CITY OF WEST DES MOINES
MEMORANDUM

TO: Mayor Gaer and members of the City Council

FROM: Tom Hadden, City Manager

DATE: April 26,2017

RE: Progress Report/WDM Police Department Climate Assessment

| want to provide a progress report for you on our efforts to assess the climate of the West Des
Moines Police Department (WDMPD), hire a new Police Chief, and address our processes for
handing employee complaints.

Last January, the City Council approved an agreement with KJW Diversified Services to conduct
a climate assessment study of our Police Department. As you will recall, the study was
conducted at my request and was part of a setthe agreement reached with one of three former
employees who filed lawsuits against the City and former Police Chief Shaun LaDue.

KJW Diversified Services has provided us with an independent assessment of the current climate
at the WDMPD. Kelly Willis ad Chuck Hull conducted 62 fate-face and phone interviews

with members of the WDMPD command staff, employees (sworn and civilian), contract
employees, recruits, plaintiffs, separated employees, and law enforcement executives from
outside the organization

Below is a summary of key themes and recommendations from the study, and a progress report
on action wedre taking to address concerns. T
included in this document at the conclusion of this memo.

Theme #1: Lack afommunication

Over the course of the |l ast five mont hs, | 6ve
and police employees, and the climate assessment confirmed what | discovered during my
meetings. The former Pol i &eftwGWay eomduwicatioan a g e me n

skills negatively affected the entire Police Department. New leadership is critical in moving the
department forward, and | intend to hire a new Chief who has excellent communications and
management skills, values diversity arattpership building, and has an extensive background
and knowledge of law enforcement.

To assist us in selecting the right individual for West Des Moines, | have assembled a Police
Chief Advisory committee consisting of former WDM Mayor Gene Meyer and Wesitients
Courtney Maxwell Greene and Liz Bredeson. This group will partner with the Civil Service
Commission at the beginning and end of the process to provide citizen oversight in the selection
of a new Chief. | also will appoint an Oral Board whose ioers will participate in the Civil

Service process.



| anticipate that the Civil Service Commission will approve the recruitment process at their
meeting at the end of April. We hope to have a new Police Chief hired by September.

| was pleased to learn frothe assessment that the climate in the WDMPD is improving under
the leadership of Interim Chief Jim Barrett. Morale and communication is better, and employees
are committed to their jobs and the people they serve in our community. When asked, 27 of 38
enployees (71%) said they would stay in their current position if offered a job with equal pay,
benefits and working conditions in another organization.

Theme #2: Personnel/staffing
The study states that West Des Moines is understaffed and needs tmhi@ dficers for each
of the next five years.

From my conversations with the WDMPD, | am convinced there is a need for additional officers;
however, | am not convinced the numbers recommended in the report are appropriate for West
Des Moines.

Wh i | drueiodr population has increased, our crime rates are low and our response times,
including priority one trips, have held relatively steady since 2013. The number of cases reported
from 2012 to 2016 increased 5.77%.

As we drill down into the statisticaie see a fairly significant rise in traffic stops, which
demonstrates officers are not too busy with other calls for service to enforce traffic laws. | would
also bring to your attention that the calls for service statistics referenced in the repottlaee no

best measures to use for comparisons because the definition of a call has expanded over the last
few years to include activities beyond answering calls for assistance. Items included in calls for
service statistics now contain all seiftiated actvities an officer does while on duty, such as

traffic stops, writing reports, stopping for lunch or completing building checks. A better
comparative metric involves filtered calls for service (which eliminatesrsgtted activity).

Filtered calls incrased 13.22% from 20122016.

| would also note that 6 officers are currently attending the Police Academy and will graduate at
the end of April and complete field training in late August. Two more officers are in field

training now and will go on solo pat at the end of April. One additional officer will start the
Academy in May and go on solo patrol in November. Our authorized strength is 70, and these
additional officers will increase our force to 67. Two of these new officers are Hispanic females,
which increases the diversity of our police force.

West Des Moines has always placed a high prio
be working with our new Police Chief to examine appropriate staffing levels for our community
in more detail.

The assessment also recommeihds We expand the command structure to ensure future leaders

are being developed and adequate leadership is available when vacancies occur. This change was
approved during the City budget session last January, and it will add stability to our command
staffand succession planning efforts.



