
    
 

Memo 
 

To: Clay Pearson, City Manager 
 
From: J.L. Spires, Chief of Police 
 
CC:   
 
Date: November 6, 2017 

  
Re:  Police Department update to the Berkshire Advisors’ Report     

 
In August of 2016 Berkshire Advisors completed and presented a staffing and utilization study for the 
Pearland Police Department.  The study provided recommendations for an innovative and sustainable 
method of determining current and future staffing needs.  Chief Doyle assembled an implementation team 
to study the recommendations and determine the most effective and responsive measures to be 
undertaken by the department.   
 
In 2016, the original implementation team reviewed the documents provided by Berkshire Advisors and 
determined that some recommendations made good sense while others raised more questions than 
answers.  The implementation team members drilled down into each recommendation as it applied to 
their area of responsibility for additional facts, issues, and other information that should be considered by 
the team.  The results of this in depth review validated Berkshires’ findings in some instances, negated 
them in others and in some caused us to take much greater and wide ranging actions than were 
recommended in the report. 
 
Following the retirement of Chief Doyle, I included new command staff members, Captain J.K. Nichols, 
and Captain P.D. Savage, as part of the implementation team. In September of this year, I asked this 
group to review the recommendations from 2016 to determine which changes were implemented, to 
determine any future actions that may need to be taken, and to determine any recommendations that 
should be abandoned.  Each area of concern has been addressed within the attachments previously 
submitted. 
 
Some of the highlights of the implementation, to date, include: 
 Development of the Organizational Structure of the department through the appointment of a 

second Assistant Chief and reclassification of a Lieutenant to Captain.  
(Attachment B) 

 The development of a succession plan outlining specific goals for Command and Supervisory 
personnel.  These goals will develop the leadership of the department well into the future. 
(Attachment D) 

 Reduction of response times through re-districting and review of priority codes for all calls-for-
service. 

 The expansion of the Crime Analysis program with the addition of a second civilian Crime Analyst 
has provided a more comprehensive and responsive unit.  (Attachment CC) 



 

 The civilian Business Manager position has provided considerable specialization for finance and 
budgeting functions, allowing sworn Command Staff more time to focus on operational decisions. 
(Attachment CC) 

 The establishment of a civilian Crime Scene Technician will explore the benefits of a more 
economical and specialized unit for the investigations of crime scenes. (Attachment X) 

 The training of current K-9 teams for Patrol use is being completed to provide four canines trained 
in suspect apprehension as well as narcotics and explosive detection.  
(Attachment Q) 

 Increasing the civilian Support staff in the police department, adding two dispatchers, and a jailer 
to support police operations.  (Attachment CC) 

 Increasing Police positions by adding two Police Officer positions in 2018. (Attachment Z) 
 The formalization of a City Council Policy regarding Take-Home vehicles along with the purchase 

of vehicles allowing marked vehicles to be taken home by officers living within the City and ETJ. 
(Attachment V) 

 
Some of the areas which require additional or continued efforts include: 
 The continued development of a Strategic Plan to answer the challenges presented in a rapidly 

growing city. (Attachment A) 
 The continued focus on accountability and reducing the reporting errors in offense and crash 

reports.  While there has already been some success, we continue to identify areas for 
improvement. (Attachment C)  

 Develop the ALPR program by acquiring additional mobile or stationary units. The department 
supports widening this program when funding is available. (Attachment J) 

 Deploy additional AED’s if they are made available through grants or donation funding. 
(Attachment Y) 

 Annual renegotiation of the SRO contract to provide full reimbursements to the city. (Attachment 
W) 

 Modification of Professional Standards (Internal Affairs) practices for classified and civilian 
personnel. (Attachment U) 

 Longer term increasing of Support Staff through the addition of two more dispatchers, another 
jailer, a records clerk, and an animal control officer. (Attachment CC) 

 Increase the Police positions with the addition of at least three Police Officers in FY 2019. 
(Attachment Z) 

 Provide a formal structure and strategy for recognition or the accreditation of the police 
department.  (Attachment B) 

 
  
 
 
 
  



 

Table of Contents 
 
  
 
 
 

 
 

Recommendation Response 

IMPLEMENTATION  
• Adopt the study recommendations in principle • Accepted by Council 

August 29, 2016 

• Establish  implementation  task  force • Appointed Command 

Staff 

• Develop  plan for  adjusting  staffing  levels • Pending 

OVERVIEW  

• Develop strategic plan that defines strategic objectives and 

the approaches that will be used to achieve them 

• Attachment A 

• Modify  organizational   structure • Attachment B 

• Establish systems and processes to support increased 

accountability 

• Attachment C 

• Develop succession plan • Attachment D 

• Establish supervisory  mentoring program and strengthen 

FTO training 

• Attachment E 

• Focus recruiting efforts on increasing diversity, female 

officer, and non-English language proficiency 

• Attachment F 

• Establish additional recruiter positions. 

 

 

• Attachment G 

Recommendation Response 



 

• Collaborate with other jurisdictions to provide selected 

services 

• Attachment H 

• Integrate DDACTS with broader efforts to use information, 

intelligence, and data to support  proactive policing initiatives 

• Attachment I 

• Assess acquisition of automated license plate readers • Attachment J 

• Reinforce commitment to bias free policing • Attachment K 

IMPROVING OPERATIONAL EFFECTIVENESS AND EFFICIENCY 

• Strengthen relationships between criminal investigations 

and patrol 

• Attachment L 

• Modify promotional process 

• Modify promotional requirements 

• Attachment M 

• Strengthen patrol discipline • Attachment N 

• Emphasize selective traffic enforcement • Attachment O 

• Strengthen false alarm ordinance • Attachment P 

• Obtain patrol canines • Attachment Q 

• Establish expectations for rotation among units • Attachment R 

• Establish processes for tracking warrant services • Attachment S 

• Strengthen relations with civilian staff • Attachment T 

• Modify selected internal affairs practices • Attachment U 

• Modify take-home car practices • Attachment V 

• Renegotiate contract with Pearland Independent School 

District 

• Attachment W 

• Civilianize selected positions • Attachment X 

• Increase deployment of Automated External Defibrillators • Attachment Y 

  



 

Recommendation Response 

STAFFING 
• Increase patrol staffing • Attachment Z 

• Redeploy crime scene investigators and fraud investigator • Attachment AA 

• Increase animal control staffing • Attachment BB 

• Increase administrative support staffing • Attachment CC 

• Increase proactive staffing • Attachment DD 

• Provide staffing to account for vacancies • Attachment EE 

• Financial Impact • Attachment FF 

 
 
 
 
 
 
 
 
 
  



 

Attachment A - 
Develop a Strategic Plan That Defines Strategic 
Objectives and Methodology for Achievement  
 
 
 

Revised Date: November 1, 2017 
 
2017 Update 
 
The Strategic Planning Committee was unable to meet the self-imposed goal of completion by January, 
2017. Scheduling conflicts delayed the start of planning committee project meetings until January, 2017. 
While several project meetings were held between January 3, 2017 and March 23, 2017, due to 
department promotional testing the planning sessions stalled and have not resumed.  
 
Though stalled, the meetings were able to both clarify the objective of the strategic planning committee 
and identify the need to not just set an overall set of department goals but to set short- and long-term 
goals for each division within the department that would assist in achieving the overall department goals. 
 
At the start of the project, goal-based planning was identified as the preferred method of identifying both 
short-and long-term goals for each division within the department. As noted in the 2016 response, goals-
based planning identifies specific and attainable goals and timelines as well as strategies to achieve 
goals. The use of ‘stepping stone’ goals allows divisions to experience positive return for efforts and 
encourages adherence to objectives to achieve future success. 
 
