach, including:

¢ Citizens” taskforce to design a data collection system

o Specific policy condemning racial profiling

°  Training

*  Studying the feasibility of using video cameras

¢ Increase strategies for building conmunily purtnerships

*  Ongoing accountability measures

Those approaches within the Department’s control, sueh as video cameras in paiol vehicles, and policy,
titining, accenntability and outreach initiatives, have been undertiken. In addition, this sarly work has



been builtupon and we continue to move forward in this zrea. For example, I meel with each police
academy graduating, class and their families. 1 discuss our City’s race and social justice agenda and make
sure that cach graduate receives a copy of our policy against bins-based policing. 1begin cach discussion
with the fact that as police ofiicers they have an incredible responsibility in how they handle their duties.
[ ahways quote Lincoln’s statement that “most canhandle adversity, but the nue test of their character is
how they handle power”. In speaking with new officers, | have incorporated the idea that it is not what
you can do as a police officer, but rather what.you should do that can make the most difference.

I continue 10 work with some of the best and brighlest of our Depastment to try new initiatives to address
systemic disparilies. The Drug Market Initiative isa geod example of such an approach. This initiative
fries to ensure that the community is safe, while enlisting their assistance 1o stop the drug dealing on their
streets, without resorting to incarceration of the suspects. This approach has shown promise and we will
be rcphmnng the program in another neighborhood shortly.

1 have worked with members-of the Department’s Race and Social Justice Core Team Lo strengilien ties
between our Department and our community in a variety of ways, Working with our finance director
Valarie Anderson, Chief’ Administrative Officer, 1 was proud 10 see her expand the economic

opportunities for women and minority-owned businesses, as our Deparument spending with such
businesses has grown from 3 percent 10 over 20 percent over the Jast five years. Working closely with
OPA Director Kathryn Olson, Fhave been initent on ensuring that we thoroughly iny t.:.ligalc misconduet
cases and that we are transparent in our work. Such efforts cantinue to pay dividends in strengthening our
community partnerships. Working with a professor from the University of Washington, we continue to
assess the responses by our officers 1 persons who call 9-1-1, This effort helps to build continuous
improvement in our sexvice. Qur Deputment’s poliey of not asking for citizenship status helps strengihen
our ability (o work elosely with all of onr communitics.

Other activities of the Department testily fo our initiative and innovation in reaching out 1o all paris of the
community. Successful ataiiment of Naticnal Accreditation by the Commission on Acereditation for
Law Enforcement Ageneies (CALEM), Tor example, highliglts the commiiment by the men and woinen
of our Department to adhere to the highest standards ot our prolession. Our new iniliative, the
Neighborhood Yiew Point, introduces the idea of customizing our pelice response for every neighborhood
in the city. Our outreach in dealing with gang violence, providing school resource officers, our truancy
and mentoring programs, our entreach to women prisoners and sheir daughters, are but a fow of the many
initiatives of this Department, designed to change the institutional outcomes for many.

[ am personaily involved inthe following groups and organizations that address racial and social
disparities:

»  City of Seattle’s Race and Social Justice Initintive

»  Latino Advisory Council

o Salvation Army - muliiple programs that assist the most needy in our community

s Scoutreach — bringing lessons from scouls through sports

s Center for Children and Youth Justice - wark on system changes in how we handle youth

This last year has been one of successes and great tragedies in our city. The men and women of our
police department were successful i solving some horrific crimes. ] continue to assert that we need tiee
ingredients 1o succeed: excellent police officers, innovative science and community involvement. A
progressive police department is one that understands we must work in ¢lose parership with cur
community to be effective. Racial and social disparities — Jeft unaddressed — only lead te a community
that distrusts the police und to frustration en both sides. It is my desire to address these issnes head on,
jointly and openly, in order 10 better serve the community and the Department that 1 lead.