Theme #3: Lack of confidence in WDM Human Resources Department

Before this assessment was completed, | asked DMACC Business Resources last January to

work with us to map our complaint process to ensure appropriate stepspéace to handle

empl oyee complaints. All Department Directors
participated in an extensive Kaizen process, and this group is currently developing recommended
next steps.

Our review indicates that complaints aftere not communicated to Human Resources or the

City Managerodés Office, and communication gaps
and departments that have contributed to the mistrust and lack of confidence in our HR process.
Clear guidance regarttj policies and procedures is needed to ensure all parties are given an
opportunity to respond appropriately to complaints and issues in all City departments. We need

to do a better job of educating supervisors and employees about how to recognizerand repo
complaints, and deal with inappropriate behavior and conflict that is not unlawful but does

damage morale and impact performance.

In addition, we need to make sure everyone understands that all inquiries, complaints and
investigations are confidentidh some instances, employees may feel their complaints are not
being addressed because counseling or disciplinary action is not shared with employees.

Recognizing that a thorough study of our process would take time to complete, employee
complaints as dbecember 2016 have been immediately directed to an outside law firm that
specializes in employee relations. We all have the same goal of continuous improvement, and we
want to make sure everyone is aware that all complaints are taken seriously and testumen
appropriately.

My expectation is that we will refine our current complaint process to ensure employees and
supervisors understand the role they play in identifying and reporting issues. This work will
include creating a standardized complaint formdigpartments and educating supervisors so
they know how to address a variety of complaints ranging from personality conflicts to
discriminatory behavior.

Al t hough the study recommends di mpl ementation
harassmen and hostil e work environmentAnte ompl ai nt s
Harassment Policyhat has been a part of our employee handbook for over 15 years.

The actions we are taking are positivienalst eps
training and improved communication is necessary to clarify roles and expectations. Employees
must have confidence in our ability to investigate and handle complaints. Communication and
trust among all parties is the key.

Theme #4: Training

Since 2038, the City has utilized annual online training designed by an employment attorney to
ensure employees learn about discrimination and harassment and are exposed to various
scenarios that might occur in the workplace or after hours withiorkers. After t&ing the



course, employees are given test questions to insure the information is read and understood, and
all employees are tracked so that we know they have completed training each year.

The KIJW Report shows that 43 percent of employees respondedethdidmot receive

adequate training. To make sure our training is useful to employees, we will be hiring an outside
firm to provide interactive kperson sessions that reinforce key message from our online

training. We also have hired an outside employiag¢torney to provide training to all

department directors and supervisors in handling complaints and understanding discriminatory
behavior based on race, color, sex, religion, national origin, gender, age, sexual orientation,
gender identity, disabilityroother characteristics protected by applicable state or federal laws.
This session will be mandatory for supervisors and recorded for mandatory viewing by all
incoming new hires in supervisory roles.

Theme #5: Technology

The study found that WDMPD is teigologically advanced in comparison to many police
departments of comparable size. The consultants stated that we lack highly trained personnel in
Crime Scene Investigation (CSl)/ Forensics. | will consult with our new Police Chief to evaluate
our strengthn this area and make a recommendation regarding additional staffing.

Our Police Department has been studying and developing policy for implementing body cameras
for the last 16 months. This requires significant work on the front end to ensure appropriat
policies are in place that cover concerns ranging from civil rights and privacy issues to storage
space and retention of body camera audio and video. We anticipate our program will be ready to
launch in the fall of 2017. We are committed to meeting theip safety challenges of our

rapidly growing city.

Conclusion

As you review the study, please | et me know
confident wedre making significant progress w
processes andldress the needs of our employees. | truly appreciate the honesty and sincerity

|l 6ve encountered from everyone who has partic
organization.
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. EXECUTIVE SUMMARY

At the request ofhe West Des Moines Citilanager, an independent climate assessment of the
West Des Moines Police Department (WDMPD) was condwatqhrof a civil action settlement
(Plaintiffs Gass, WisneSchmell vsCity of West Des Moines lowa and Chief of Police LaDue)

with concerns gflow employee moraldyostile work environment allegatioli® include sexual
discrimination/harassmentpck of departmental direction and communication issues within the
departmentFor our assessmemurpose,iClimated may b e denfluringetdte that a n
impacts behavior and the successful completion of assigned task(s). Some aspects of the
environment that affect thelimate include, but are not limited to, morale, trust, leadership,
teamwork, rewards, recognition, benefits/compensatand conflict resolutiorClimate is the

internal atmosphere ofthe organization.