Project meetings identified the need for each division within the department to have its own set of short-
and long-term goals that as achieved would further the attainment of the department’s overall strategic 
mission. These individual division goals and objectives were placed in a standardized format. Each 
division goals and objectives report will contain the following elements: 
 

• About 
o A brief description of the division and identification of service functions for both internal 

and external stakeholders; 
o Current division staffing; 
o Location of site and available workstations. 
o Statistical data for previous year. 

• Immediate Needs 
o Immediate needs including personnel, equipment, and facility for more efficient operation. 

• Goals 
o Three-Year Goals – Personnel, equipment and facility needs to be attained three years 

from goal publication. 
o Five-Year Goals -  Personnel, equipment and facility needs to be attained five years 

from goal publication. 



 

Each division’s short- and long-term goals would be created to further the department’s overall stated 
mission of providing professional service to the community and developing citizen partnerships to work 
together to enforce laws, reduce fear and positively impact the quality of life in Pearland. 
 
Strategic planning project meetings will resume in the Fall of 2017 with a revised target goal of project 
completion by January 2018. 
 
 
2016 Response 
 
 
The report recognizes that the department has not established a strategic direction that defines the kind 
of police department it will be once the recommended changes have been completed. It is recommended 
that the department develop a formal strategic plan that defines its strategic objectives and the 
approaches it will use to achieve them.  A strategic plan could also reaffirm the department’s commitment 
to providing high quality service to the citizens requesting assistance.  By creating a strategic plan the 
department could communicate to both internal and external stakeholders the type of agency the 
Pearland Police Department aspires to become. 
 
Strategic Planning 
 
The purpose of a strategic plan will be to anticipate where the department will be in the future and ensure 
that resources and personnel to achieve goals and objectives are allocated in advance of need. A 
strategic plan is a document drafted by department leaders that identifies the long-term goals and 
direction of an organization. The department recommends creation of a goals-based strategic plan 
 
Goals-Based Planning 
 
In this type of plan, the department will first need to craft new mission, vision and values statements to 
establish the department’s purpose. Next, the strategic planning committee will take those statements 
and use them to identify specific and attainable goals and timelines as well as strategies to achieve those 
goals. Short-term tactical plans would likely be used as stepping stones in the achievement of long-term 
goals identified by the strategic planning committee. 
 
Strategic Planning Committee 
 
The strategic planning committee will be composed of appointed department employees representing a 
cross-section of sworn and non-sworn personnel. The members will include: 
 

• Lt. O. Lopez, Chairman 
• Administration: Assistant Chief J. Spires 
• CID: Det. J. Albin, Det. C. Turner 
• Patrol: Ofc. T. DuRant, Ofc. M. Gonzalez 
• Traffic: Ofc. N. Palomo 
• Civilian: E. Appman, Jailer; A. Lopez, Dispatcher 
• Added: Civilian T. Coleman, Animal Control Officer 



 

The strategic planning committee will begin meeting in late September and it is anticipated that draft work 
will be completed by January, 2016. The final recommendations/work product will be presented to the 
Chief of Police for his support and imprimatur.  
 
 
 
 
 
 
 
  



 

Attachment B - 
Organizational Structure  
 
 
 
 

Revised Date: November 1, 2017 
 
2017 Update 
 
In April 2017, the appointment of J.L. Spires as Police Chief was confirmed by City Council.  Chief Spires 
recommended the funding of the second position for Assistant Chief of Police.  Additionally, City Council 
approved the re-classification of a Lieutenant to the rank of Captain.  This provided the department with 
the Command Structure originally proposed by the police department.   
 
The department has not supported the civilianization of the Support Services Captain, leaving this 
classified position to represent our civilian personnel. 
 
The built out Command Structure currently appears as follows: 
 
 

 
 
 
The goal of a staff position to order “Change Management” remains in order as the goals of accreditation 
and improved community outreach are developed. 
 
Further adjustments will arise as the workflow adapts to the new structure. 
 
2016 Response 
 

J.L. Spires 
Chief of Police 

R.J. Fraser 
Assistant Chief 

Support 

C.A. Randall 
Asst. Chief 
Operations 

O. Lopez 
Captain 

Admin. Services 

P.D. Savage 
Captain 
Patrol 

T.R. Moncrief 
Captain 

C.I.D. 

J.K. Nichols 
Captain 

Support Services 



 

This attachment is prefaced by the department’s position that, following the upcoming retirement of Chief 
Doyle, the next chief will have recommendations on how his/her command structure is set. The 
department recommends deferring any implementation of restructuring until that appointment is made.  
The current structure has been in place since 1999 and has proven to have been successful for our 
department. 
 
The Berkshire Advisors’ report recommended a change to our organizational structure.  The report 
questions the “one-over-one” reporting structure between the Chief and the Assistant Chief. (Berkshire, 
III-4)    The department agrees that this structure has shortcomings.  Texas Local Government Code 
Chapter 143, limits the number of positions appointed by the Chief to two Assistant Chief’s without going 
through the promotional process.  In 1998 there were two Assistant Chief’s, one over operations and one 
over support services.  When Chief Doyle promoted in 1999 the other position was never filled.  The 
department has made supplemental budget requests to establish this position regularly since 2001. 
 
The report emphasizes the importance of senior management selection by the Chief. It was their opinion 
the police chief should be able to pick his top three advisors and/or command staff.   In an effort to 
accomplish this goal, Berkshire recommends civilianizing the Support Services Commander position and 
retaining one Captain as an advisor.  The Captain position would be retained in order to allow the 
appointment of Assistant Chiefs under Civil Service.  It should be considered that these changes run 
counter to the purpose of Civil Service. (See Attachment X) 
 
The Patrol and Criminal Investigations Divisions are currently commanded by Captains.  The proposed 
structure does not consider the work load of these positions, nor does it consider the coordinating 
functions of the current Assistant Chief, who appropriately organizes the efforts of the two divisions.  We 
feel this plan is circumventing the spirit of civil service.  The officers holding Captains positions have to 
test to promote.  Testing serves to take politics and bias out of promotions. (See Appendix M) This would 
be eliminating two Captain position’s for the mere purpose of having that person serve at the pleasure of 
the Chief.  Berkshire identifies a concern of a “weak manager” being promoted; however, there is a 
mechanism by which the Chief can address this concern. 
 
The department does concur with the direct reporting recommendation of Internal Affairs to the Chief of 
Police.  The professional development functions of recruiting, hiring, and training currently have direct 
involvement of the Chief of Police through review boards and the Training Advisory Board. 
 
The Berkshire Advisors’ report outlines the supporting structure for “Change Management”.  Responsible 
directly to the Chief, the Captain only has three staff, two officers and a civilian crime analyst.  The Captain 
would serve as PIO.  The purpose of this structure serves to center intelligence and community outreach 
functions around the office of the Chief of Police.  This would help “ensure community outreach functions 
are included as a key component in crime reduction efforts.” (Berkshire, III-5)  The police department 
recommends placing the community outreach and crime analysis functions in closer proximity to field 
operations where the information is readily acted upon by officers and detectives.  The department does 
support an additional crime analyst position, as requested in the FY2016 budget, which could serve to 
more directly provide administrative information to the Chief. 
 
We also stated concerns about a civilian supervising support services in Attachment X.  The report stated 
emphasized a concern with the relationship between our civilians and our officers.  We feel the best way 
to bridge that gap is to have an advocate, a Captain, which would carry more weight with classified 
command personnel.  A meeting with most telecommunication operators supported this argument.  They 
unanimously agreed a Captain or Assistant Chief would serve them better than a civilian commander.   
 
As stated earlier, a command structure should be recommended by the incoming Chief of Police.    



 

Attachment C - 
Increased Accountability  
 
 
 
 

 
Revised Date: November 1, 2017 
 
2017 Update 
 
The committee regarding these errors reconvened in August 2016.  It was determined that the number 
of errors has decreased, while the types of errors are consistent.  Captain Nichols was charged with 
addressing these issues and has already scheduled a follow up meeting for January to determine 
progress. 
 
2016 Response 
  
The Berkshire Advisors’ report recommends strengthening Police Department accountability with an 
approach generally consistent with the program developed in 2012 designed to monitor and hold Patrol 
officers accountable for their time. (Berkshire III-7)  Any program implemented would need to establish 
an accountability structure for management first, then supervisors, and then line personnel. Statistical 
accountability for Patrol is addressed in Attachment N.  
 
The Berkshire Advisors’ report stated “the Pearland Police Department suffers from inconsistency 
throughout its operations.” (Berkshire, p. III-6)  The report references report quality as an indicator of this 
inconsistency, and references an “estimate” of as many as 75 percent of the reports reviewed by the 
Records Division have errors.  The Berkshire report suggests “offense report errors reflect poorly upon 
police officers as well as the supervisors that approve them.”  The report is not specific as to the type of 
errors and did not outline the data supporting this contention. 
 
In order to address the inconsistencies in the reporting structure, a committee was formed consisting of 
the Patrol Commander, the Criminal Investigations Commander, the Support Services Commander, a 
Crime Analyst and the Lead Records Clerk. 
 
The initial committee meeting identified a number of “errors” which Records clerks were correcting.  
These errors were related to NIBRS (National Incident Based Reporting System) reporting compliance 
issues not previously identified as reporting errors by the IBR audit performed by the Mobile Field 
Reporting system. 
 
The meeting identified a number of training issues for officers and supervisors to address the following 
issues: 
 

1.  The coding of “Drug Paraphernalia” as property.   
 

2.  The completion of all “Case Status” and “Disposition” fields.    
 



 

3.  Completion of the “Relationship to Offender” for Assault cases as well as the identification of 
a weapon used for the assault.  

 
4.  The classification of property as “Merchandise” for Theft – Shoplifting cases.   

 
5.  Verifying stolen property entered into NCIC/TCIC is entered by serial number as opposed to   
being entered by SKU #s.     

 
6.  Associating property to the respective owner in cases with multiple victims.   

 
7.  Entering vehicles in the “Vehicle” screen rather than in the “Property” screen.  Completing the 
“Towed” screen when a vehicle is towed.   

 
8.  Patrol Officers should never pick the Status of Direct File to Grand Jury.  Any case where an 
officer is told to Direct File should include those details in the offense report and have the report 
forwarded to CID for review/investigation 
 

The Records Division was provided with a procedure by which they should notify officers and supervisors 
of errors in reports as well as a procedure for following up on corrections.   
 
This committee will meet quarterly to evaluate the progress in correcting these errors at the officer level 
and to identify additional errors to be corrected. 
 
In order to address accountability in other areas, each area of responsibility will need to clarify 
expectations for each position, develop a system to monitor performance against expectations, regularly 
review results, establish a consistent and appropriate system of sanctions and rewards, and 
communicate the result through the department.  While the Tenzinga evaluation system addresses many 
of these points, each area should revisit the expectations to validate performance criteria. 
  
 
 
 
 
 
 
 
 
 
 
 
  



 

 

Attachment D - 
Succession Planning  
 
  
 

 

 
Revised Date: November 1, 2017 

2017 Update 

With the appointment of Chief Spires, specific leadership development goals have been established for 
Command Staff members with the intent of expanding their leadership and management abilities in 
serving the City. 

Assistant Chiefs 

Assistant Chiefs of Police will have attended the Law Enforcement Management Institute of Texas 
(LEMIT), completing the Leadership Command College, including Module IV.  They will also attend the 
Command Staff Leadership Series at LEMIT.  The Incident Command Simulation training will be 
evaluated for value at this level. In addition, they will have completed the LEAD (Leading, Educating, and 
Developing) program at the Senior Executive Institute at the University of Virginia.  The Assistant Chiefs 
will attend the Texas Police Chiefs’ Association (TPCA) “Developing Leaders for Texas Law 
Enforcement” training class.  Assistant Chiefs will also attend a Civil Service Conference through TPCA 
or SGR on a regular basis. Additional training, expanding their knowledge of their specific bureau, may 
be sought by Assistant Chiefs. 

Assistant Chiefs of Police will be members of the International Association of Chiefs of Police, (IACP); 
the International City/County Management Association, (ICMA); the Police Executive Research Forum, 
(PERF); the Southeast Texas Chiefs of Police Association; and the Texas Police Chiefs’ Association, 
(TPCA).  The Assistant Chiefs will attend the IACP Conference on a biannual basis. 

It is recommended that Assistant Chiefs of Police possess or pursue a graduate degree with an 
application to law enforcement or public administration. 

There is an emphasis at this level on inter-divisional, inter-departmental, inter-agency, and inter-
organizational operations.   

Captains 

Captains will be scheduled to attend the Law Enforcement Management Institute of Texas (LEMIT), 
completing the Leadership Command College.   The Incident Command Simulation training will be 
evaluated for value at this level. In addition, they will be scheduled to attend the LEAD (Leading, 
Educating, and Developing) program at the Senior Executive Institute at the University of Virginia.  
Captains will also attend a Civil Service Conference through TPCA or SGR on a regular basis.  Additional 
training, expanding their knowledge of their specific division, may be sought by Captains. 

Captains will be members of the International Association of Chiefs of Police, (IACP); the International 
City/County Management Association, (ICMA); and, if possible, the Police executive Research Forum, 
(PERF), and the Southeast Texas Chiefs of Police Association.  The Captains will attend the IACP 
Conference once every four years. 



 

It is suggested that Captains possess or pursue a baccalaureate degree, preferably with an application 
to law enforcement or public administration 

There is an emphasis at this level on inter-divisional, inter-departmental, inter-agency operations. 

Lieutenants and Managers 

Police Lieutenants should apply (Civilian Managers may apply) to the Law Enforcement Management 
Institute of Texas (LEMIT) to complete the Leadership Command College. Lieutenants and Civilian 
Managers may be selected to attend the LEAD (Leading, Educating, and Developing) program at the 
Senior Executive Institute at the University of Virginia.  Additional training, expanding their knowledge of 
their specific division, may be sought by Lieutenants and Civilian Managers. 

Development through assignments: 

The following is a list of programs and projects and the supervisor responsible for each.  It should be 
noted these responsibilities are rotated every few years for two reasons.  First it provides professional 
development and second that particular area of responsibility gets a fresh look from a different 
prospective and could, and usually does, improve the program.   