The assessment team intervieviRddintiffs in acivil action proceedinmvolving the City of West
Des Moines,WD M P D €anmand Staff, supervisors, sworn officers, uniagepresentatives,
administrative and civilian stafWDMPD separated employeesintract employeegworking
within WDMPD), andDes MoinesnetroareaLaw Enforcement Chiefs/Sheriffsiterviews were
limited to individuals working within WDMPD or witkies sgecifically to law enforcement with
the WDMPD.

KJW Diversified Services acknowledge the men and eoai the WDMPD whose courage and
honesty for a better city were apparent throughout the course of this asse€emsumtantacted
as afnsounding boaralfor the personnel of WDMPIIhe Climate Assessment will identify areas
for improvemerg and make recommendations deenmegtessaryto better serve the people of
West Des MoinesKJW Diversified Services would like to thanlall the individuals who
participated in the ClimatAssessment.

The transcript of the civil action proceeding involved in this case was not reviewed by
consultantsin order to remain objective and unbiased All findings, recommendations, and
conclusions expressd in the WDMPD Climate Assessmentare not fipersonal based
however, derived on the information provided by individuals who were nterviewed coupled
with statistical data, policies and direct observatios. Criticisms about the former Chief's
skills, methodsand management style are attributed to the employees and not attributable
to the consultants conducting the assessment.

Individuali f ace t o f aceo awaleconductedpvithseven diffenshttyroups e w s
(please refer to page nini) capture perceptions about the issues/con@sriewhat frustrates
personnel, what is working well in the department, the current challenges facing the department
and recommendations for addressingdsth challenges. Consultants also conducted site
observations, collected and analyzdgpartmental guidelinégstatistics personnel charts and other
various documentatiaio assisin determirning fithe scopéof issues and concerris aresult,the
following themes emerged:

Theme #1: Lack of Communication
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|l ndi vi dual s intervi ewed over whel mi ndilatgral e x pr e ¢

communication skills negatively impacted morale within WDMPD.

Individuals also expressedetformer Chief lacked personal communication skills to effectively
define thefiday to dap mission of the WDMPD and to effectively interact with subordinates. A
lack of information, infrequency of transparency, and the erratic dfdsateral communication
informationwas a causation factor for staff frustration, stress, and overall low morale

Many Command Staff members were &dkvithcommunicating concepts and tasks that they
themselves lacked full understandeagh d -fi b aftgnproceeding withoutlarificationresulted
in the loss of purpose and clarity within the organizatibm summarize the opinion of many

individuals intervieweda A Tr i ckl e Downo af fsénability tb effectively h e

communicate permeated WDMPD.
(Pleasesee the following chart)

Are you free to express your opinions without worrying about
negative consequences?

40
30

20

10

YES NO

H Present Administration ® Former Chief

Recommendation

First and foremost, the City of Wd3ts Moinesshouldhire a Chief of Policevho iswell versed
in todayos | aw e nahdwhopessessesifectieercommunicationkills.t The
future Chief shouldelieve in the value of diversitipuilding community partnerships, problem
solving, and demonstrate a trust apgpresiation of those individuals who perform the day to day
functions Ultimately, the new Chief would r e asprié de iorpso within WDMPD.

With the appropriate leadershipand adequate staffing WDMPD will continue the legacy of
being a paramount Law Enforcement Agency in the State of lowa.

Theme #2: Personnel/Staffing

WDMPD has not maintained police hiring with the growth of the CitWefkst Des Moines over
the past ten year#t is incumbent upon the next Chief ientify adequate personnel staffing
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much the same weaguirementsaferdansified andcactadnpendn a rapidly
growing city.

In the past five yeard/DMPD lost twenty-oneemployees due to attrition, disabilities and a civil

lawsuit. The loss has included the Chief of Police and three Cap#diheugh many of the

employees were replacetthe loss ofmanyc o mmand posi tions <created &
negatiely impactng the sustainability of the Department.

One Sergeant and five officers cover the entire city. In comparison, the City of Altoona has a shift
of four officers that covers the size of one district in the City of West Des Moines. The City of
WestDes Moinesrecognizedsignificant population growth since 2010he City of West Des
Moines experienced a population growth from 57,609 (2010) to 66,177 (2016). Additionally,
WDMPD serves and protect27,380daily, due to the combined factors of population, commuters
and daily visitor transaction§alls for service within a fouyear perdd (20122016) increased

from 58,9010 101,375.