*Lt. Cowan - Special Events Liaison with Parks & Rec, SNAP 

*Lt. Vance - Racial Profiling Reports, Legislative Updates 

*Lt. Dunham - Honor Guard Commander,  

*Lt. Dacy - FTO Program 

Sgt. Kennimer - Field Training Supervisor for the Squad 

Sgt. Hunt - Field Training Supervisor for the Squad 

Sgt. Eschete - Primary Bike Patrol Supervisor 

Sgt. Rusk - Chaplain Program Liaison, CISM Coordinator & Mental Health Peace Officer Instructor 

Sgt. Pratt - State Mandated Gang Reporting 

*Sgt. Myers - Supervision of Criminal Investigations 

*Sgt. Jernigan – Supervision of Criminal Investigations, SWAT 

*Sgt. Patterson – DDACTS, K-9  

*Sgt. Carroll - Traffic Committee, Traffic Complaints, Wreckers 

*Sgt. Ybarra – Field Training Supervisor for the Squad 

*Sgt. Thomas – Community Outreach, Quartermaster Equipment and Logistics 

*Sgt. Matherne – Case Law Review – Search and Seizure 



 

*Sgt. Gray – Case Law Review – Use of Force 

*Sgt. Harvey - Mandated Supervisory training, Leadership in Challenging Times Training, Arrest Search 
and Seizure training. 

*Sgt. Vlasek – Mandated Supervisory training, Leadership in Challenging Times Training, Arrest Search 
and Seizure training. 

* Indicates a new promotion or a change in areas of responsibility. 

2016 Response 

The Berkshire report identified the need to develop a succession plan.  This appendix will provide an 
outline of the steps to implement a plan, keys to developing leaders, and some of the processes already 
in motion here at the Pearland Police Department. 

1. Goal Setting — Every future police leader should be given annual goals aimed at helping them 
learn and develop leadership skills. Whether these goals are assigned as part of the annual 
performance review process or some other skills development plan, the establishment and 
attainment of goals provides developmental targets that help build leadership skills.   

Goal setting can involve everything from specialized training to academic instruction to 
individualized research on specific leadership qualities. Goal setting, when used in this manner, 
will help to build leadership skills incrementally and provide for progressive development of 
leadership knowledge.    

2. Modeling — Modeling, like mentoring, illustrates a desired set of behaviors with the goal of 
having those behaviors replicated. Modeling differs from mentoring, however, in that mentoring is 
often a one-to-one exchange while modeling allows opportunities for potential leaders to see 
positive examples of the leadership exchange in a variety of situations with other members of the 
organization.  

When future leaders see the positive outcomes of modeled leadership behaviors, it helps them see 
the practical applications of the leadership skills that they began to learn and develop during goal-
setting.   

3. Followership — Followership builds on the concepts of modeling and can be used in much the 
same manner. Every effective leader understands that their daily responsibilities include both 
leadership and followership roles.  

A leader who doesn’t understand the value of effective followership will eventually undermine their 
own potential and effectiveness. Study any number of biographies of great leaders and you will 
see a commonality among them: Exemplary leaders do not come from weak or passive followers. 
Practicing effective followership is critical to the development of effective leadership skills, and also 
serves to bolster the understanding that each of these roles play in the leadership exchange.  

4. Individualized Vision — One of the biggest impediments to the development of future leaders 
is that they don’t yet see themselves in a leadership role. As a result, they miss opportunities to 
practice and replicate effective leadership skills. One piece of advice that I often give to young 
officers looking to advance their careers is, “If you want to be a sergeant, act like a sergeant.”  



 

This advice boils down to these simple points: There is no reason to wait until you are in a 
leadership role to practice your leadership skills. Develop that internal vision of yourself as a leader 
now.  (PoliceOne.com Sept 4, 2014) 

Developing an individualized leadership vision results in two significant benefits for the future 
leader: 

•    First, it allows those potential leaders to begin to formulate the confidence that is needed 
to be effective in a leadership role. 

•    Secondly, by actively engaging in leadership behaviors it allows others in the organization 
to begin to recognize and acknowledge them as informal leaders. Thus, when the formal 
leadership role is a finally attained, others have already developed a positive view of their 
leadership skills and are more likely to affirmatively respond to their leadership efforts.  

Any succession plans needs to consider the agency's personality, culture, history, politics, union issues, 
resources, budget, and community concerns. Succession planning is a long-term investment in the 
agency's future, not a short-term fix. Systemic and inherent problems aside, departments must be willing 
to try, to change, to imagine the benefits of developing internal candidates for their leadership positions. 
Working collaboratively with the human resources department, union leaders, city and county officials, 
and members of the community, a department will soon recognize that there is a high degree of success 
in such a proposal. Succession planning does not require extensive funding, equipment, staffing, or 
resources. It does require a change of thinking. To paraphrase a mantra from community-oriented 
policing and problem-solving policing, it requires a philosophical and attitudinal paradigm shift in 
organizational thinking.  

Any succession planning program should stress the skills required of the leadership position, the 
challenges the leader faces, and the transferable skills that any candidate for the position is already using 
in the candidate's present assignment. The department's role is to offer candidates the opportunities, the 
choices, and the challenges to succeed. In the end, it is all about skills, personality, and relationships.  

The department could provide skill development opportunities to potential candidates by having them 
carry out a few tasks:  

• Plan an event 
• Write a training bulletin 
• Review and make recommendations to improve or update department policies or procedures 
• Conduct training 
• Conduct research 
• Write a proposal 
• Write a newsletter article 
• Write a grant 
• Manage a committee, write a report on the committee's actions and recommendations, evaluate 

the committee's success, and make a presentation on the committee's findings 
• Assess equipment and supplies, research replacement costs and options, and recommend 

replacing or updating them 
• Counsel peers 
• Become mentor to younger officers 
• Become a mentor to high school and college students 
• Make a presentation to a local community group 



 

• Conduct a program evaluation with recommendations 
• Recommend a peer or other for a commendation 
• Write contingency plans 
• Write after-action plans 
• Work on unit effectiveness report, to include use of statistical analysis 
• Review the department's and the jurisdiction's master plans 
• Review staffing and budget requirements for the current and upcoming fiscal year 
• Determine how staffing and budget will affect the role of sergeants and lieutenants 

These and many other activities are functions required of managers in any police department. By 
involving the younger officers now, veteran managers can teach the necessary administrative and 
management skills beyond police work. 

Transferable Skills 

As a field training officer, tactical officer, K-9 officer, traffic investigator, or criminal investigator, many of 
the same skills one uses every day are directly connected to the new role of a sergeant. Some agencies 
use rotational experiences or at least a brief assignment with a variety of unit supervisors so they can 
see what's expected of them in the future.  

Take the initiative and use transferable skills part of succession planning. Highlight these transferable 
skills and use them to build confidence and competence. Review the job descriptions with officers and 
help the officers to develop those skills where they have not had much experience.  

The use of performance appraisals or evaluations, when done properly, is actually one of the best tools 
for succession planning. Give employee benchmarks and attainable goals to achieve to encourage 
growth and development.  

The Officer's Responsibilities 

The focus of this article has been on what the department can provide in succession planning but it does 
not overlook the responsibility of the individual to prepare themselves for future leadership role. Individual 
preparation for leadership requires the following:  

• Undertaking a formal academic course of study 
• Taking a team leadership role in departmental activities 
• Participating and leading in civic opportunities, such as parent-teacher associations and civic 

clubs 
• Networking with peers 
• Engaging in intellectual discussion groups 
• Attending voluntary conferences and training sessions 
• Reading the professional literature 
• Studying national and local reports and analyzing the report results 
• Using the Web as a resource 
• Serving as a guest lecturer in college class or accepting other speaking engagements 
• Engaging in research and reporting the findings 

In addition to developing these skills and knowledge, it is also important to document the major 
accomplishments. Any serious future leader would develop and maintain a detailed curriculum vitae.  
(The Police Chief Sept. 2016) 



 

  

The following is a list of programs and projects and the supervisor responsible for each.  It should be 
noted these responsibilities are rotated every few years for two reasons.  First it provides professional 
development and second that particular area of responsibility gets a fresh look from a different 
prospective and could, and usually does, improve the program.   