Simply stated, calls for servicancreased population increasel, and the geographical area
grew without proportionately increasing sworn personnel to accommodate the demand for
service

West Des Moines Police Command Structure

For our climate assessment, ngveconsideedtwo models of police command structuae A T a | |
Model 0 which tends to have a more toWBNodhelavy b
which minimizes top level command positions, allowing the Chief a restrictive span of control.

Whil e the Tall Model may sromerdneedsie giticallgexdmine p h e ¢
not only how efficiently they are achieving their mission, but how effectively as well. While the

results of a poorly organized police department may not be immediately apparent, departments
operaing in a Flat Model elirmate command experience for futym@motions to executive ranks

and find that a lack of effective structure can be crippling in the future.

Recommendation

WDMPD is understaffed. Our recommendation wosldygest an officer to 1000 population
(66,000+) rédo of 1.5 (66 X 1.5=99) as minimum number of sworn personnt be obtained
within the next five years. The WDMPD should be budgeted toshirto eight officers for each
of the nexfive years(accounts for WDMPD attritionyith anemphasis ordiversity. Thehiring

of more tharsix toeightofficers per year would be a difficult recruiting task &edost prohibitive
to the City of West DeMoines The additional police officers will increase safetypport and
service to the community, agell as, benefit departmental madly reducing overtime demands
on WDMPD personnel.

By expanding the command structure with added positions consisting of an Assistant Chief and
one Captainaccountability will be greatly enhanced assuring that the Depatal mission and
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Chiefds vision are being commardexperierices for futurei | e
Departmenteadership.

Theme# 3: Lack of confidence in WDM Human Resource Department

The WDMPD Assessment uncovetisdues witin the West DesMoines Human Resourc@dR)
processIndividuals expressenh certain instancepolice supervisors, union representation and
human resourcefiled to work together insuccessfullyesoling work conflict issuesA team
effort is paramount in mitigatingostile work related issueBdividualsinterviewed mentioned
they did not have confidence in reporting issues suchhastile work environmenandor
discriminationdirectly to the Human Resourc&epartmentThis obviously plays a huge role in
morale and needs to be dealt with in an immediate and effective m&uree individuals
interviewed stated that HR did very little when documenting and investigating hostile work
complaints

Recommendation

Consultarg recommend training and implementation of a uniform policy regarding
discrimination, harassment, age and gender discrimination, sexual orientation, and all hostile work
environment complaints be implemented throughout the City of West Des Maln@sistraion.

A complaint should be investigated internally. If the complaint is validated, action needs to be
taken to immediately stop said behavior. If no hostile work environment is found, the employer
should still let the worker know about the results ofitivestigation. The employee has the right

to file a complaint with the Equal Employment Opportunity CommisgibeBEOQ).

All complaintswill be documented on the ASummary of Empl
(See Attachment (ne)
Allegation Report Mechanism (optie available fofiling a complaint)
A. Department Supervisory Personnel
B. Human Resources
C. City Manage(Designee)
D. Outside reporting referral agencies (e.g. EEOC, Human Rights Commission, etc.)

Copyo f al | compl eted ASummary of Empl oyee Co
Manager 6s Of fice.

The Complairantsshould benotified via email upon receiptliieCi t y Manager 6 s Of

EEOC guidelines recommend t he niSuchmeatOne) of Em
be completed and forwarded within two working days of the initial complaint to the Human
Resources Director and Whea posslblethe @wvestigatiomaitha g e r 0
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findings and recommendations should be completed within tenivgodays and forwarded

to the Human Resources Directorghde Ci t y Ma n a g @ity Manag€dr his c e . T
designeewill maintain a records system of cityide complaints teensure timeliness and

mitigate future like occurrences, which obviously wooéddealt with in a more severe manner

should future hostile work issues of a similar natureaeur.

Theme #: Training

Thirty-seven (37) employees interviewed were asked if they received a high degree of effective
training as it relates to diversity ahdstile work related issues. Of the thiggven employees

asked this question, sixteen stated that they did not receive adequate training related to diversity
and hostile work related issud® summarizeforty-three percent43%) respondedhey dd not

receive adequate trainimggardingthis topic. This is an unacceptable percentage of employees
not being trained adequately on such a sensitive issue.