 

Lt. Caballero - FTO Program 

Lt. Cowan - Special Events Liaison with Parks & Rec 

Lt. Nichols - ALERTT, CRASE & SWAT 

Lt. Vance - Racial Profiling Reports 

Lt. Savage - Traffic Committee Member, SWAT, DDACTS duties 

Sgt. Thomas - Vehicles & Equipment 

Sgt. Castillo -  Legacy Album program   

Sgt. Kennimer - Field Training Supervisor for the Squad 

Sgt. Hunt - Field Training Supervisor for the Squad 

Sgt. Eschete - Primary Bike Patrol Supervisor 

Sgt. Rusk - Chaplain Program Liaison, CISM Coordinator & Mental Health Peace Officer Instructor 

Sgt. Pratt - State Mandated Gang Reporting 

Sgt. Myers - N/A at this time, newly promoted 

Sgt. Jernigan - Field Training Supervisor for the Squad 

Patterson - Field Training Supervisor for the Squad 

Sgt. Dunham - Traffic Committee, Traffic Complaints, Wreckers, Honor Guard Commander, Secondary 
Bike Patrol Supervisor 

Sgt. Dacy - K9 program, DDACTS, Municipal Court Liaison 

Many are also instructors of other classes and of course have their normal supervisory duties and special 
projects as assigned, these are all on-going projects they oversee.  In addition we have quarterly 
supervisor meetings in which someone, usually a couple of supervisors, are tasked with providing some 
training.   



 

The Sergeant position is the hardest transition.  As such, we are developing a program to train them on 
documentation in evaluations, many city forms and policies, processes and responsibilities.  This could 
take place in a training center for a specified amount of time, rather than on the job training as has been 
done in the past.   

The Captains are rotated every few years to give them experience in CID, Patrol, and Support Services.  
This gives them an opportunity to have experience leading each division, development of a departmental 
budget and working on the civilian side of the department.  They are also mandated to attend LEMIT, the 
premier leadership development for law enforcement in Texas.  All the Captains are members of the 
IACP (International Association of Chiefs of Police) The three Captains and Asst. Chief rotate, 2 per year, 
attending their annual conference. 

The City also has an educational assistance program which is available to help anyone in their 
development.   

In order to expand on what we are already doing I can foresee our plan developing guidelines and 
timelines for pre-established goals for each rank.  Also, some procedures for line officers to prepare for 
their next step in their career, whether it be though promotion or transfer to another division.    

 
 
 
 
 
 
 
 
 
 
  



 

 Attachment E - 
Establish Supervisory Mentoring and 
Strengthen FTO Program  
 
 
 

Revised Date: November 1, 2017 
 
2017 Update 
 
Supervisory Mentoring 
 
The department has continued to provide the same level of training to new supervisors as described in 
the original response.  Newly promoted supervisors have been spread throughout patrol division to 
ensure they are paired with more experienced supervisors.  New supervisors meet with command staff 
to receive information on expectations and new supervisors are now provided with electronic 
documentation on forms, processes, and procedures for their job.  The department has not yet created 
a formalized supervisory mentoring program, but agrees this should be done.  The department has just 
assigned a lieutenant to research this topic and provide recommendations. 
 
Field Training Program 
 
While the department has added several FTO personnel, it has also lost personnel to this task.  The 
patrol division has about 10% fewer personnel this same time period, as it did last year.  This is due to 
personnel out on military leave, retirements, indefinite suspensions, and officers leaving for private sector 
jobs or moves out of the state of Texas.  Regardless, the department believes that currently there are 
enough field training staff to handle the number of student officers on the program.   
 
With the promotion of Chief Spires, a stated departmental goal is to update policies.  One of those policies 
is the field training policy.  The assignment to update this is being assigned to one of the day shift 
lieutenants.  The department is also performing a survey of officers who have recently completed their 
probationary period in order to gauge the effectiveness of the program. 
 
 
The PD continues to believe that replacement field training staff is a non-issue.   
 
 
2016 Response 
 
This recommendation has two parts, first establishing a supervisory mentoring program for new 
supervisors and second, strengthening the field training program.  Both of these are issues that the 
department has been aware and working on, before the study.  The number of personnel promoted varies 
year to year and often times it is years between promotions.  The field training program has reached a 
point it is almost an on-going program. 
 
Supervisory Mentoring 
 



 

All newly promoted sworn personnel are placed initially in the patrol division.  Within patrol division, these 
officers receive guidance from fellow supervisors and the squad commander.  These supervisors are 
sent to the TCOLE mandated #3737 class on “New Supervisor”, the PATC course on “Leadership for 
Challenging Times” and an intermediate course on Arrest, Search & Seizure.  While this process is not 
currently written down in any location, this has been the practice for the last four years.  In addition, the 
squad commanders or another Sergeant provide non-documented training on City of Pearland forms, 
uses, job descriptions and departmental processes for different incidents.  Much of the decision making 
is led by job knowledge and experience. 
 
The department concurs that a more formalized approach to supervisory mentoring is needed.  A 
departmental supervisor within patrol will be assigned to lead a project to create additional accountability.  
HR will be consulted for input on supervisory training and issues related to City of Pearland policies and 
procedures.  
 
Field Training Program 
 
The Berkshire report defines three places that they believe need to be addressed within the Field Training 
Program to improve the program.  The field training program is the hand’s on training program of new 
police officers and occurs within the patrol division.  Field training officers are picked through a process 
of recommendations by supervisors and requests by personnel wanting to perform the function.  Past 
efforts to provide an incentive pay as defined in Civil Service law 143 have failed and currently the 
department is only able to provide incentives in the form of recognition and better equipment when 
available.  Most field training officers do the job as a calling to make the department more successful and 
to impact the agency in a positive manner.  Being an FTO can be intrinsically rewarding, however it is 
also a lot of work, often leading to multiple 16 hour days during a week.  
 
The first Berkshire recommendation is to add additional field training officers.  This is a constant struggle, 
many of the same personnel who choose to go in to field training, also choose to broaden their careers 
with transfers to other divisions and attempts to promote.  In fact, most of the supervisors within the 
department were field training officers prior to promoting.  The problem has been compounded by the 
high number of personnel assigned to patrol with the least experience.  The department requires all FTOs 
to have at least completed their probationary period, but most have experience beyond that time frame 
and have had to show a positive attitude toward the organization, a willingness to be productive and a 
desire to teach.  Due to the number of new hires the department has been bringing on-board over the 
last 18 months, many FTOs find themselves having to train back-to-back.  In order to relieve this, the 
department has added additional FTOs in just the last 6 months.  Many will be training their first officers 
this fall.  In addition, officers who serve in specialized positions such as motors, K9 and CID are ready to 
fill gaps if needed, however when they are serving as FTOs, they are unable to address their normal 
assignments. 
 
The PD believes with the addition of the newest field training officers, we have enough to handle the 
current training cycles of new personnel. 
 
The second Berkshire recommendation is to ensure consistent training is given to trainees and to conduct 
surveys of trainees to assess the extent to which that training message is delivered.  Currently the PD 
has a policy on the FTO program, however all agree that this policy must be re-written to be up to date 
with the practices of the program.  This duty will be assigned to a patrol commander to provide a draft 
policy for review by command staff.  The department currently has meetings set up with probationary 
officers to gauge the work of FTOs.  A meeting early this summer identified that there is insufficient 
anonymity for the new hires to provide constructive feedback and that some of the current feedback the 
department receives is overly positive. 