Recommendation

WDMPD must adopt, communicate, and consistently enforce a written policy prohibifiogred

of harassmentiarassment is easily defined aany unwelcomeconduct basedon race, color,

religion, sex (including pregnancy related issues), national origin, age (over 40), disability

sexual orientationor genetic information.Har as s ment 1 s based on the
the intent of actions/words of other3he training should be outsourced (examfpbévil rights

attorney) who provides examples/scenarios of harassment in the workplace which contribute to a
hostile workenvironment.

WDMPD must c o mendoleriarcedt stanfte regarding harassm
be posted on bulletin boards, by thdecks, lunch rooms and other areas where staff members
regularly congregate. Managers must verbally commant e t he ANo Har ass me
periodic supervisor, employee and volunteer meetiiipe. focusof the policy should stress

ever yone 6s far mosgngaging in prohibitet lyehavior and reportalignappropriate

behavior

WDMPD should conducan annual review dfaining andall City of West Des Moines policies
regarding hostile work environment, harassment and discriminatory practices (West Des Moines
Equal Opportunity Policy2-4-1, WDMPD Personnel Conduct Regulations 2.5.1, other
Departmentaimanuals and training bulletins).

Theme #5: Technology

WDMPD is technologically advanced in comparison to many police departmecasparable
size During this assessment, technology was not perceived as a prollemdividuals
interviewed. The WDMPD command staff is in the process of researching the use of body
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cameras. This process includes the cost (gkam/longterm), training and implementation of
policies related to the use of body cameras.

Consultants observed WDMPDacks highly trained personnel regarding Crime Scene
Investigation (CSI) /Forensics. Current DMPD calls upon sworn personnel to augment the
CSl/Forensics function. WDMPD relies on individuals who lack highly spedifegdingin the
constantly changipenvironmenbf the ForensiScience arena

During the period when KJW Diversified Services was conducting this assessment, two major
technological advancements were implememtedanuary 2017 at WDMPBan upgrade in the
Computer Assisted Dispatch (CAD)r{-Tech) System and Records Management Sy&RmsS).
Throughout the interview process, personnel were verbally and visibly upset due to the two major
changes taking place at the same time and the lack of training provided to adequately use the two
new sysems

Recommendation

At a minimum dl uniformed WDMPD police officers angbrgeants should be outfitted with body
cameras. This upgrade of implementing technology demonstrates a commitment of
professionalism to the citizens of West Des Moines. Canvaithmitigate inappropriate office

behavior and protect against any false accusations of misconduct and/or abuse of power.
Transparency i s importanti ntéto. gain trust and

WDMPD should place an emphasis on hiring-saorn highly traiedpersonnelin Crime Scene
Investigation to include processing, documenting and evidence custodianship of crime scene
evidence.

When technology systems are updatdDMPD should provide sufficient training and only
implement one system at a time. A time lapsgqul for adjustment of four to six months would
berecommended.
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. METHODOL OGY

KJW Diversified Services designed and conducted a climate assessment approach using a
combination ofin-depthdindividual interviews of seven different focus groups, data analysis and
site observations to develop a summary report to proviiglaelevel overview of key themes,
findings and recommendations for theMPD.

The assessment consisted of sixty interviewswith thefollowing seven focugroups

Plaintiffs (2)

WDMPD Command4)

WDMPD Employees (Sworn/Civilian(B7)
WDMPD Contract Employedg®)
WDMPD Recruitq6)

WDMPD Separated Employeés)
Chief/Sheriffs Executiveg5)

= =4 =4 -8 -8 _9_-°

Questionnaires were specifically developed to extract information from each of thefeayen

groups. Al individuals interviewed werassurednonymity to receive a candid assessment of the
department. Most individual interviews were approximately thmtgutesin length,however a

few interviews were more than two hours in duratitnh e WDMPD Chi ef 6s Of f i
sixteen employees to be interviewed by KJW Diversified Services. KJW Diversified Services
selected an additional twentiye (25) employeewnhich includednosttheminorities and females

employed at WDMPDKJW DiversifiedServices randomlgelected an additional twertyne (21)
individualsnot included inWDMPD Employees (Swor@ivilian) andWDMPD Commandocus

groups.