 

 
The PD believes that this area could be strengthened with an updated policy and surveying of 
probationary officers and agrees with Berkshire’s assessment.   
 
The third Berkshire recommendation was to ensure that when an FTO is absent, that the replacement 
FTO is up to date on the trainee’s status and needs.  Currently, an assigned FTO is not permitted time 
off during the time period they are assigned a probationary officer.  The only time off that occurs does so 
during an exigent circumstance, such as the FTO calling in sick or going out on FMLA.  If the absence is 
prolonged, the probationary officer is reassigned and the new FTO is tasked with catching up on the 
training process.  The department also extends the training so as not to punish the probationary officer, 
understanding that some duplication that is not needed may occur.  However, if the FTO is out sick and 
for a short time period, the oncoming FTO has no reasonable means to catch up with the status of the 
probationary officer.  As an example, training documents over the 14 week program can require 
thousands of pages of material and documentation.  It is not reasonable for a temporary FTO to catch up 
sufficiently for a one or two day time period.  In these cases the probationary officer is not punished and 
the program is extended to ensure continuity of the training program to the new officer.   
 
The PD believes this is a non-issue, that probationary officers are not unduly punished when an FTO is 
unexpectedly absent and that procedures in place are sufficient to overcome the temporary absence of 
an FTO. 
 
   
 
     
 
 
 
 
 
 
 
 
 
  



 

Attachment F - 
Develop a Recruiting Plan  
 
 
 
 

Revised Date: November 1, 2017 
 
2017 Update 
 
The department’s recruiting for diversity efforts were explained in detail for the 2016 response to the 
Berkshire study. The original respond focused on two areas: Recruiting and Hiring Standards. 
 
Recruiting efforts for hiring cycles subsequent to those reported in the original study focused primarily in 
those areas that have shown the most success: Leveraging existing officers and staff to identify potential 
recruits; Developing a marketing/advertising plan via web-based platforms that highlight the department 
and city’s attributes most attractive to applicants with families; and, Recruiting at Texas basic peace 
officer academies. 
 
Historic pre-employment testing revealed that during each entry level testing process, the department 
loses between one-third and one-half of all applicants during the Physical Agility Test. Those 
encountering the most difficulty on the Physical Agility Test are females. For example, at the most recent 
testing, of the nine females that passed the written test only one was able to pass the Physical Agility 
Test (It should be noted that this lone female was not considered for employment as she failed to turn in 
her application). 
 
Pearland Police Department’s Standard Operating Procedure 100.01, Selection, governs the required 
hiring standards for police/cadet applicants. The procedure includes the pre-application Physical Agility 
Test standards as well as the criteria background investigators use to conduct their investigations. Under 
the Physical Agility Test standard for the obstacle course, applicants must run an 800 foot course that 
included a 5’3” running jump, scaling a 6’ wooden fence and passing over a 3’6” barricade. This evolution 
is intended to simulate a prolonged pursuit and the surmounting of obstacles typical of those found in the 
city. It is on the obstacle course that the department fails the most applicants, regardless of sex or race. 
 
In an effort to increase the passing rate, department recruiters hold two ‘Run With a Recruiter’ 
events in the weeks before pre-employment testing. These events allow prospective applicants to 
practice each evolution of the Physical Agility Test under the direct supervision of recruiters in a controlled 
environment. Recruiters offer tips and techniques to participants to assist them with successful 
completion of each obstacle. The most time spent with potential applicants is at the 6-foot wall obstacle.  
In addition to providing hands-on experience with each obstacle, recruiters suggest exercises prospective 
applicants should try to better prepare themselves for the Physical Agility Test. 
 
2016 Response 
 
The Police Department Utilization and Staffing Study recommends that the department’s recruiting efforts 
should focus on increasing the department’s diversity, increasing the number of female officers, and 
increasing the number of officers who are fluent in a language other than English.   
 



 

The study recommends several best practice findings to be used to recruit for diversity. The 
Administrative Services Division of the department maintains that recruiters have used many of the 
suggested recruiting strategies.  The perceived lack of diversity is not representative of groups targeted; 
instead, it is a testament to the stringent hiring standards of the Pearland Police Department. 
 
Recruiting Efforts 
 
The Pearland Police Department maintains in informal team of recruiters composed primarily of officers 
assigned to the Administrative Services Division. Additional team members include non-sworn Dispatch 
employees.   
 
The following are the study’s recommended best practices and efforts relative to the recommendation: 
 

• Outreach to local schools and community representatives to augment recruiting efforts. 
o In 2015, Officer Zenaida Davis launched a ‘Teen Citizens Police Academy’ targeted for 

Junior and Senior High School students in Pearland. The program provides instruction on 
police practices and procedures but provides a venue that encourages work-based 
exploration of law enforcement as a career for participants. Founding participants have 
not reached eligible employment age for police departments; therefore, the effectiveness 
of this program cannot be measured. 
 

• Development of cadet programs (or other similar approaches) that allow both the candidate and 
the department to evaluate interest prior to offering a job. 

o The department currently hires non-certified civilians as ‘cadets.’ These cadets are 
employees that earn approximately 65% of an entry-level officer’s salary as the complete 
the required Basic Peace Officer Course contracted through an area law enforcement 
academy. Persons hired as cadets must pass the same competitive entry-level exam 
and background investigation required of sworn police applicants. Throughout the 
academy, cadets are monitored and assessed for suitability for employment.  
 

• Leveraging existing officers and staff to identify potential recruits. 
o The recruiting team encourages each officer to be a recruiter. During hiring cycles, the 

recruiting team will contact officers and ask that they encourage persons they know with 
an apparent aptitude for policing to apply. Anecdotal information from the last hiring 
cycle showed that at least two applicants hired were friends with current officers and this 
officer’s encouragement was the impetus for the applicant’s applying. 
 

• Focus recruiting attention on experienced officers. 
o Advertising for prospective applicants includes that officers with at least an Intermediate 

Peace Officer Certification from the Texas Commission on Law Enforcement are exempt 
from the minimum college credit requirement for entry-level employees.  

o Officers with more than two years of law enforcement experience are reluctant to leave 
their current agency for Pearland because the city does not have a lateral transfer policy.  
The City of Pearland offers step-pay increases for years of experience with the 
department.  New officers, regardless of experience, all start at the base/bottom of the 
scale and may actually lose pay based on their level of seniority at another agency.  A 



 

lateral transfer policy would enable officers with prior work experience at other agencies 
to ‘transfer’ those years of seniority to Pearland.  For example, (under the current pay 
plan) instead of starting at a base hourly rate of $25.15/hour, an officer with three years of 
prior experience at a police agency would start at $27.28/hour.  A project to implement a 
lateral transfer policy in Pearland was explored by the Pearland Police Officers 
Association; however, to date no progress has been made on such a program. 

o The City of Pearland offers a hiring incentive for experienced officers. Licensed Texas 
peace officers may qualify for a $5,000 signing bonus. Future printed and internet-based 
recruiting material will include this incentive in an effort to attract experienced officers.  
 

• Target officers with military police experience. 
o The recruiting team has visited military-specific recruiting events in an effort to encourage 

veterans with policing experience to apply. These events (for the 2015-2016 hiring cycle) 
included: 
 Non-Commissioned Officers Association (NCOA) Veterans Career Fairs  
 Ellington Field Veterans Career Fair 
 Veterans Career Fair @ Minute Maid Park 
 Veterans Expo @ Lonestar Convention Center 
 Veterans Career Fair @ Toyota Center  
 San Antonio Military Hiring Fair 

 
• Sending recruiters out of state in an effort to widen the applicant pool 

o Travel out of state for recruiting would be cost-prohibitive as there are limited funds in the 
department’s budget to devote to recruiting.  In the Fiscal Year 2015 department budget, 
only $4,200 was budgeted for ‘Recruitment Costs.’  To date funds expended in furtherance 
of recruiting efforts are deducted from budgeted operations funds in Division 223- Admin 
– Community Services. Additionally, the recruiting team has had limited success in 
attracting college-level applicants at campus-based recruiting events. College students 
typically pursue careers specific to their college major and students attending college 
hiring fairs are seeking immediate employment based on their existing educational 
qualifications without the need to compete for positions. 
 

• Developing a marketing plan that emphasizes the department's benefits (large vs. small; 
suburban vs. urban; specialized units; competitive salaries and benefits) 

o The City of Pearland Communications Department has managed several recruiting video 
campaigns that highlight different benefits of working for Pearland PD: 
 The excitement of policing 
 Expanding specialized divisions 
 Opportunities for advancement 
 Location adjacent to Houston 
 Small-town feel with big city amenities 
 Pay (including incentives for education) 

 



 

• Implementing an Explorer program (focused on youth who may be interested in a career in law 
enforcement) and a Cadet program (similar to an internship with the added benefit of automatic 
entry into the department's police academy upon graduation) 

o The department founded an Explorer program in 1994 and maintained the program until 
2014.  During its 20-year run, a number of participants went on to careers in the military 
and law enforcement; none were able to successfully transition from ‘Explorer’ to ‘Officer’ 
with the department.  

o In 2015 the department switched focus from law enforcement Exploring to the Teen 
Citizens Police Academy as a way to interact with teens in a positive, work-based 
environment. Rather than have a core group of the same participants involved in the 
program from year to year, the Teen CPA enables the department to hold two academy 
sessions per year with each class composed of up to 30 different teens. This expands the 
reach of the program and enables greater involvement with area teens. 
 

• Recruiting at colleges with criminal justice programs 
o The recruiting team has visited several law enforcement academies (LEA’s) in Texas with 

the goal of encouraging academy attendees to test with the Pearland Police Department. 
Locations visited  (for the 2015-2016 hiring cycle) included: 
 Wharton Community College LEA  
 Victoria LEA 
 Corpus Christi Comm. College LEA 
 Alvin Comm. College LEA 
 University of Houston Downtown LEA 
 Houston Community College LEA 
 Lonestar Comm. College LEA 
 Brazosport College  LEA 
 College of the Mainland LEA 
 Harlingen Lower Rio Grande Valley Academy 
 Hidalgo Lower Rio Grande Valley Academy 
 Texas Southernmost College of Criminal Justice 
 Alamo Area Regional LEA 

  
• Recruiting at military bases 

o Attendance at military base job fairs is coordinated by a third-party, Civilianjobs.com.  To 
attend a single military base recruiting event, the company charges a $950 attendance fee 
(per event) that includes: 
 Attendance for two recruiters 
 A job fair booth with table and chairs. 

As previously noted, funds dedicated to recruiting are limited and attendance fees alone 
would deplete funds needed for promotional giveaways, travel and other expenses. 

 
• Displaying hiring information on billboards, variable message boards, and trailer-mounted arrow 

boards 



 

o As previously noted, there are limited funds available for recruiting. Outdoor advertising in 
the form of billboards and variable message boards costs between $1,750 and $4,250 per 
sign for a display run of 4 weeks. This type of advertising is cost-prohibitive.   
 

• Developing public service announcements (PSAs) for different media formats ('urban' radio 
stations, community newspapers) 

o The City of Pearland Communications Department has assisted with the creation and 
maintenance of internet-based social-media advertising during department recruiting 
cycles. Communications provide recording, editing and distribution services at no cost to 
the department.  

o According to the article, “Internet-Based Communication,” by Morton Ann Gernsbacher 
(PubMedCentral, 2014): 
 [In] the United States, men are just as likely as women to use the Internet daily 

(85% and 84%). Black non-Hispanic Americans (85%) are just as likely as White 
non-Hispanic Americans (86%) to use the Internet daily, with only a small dip for 
Hispanic Americans (76%). Americans who live in urban areas are just as likely to 
use the Internet daily (86%) as Americans who live in suburban areas (86%), with 
just a small decrease for those who live in rural areas (80%) (retrieved from: 
http://www.ncbi.nlm.nih.gov/pmc/articles/PMC4553240/ ) 

o Those interested in Pearland and that ‘like’ or follow feeds from City of Pearland web sites 
are ideal for targeted advertising in the form of social media campaigns for employment 
opportunities. 
 

• Devising recruiting strategies that take into account the characteristics of a younger workforce 
o Gernsbacher also noted that:  

 As in many countries, it is the younger adults who go online most frequently; for 
example, 98% of Americans age 18 to 29 and 92% of Americans age 30 to 49 use 
the Internet daily. But more than half of U.S. senior citizens use the Internet daily 
(Pew Research Center, 2013). It is this older age group who is demonstrating the 
most rapid increase in Internet usage. In just a few years, when the rest of the 
baby boomers join this age group, the age-Internet use disparity will undoubtedly 
diminish (Madden, 2010). 

o Online media campaigns similar to those already undertaken by the department are 
anticipated to provide the highest dividends in terms of attracting a younger, technology-
savvy applicants. 
 

• Offer – and highlight – incentives that are attractive to the targeted group. 
o As previously noted, the City of Pearland Communications Department has managed 

several recruiting video campaigns that highlight different intangible benefits of working 
for Pearland PD that include pride in the community, pride in the department and the 
nobility of policing. 

o Print and internet-based media campaigns will highlight the City of Pearland’s hiring 
incentive for experienced peace officers. Prospective applicants that have been 
continuously employed by another law enforcement agency in Texas in a full-time paid 



 

patrol position for at least two (2) years may qualify for a $5,000 hiring incentive. 
Conditions apply, including a partial payout at signing and the remainder when the 
applicant meets the required tenure of service.  

Hiring Standards 
 
The Pearland Police Department has a multi-tiered hiring process. The purpose of this process is to 
select the most qualified and suitable candidates for employment with the department. Great care is taken 
throughout the hiring process to ensure that persons are selected for employment on an equal basis 
without regard of race, sex, or religion.  The process consists of a Civil Service Exam, Physical Agility 
Test, thorough and complete Background Investigation, Oral Review Board, and pre-employment testing. 
 
There are very few prerequisites for applicants to sit for the City of Pearland’s Civil Service Exam.  In 
accordance with Local Government Code 143.023, applicants must be at least 18 years of age and 
cannot be aged 45 or older.  Additionally, in accordance with City of Pearland Local Civil Service Rules 
Section 023, applicants must possess a high school diploma, must read, write and speak English fluently, 
must possess a valid driver’s license and be a citizen of the United States.  In order to proceed to the 
Physical Agility Test, applicants must score a minimum of 70 on the Civil Service Exam.  The Physical 
Agility Test is given the same day as the Civil Service Exam 
 
The Physical Agility Test consists of five stations and is graded on a pass/fail standard.  The stations 
consist of : 
 

1. Obstacle Course: 800-foot course during which applicants must complete a 5’3” running jump, 
pass over a 6’00” wooden wall, and pass over a 3’6” barricade. The maximum qualifying time is 
sixty (60) seconds. 

2. Body Transport: Applicants are required  to move a life size “dummy” of approximately one-
hundred seventy (170) pounds in weight, a distance of seventy-five (75) feet. The  maximum 
qualifying time is thirty (30) seconds. 