*Numbers utilized in all WDMPD Assessment chartsvere based on voluntary responseto
each specific subgroup questionnairenot all individuals responded to all questions

Consultants alseeviewed andonsidered

City of West Des Moines policies & procedufesm: https://powerdms.com/ui/login.aspx
WDM 2011 Employee Survey Results

WDM Geographical Data

EEOC guidelines(Title VII of the Civil Rights Act of 1964: 42 U.S.C. § 20Q0&ge
Discrimination in Employment Act (ADEA): 29 U.S.C. § 62Americans withDisabilities Act
(ADA): 42 U.S.C. § 1210IFamily and Medical Leave Act (FMLA): 29 U.S.C. § 260dwa Civil
Rights Act, Code of lowa Chapter 216
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IIl. DEPARTMENT DEMOGRAPHICS

The following data provides demographic information relédetthe WDMPD Total Workforce:

Figure 1-6
Comparison of Race and Hispanic Origin As
Percentage of Total Population 2010

White | Black |Hispanic| Asian | Other’
u.s 74 12.5 15.7 4.7 5.5
lowa 91.9 2.7 4.5 1.7 1.6
Dallas 92.3 1.2 6.1 2.2 29
Polk 85.6 5.7 7 3.5 2.7
Warren 97.5 0.6 1.8 0.5 0.4
West Des Moines 89.9 2.9 4.8 5.1 1

Source: U.S. Census
1. In combination with one or more other races listed. The numbers may add to more than
the total population because individuals may report more than one race.

Updated 12/31/14
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West Des Moines Police Department Employee Demographics 2017

Ethnicity Count
US-White 72
US-Not Specified 0
US-Black or African American 1
US-Hispanic or Latin 5
US-Two or More Races 1
Gender Count
Female 12
Male 67
Recommendation

Emphasis should be on Diversity when hiring lack of diversity is apparent.

The current WDMPD recruit class shows promisavith two of the six recruits being
Hispanic female

West Des Moines Police Department Climate Assessment 2017 KJW Diversified Service®agell



IV. ASSESSMENT FINDINGS and RECOMMENDATIONS

Communication

Throughout the interview process, personnel repeatedly reported that internal communication
within the Department was podntervieweeseported the former Chief created an environment
wherebyhis philosophy and ideas were going to be implemented "no matter what" and did not
want to hear other ideas or suggestiditee overall communication within the WDMPD
increased upon the departure of the for@ieief.

(Please see the following chart)

How would you rate overall staff communication?

18
18
16
14
12
10 8
8 I
6 4
2 - 0 0 0
’ B o 1
Very Poor Poor Average Good Very Good
® Present Administration ® Former Chief
Under the former chief, nineteen of tweltyn e i ndi vi dual s who respond

mor al eo rated WiyNEoD14)nandr padi(05). Thes ovevall morale within the
WDMPD increased upon the departure of the former chief.

(Please see the following chart)
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How would you rate overall staff morale?

18
16
14
5
3 2 2

e
N DO @

10
8
6
4
2
0
Very Poor Poor Average Good Very Good
m Present Administration ®m Former Chief
Recommendation

KJW Diversified Servicesonsultants areptimistic, as arananyWDMPD employeesthehiring
of a new Chief will mprovecommunication and morale throughout bepartment. The hiring of
a new Chief should begin immediately upon the completion of this assessment.

First and foremost, the City of West Des Moisesuldhire a Chief of Police who is well versed

in todayods | aw enforcement environment and wh
future Chief should believia the value obuilding community partnerships, problem solving, and
demonstrate a trust aagpreciation of those individuals who perform the day to day funatibns

WDMPD. She/heshould place high priority orthe value ofliversity when hiring new personnel

to reflect the community diVestDes MoinesU| t i mat el y, t he negpmdeChi ef
corpsd  wi t hi n WikDhe! Bppropriate leadership, WDMPD will continue the legacy of

being a paramount Law Enforcement Agency in the State of lowa.

Under Interim Chief Barrett, twenty seven of thirty-eightemployees (71%) stated they would
not leave WDMPD for a job with equal pay, benefits and working conditions.

(Please see the following chgrt
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If you had the opportunity to get another job with equal pay,
benefits and working conditions would you leave the WDMPD?

30
25
20
15

10

MAYBE

YES

How would you presently rate your job satisfaction?

18
16

16
14
14
12
10
1 1 1 1 1 2
| | | | [ .

Very Poor Poor  Average Good Very Good

o N B OO

Personnel/Staffing

WDMPD hasnot maintained police hiringaking into account the calls for police seryice
population growth and the geographical expansiote City of West Des Moines over the past
ten years.

FBI UCR Table 71 Staffing Levels Midwest Cities (1.5 per 1000)

West Des Moines Police Department Climate Assessment 2017 KJW Diversified Service®agel4



According to FBI UCR data (2014) the Midwest average for a police force over @ &fy000
to 99,000 residents, the ratio should be 1.5 officers per 1,000 residents.

With 66,000 residents, the police force should employ approximately 99 officers. This table
suggest approximately 99 officers.

(Please see the following chart)

Table 71

Full-time Law Enforcement Officers

by Region and Geographic Division by Population Group
Number and Rate per 1,000 [nhabitants, 2014

Group III
Total (403 cities,
(9,792 30,000to

cities; 99 999
population  population

Region/geographic division 183.432.062) 28.000451)
Number of officers 77418 9472

MIDWEST Average number of officers per 1,000 inhabitants 21 L3
Number of officers 51144 6,042

EAST NORTH CENTRAL Average number of officers per 1,000 mhabitants 21 15
Number of officers 26,274 3430

WEST NORTH CENTRAL Average mmber of officers per 1,000 inhabitants 19 14

The financial collapse of 2008 was detrimental tovwH2MPD due to the hiring freeze conducted

at that time. In the past five years, the department has lost 21 employees due to attrition, disabilities
and a civil lawsuit. The loss during the past threes/bas included the Chief of Police and three
Captains. The WDMPD command personnel and working officers are overwhelmed and
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understaffed. Currentlyhe one remainin@aptainat WDMPDis conducting the work cfeveral
Captainswhile supervisingoverlagping areas of command.

The City of West Des Moines is located primarily within Polk County. The City also includes
territory in Dallas, Warren and Madison counties. The WDMPD is split into four different districts
covering 52.3 square mile©ne Sergeant and five officers cover the ertitg. In comparison,

the City of Altoona has a shift of four officers that covers the size of one district in the City of
West Des MoinesThe City of West Des Moines has experiahsggnificant population gneth

since 2010.

(Please see the following chart)

West Des Moines residents as Figure 1-2

of 1/1/2017 totaled 66,177. County Population within the
City of West Des Moines

The following slides also 1995 to Present

detail why this number alone
should not be considered
when determining staffing
levels for the police
department.

Information from City of West
Des Moines Fact Book

Souwrce LS Census

Dens Moines Area Metropolitan S " E " —

Flanning Organitzation Estimates 2015 1 64'128 46'345 17|676 0 107

srduly 14, 1998 Special Censun

anuary of that year 2016 | 64,849 | 46423 | 18280 | 0 | 146

2016 66177 | 46508 | 19481 0 188

*Yeor to date ans of January 1, 2017
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A city which has experiencaignificantgrowth may not successfully identify and fulfill the needs
of data provided by UCR and IACP standards.

WDMPD Calls for Service Summary (CFS)

(Please see tHellowing chart)

WDM Police Department Five Year

Historical Calls for Service Summary

2015 2016
58,901 61,031 101,288 101,375

Calls For Service

2042 101,288

2013
2014 88156
2015 101288
2016 101375

*I'n 2014 a fAtime accountabilityd standard was

in officer activity.

(Please see the following chart)
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WDM Police Department 2016 Annual
Calls for Service Summary 101,375 Calls
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Annual Calls for Service (CFS) by Hour of Day
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The Pull Factor

A citybds pull factor r at dreacaptsre ngeasure hylitsardésidetit by ¢
popul ation. A pull factor ratio equal to 1.0
the retail demands ofresidet s. Thi s i s e qui saledlevelwhere the citylise o6 br

experiencing nefiter a surplus nor leakage of sales. A pull factor ratio greater than 1.0 suggests
that the cityds merchants are attracting shop
retail customer base is 25 percent larger than its population would hawd &actor of 1.25. A

pull factor ratio |l ess than 1.0 indicates that
of its own residents . owd Sate University Departmeif Economics).

ThefPull FactoC o mpar i son Chart wi t hstheWestDesOMoinasggal s h o wr
Year 2015 Retail Trade Analysis Report published by the lowa State University Department of
Economics. Essentially the pages indicate the population almost doubles due talthenteta

attraction; thepul f actor in 2015 was 1. %#il castomes baget ed d
from outside the city is 93% larger thtnh e Ci ty of WemlktionDJsisg thBloi ne s (
estimated 66,000/DM residents in 2016 thisanslate$o a population size of 127,380 including

the retail consumers.
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Pull Factor Comparison With Peer Group

2.25

® [ ]

2.00 - PY ° o L o ® Py
o

175 -

1.50

1.25 -

[T LRy L=t T L0 T

0.75
0.50
0.25
0.00 -
FYO6 FYO7 FY08 FY09 FY10 FY11 FY12 FY13 FY14 FY15
Peer Median 1.44 1.51 1.41 1.36 1.46 1.41 1.48 1.50 1.52 151
® West Des Moines 1.88 1.97 1.93 2.15 2.08 2.08 2.16 2.04 1.95 1.93
Estimated Trade Area Capture
(annualized number of shoppers)
160,000 -
]
120,000 - _— gy, - =
] ]
|
80,000
40,000
0 .
FYO&6 FYO7 FYO8 FYD9 FY10 FY11 FY12 FY13 FY14 FY15
=  Shoppers
(estimate) 97,660 104,729 104,545 | 115,120 | 117,625 119964 127,388 122962 121,556 122474

Population 51,997 53,171 54,308 55,365 56,449 57,702 58,855 60,293 62,288 63,509

(Please see the following chart)
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City of West Des Moines Commuting Habits

West Des Moines residents from previous
slide totaled 66,177.
Worker Inflows and Outflows, 2013

I Living elsewhere, employed in West Des Moines
Considering traffic enforcement alone the E‘nilployed snd Sving inA WV e o ez
totals can be combined. 66,177 residents B Living in West Des Moines, employed elsewhere
plus 48,621 entering while 21,613 are

simultaneously exiting suggests as many as

Recall the Calls for Service and Accidents
from previous slides which indicated the
highest concentration for both was Monday
through Friday and 7 A.M. to 6 P.M.

66,177 residents, 9,442 of whom stay within
WDM for employment. We then add 48,621
commuters coming in; the total is 114,798.
21,613 of them leave the city for
employment leaving 93,185 “residents” the
department is responsible for during
traditional business hours.

136,411 citizens on the roads of West Des
Moines during traditional business hours.

Staffing/Personnel

In 2014, the Uniform Crime Report (UCR) conducted a comparison of full time law enforcement
employees with cities that have similar populatiomsccording to FBI UCR data (2014) the
Midwest average for a police force over a city of 50,000 to 99,000 resjdle ratio should be

1.8 employees per 1,000 residents.

With 66,000 residents, the police force including civilians should be approximately 119 members.
This tablesuggestsapproximately 99 officers and 20 civilian staff membérkis figure is
repregnted as the difference in 1.8 per thousand and 1.5 per thousand.

(Please see the following chart)
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Table 70

Full-time Law Enforcement Employfees]
by Region and Geographic Division by Population Group
Number and Rate per 1,000 [nhabitants, 2014

Group 1T
Total (405 cities,
(9,792 50,000 to

cities; 49 090
population  population

Region/geographic division 183.432,062) 28.000451)
Number of employees 03.026 11,698

MIDWEST Average number of emplovees per 1,000 inhabitants 23 18
Number of employees 60,083 7418

EASTNORTH CENTRAL Average mmber of emplovees per 1,000 mhabitants 16 19
Number of employees 32943 4280

WEST NORTH CENTRAL Average mmber of employees per 1,000 inhabitants 24 1.7

This comparison does nobnsiderduring the working hours of &, Monday through Friday,

the City of West Des Moines increases to a populatfdr27,380 In the UCR study of 2014, the
City of Dubuque had a population of 58,421 with 102 officers, the City of Council Bluffs had a
population of 61,864 with 112 officerand theCity of Waterloo had a population of 68,358 with
122 officers. The City oWWest Des Moines had a population of 62,359 with 63 officers.

(Please see the following chart)

FBI UCR Table 78; Full-time Law Enforcement Employees by City.
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The Bureau of Justice Statistics (BJ®)thin the Office of Justice Bgrams (OJP), within the
United States Department of Justice (DOJ) publishes Local Police Departments report every three
to four years. This report contains excellent and highly reliable data on state and local police
personnel throughout the U.S.
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