3. Vehicle Push: Applicants are required to push a  mid-sized motor vehicle (a police vehicle) a 
distance of thirty (30) feet. The maximum qualifying time is twenty (20) seconds. 

4. Stairway Run: Applicants are required to ascend and descend a flight of stairs (approximately 20 
steps) a total of three (3) times. The maximum qualifying time is thirty (30) seconds. 

5. Quarter Mile Run: Applicants are required to run one quarter (1/4) mile, including turns. The 
maximum qualifying time is two (2) minutes. 

In past years, a sixth station consisting of a single pull-up was required.  The department found that the 
pull-up was eliminating many female applicants.  Additionally, upon consideration the department 
determined that a pull-up was not job-related as no practical police function during a police officer tour of 
duty required the execution of a pull-up.  The pull-up was removed from the Physical Agility Test in mid-
2015. 
 
Finally, applicants are required to complete a personal history statement and submit required supporting 
documentation. All are reviewed and verified during a comprehensive background investigation after 
which applicants that pass are offered the opportunity to sit for an Oral Review Board made up of Division 
Commanders for the department. Those passing the oral board are then sent for pre-employment testing 
(medical and psychological). Only after successful completion of all steps are applicants extended a job 
offer. 
 



 

The City of Pearland Human Resources Department collected demographic data for persons that sat 
for the last Civil Service Exam held in April, 2016.  The following data was collected: 
 

• Black/African American: 50 
o Female: 10 
o Male: 40 

• Asian: 1 
o Male: 1 

• White (Non-Hispanic): 42 
o Female: 3 
o Male: 38 
o Chose not to answer: 1 

• White (Hispanic): 48 
o Female: 7 
o Male: 41 

• Multi-Racial: 6 
o Female: 1 
o Male: 5 

• Unknown/Chose not to answer Race: 7 
o Male: 7 

The data collected showed that 105 minorities sat for the April Civil Service Exam while only 42 
White/Non-Hispanic attempted the test.  Of the total taking the test, 21 were female and 132 were male.  
 
This demographic data suggests that recruiting and hiring efforts have been successful in attracting 
diverse personnel to sit for the test.   
 
2015-2016 Officers Hired 
 
While recruiting efforts have been successful in attracting diverse personnel, those that are ultimately 
chosen for employment are selected based on their ability to pass the City of Pearland’s multi-tiered 
applicant screening process. 
 
The department has no control over an applicant’s ability to pass the Civil Service Exam, Physical 
Agility Test, background investigation, oral board and required pre-employment testing.  The process is 
impartial and does not give preference to any person based on race or sex.   
 
Between January 1, 2015 and September 1, 2016 the department extended job offers to 15 individuals 
that were able to successfully pass the applicant screening process.  This number included: 
 

• Black/African American: 5 
o Female: 1 
o Male: 4 

• White (Non-Hispanic): 6 
o Male: 6 

• White (Hispanic): 4 
o Male: 4 



 

Attachment G - 
Establish Additional Recruiters  
 
 
 
 

 
Revised Date: November 1, 2017 
 
2017 Update 
 
As noted in the original response, the assignment of permanent, full-time recruiters is not prudent as 
active recruiting occurs only after an entry-level exam is posted and scheduled. The current informal team 
of recruiters composed of member so the Administrative Services Division is adequate to effectively reach 
the target audience of recruits at area law enforcement academies and via social media. The 
recommendations made in the 2016 response to the Berkshire Study remain relevant. 
 
2016 Response 
 
The Police Department Utilization and Staffing Study recommends that the department establish 
additional recruiter positions. The department maintains that the establishment of full-time recruiter 
positions is impractical.  Recruiting is undertaken when vacant positions exist and there is no active 
Eligibility List from a past Civil Service Exam.  The number of open positions is primarily dependent on 
positions allocated in each fiscal year’s budget and is marginally affected by employee turnover. An 
informal recruiting team is then pressed into service. 
 
The Pearland Police Department’s informal team of recruiters is composed primarily of five officers 
assigned to the Administrative Services Division. Additional team members include two non-sworn 
Dispatch employees. This team of officers and civilians is composed of individuals with a variety of racial 
and ethnic backgrounds. This diverse team appeals to a broad pool of applicants and enhances the 
department's efforts to employ a more diverse staff. 
 
Team members’ primary responsibilities are their regularly assigned duties with the recruiting function 
performed on an ‘as needed’ basis.  Schedules may be adjusted to accommodate recruiting events when 
vacancies exist and there is a need for recruiters to actively attract applicants to test. 
 
An Eligibility List is created from those persons that pass both the written Civil Service Exam and Physical 
Agility Test.  Applicants are ranked by score with those scoring the highest at the top of the list.  As 
required by Local Government Code 143.024 and City of Pearland Local Civil Service Rules Section 025, 
the Eligibility List is effective for one year from date of testing. 
 
Due to variable personnel needs it is uncertain how many positions will be open at any given time and 
how much time needs to be devoted to recruiting efforts. Additionally, the existence of an active Eligibility 
List based on prior testing also dictates whether or not recruiting efforts should be undertaken. 
 
For example, as of September 1, 2016 there was only one open/unfilled sworn officer position.  To fill this 
position the city must select from among the 20 qualified persons that remain on the Eligibility List created 
by the Civil Service Exam held in April, 2016.  



 

 
The department has the option to expand the number of part-time recruiters beyond the seven currently 
utilized. This expansion is determined on a case by case basis and is dependent on the number of 
vacancies that exist and the number of recruiting events scheduled.  
 

 

 
 
 
  



 

Attachment H - 
Collaborate with Other Jurisdictions  
 
 
 
 

 
Revised Date: November 1, 2017 
 
2017 Update 
 
The Pearland Police Department continues to identify multi-agency solutions to the challenges of law 
enforcement.  The Combined Agency Response Team continues to provide a SWAT Team that Pearland 
could not staff on its own.  Additionally, in 2017, the department renewed its five year commitment with 
the League City Consortium for breath testing services.  The department further continues its participation 
with Brazoria County Children’s Assessment Center for quality investigative services that cannot be 
provided locally. 
 
The expansion of the K-9 program outlined in Attachment Q, involved the acquisition of an Explosives 
Detection K-9.  This acquisition allows for a more effective response prior to the request for assistance 
from Houston Police Bomb Squad.  The Explosives Detection K-9 has already proven valuable in 
securing locations for special events, including a Presidential visit to Pearland. 
 
As previously established, Crime Scene services will not be outsourced; however, civilianization is an 
avenue being explored, as stated in Attachment X. 
 
2016 Response 
 
The Police Department Utilization and Staffing Study recommends that the department collaborate with 
other jurisdictions to provide selected services. The study recognized that the department is developing 
capabilities to perform services or functions that require specialized expertise but for which demand is 
low.  The example cited in the study is the deployment of a patrol canine able to detect explosives. 
 
When other communities request specialized services of the department, the Pearland Police 
Department extends the use of these services.  The staffing study recommends that rather than subsidize 
outside agencies that are either too small to either afford specialized services or lacking in the proper 
service or function, the Pearland Police Department should form a cooperative team to provide 
specialized services or functions.  The study recommended that bomb detection, crime scene 
investigations and computer forensics be among those functions provided by a cooperative team. 
 
The recommendation to collaborate with other jurisdictions to provide specialized functions is aimed at 
providing a cost savings for the department.  This recommendation seeks to essentially ‘outsource’ 
specific functions and services that require significant investment by the department to perform but are 
seldom needed.  
 
The department considered whether or not the need to maintain specialized functions within the 
department was prudent and cost effective.  The example cited in the report, canine explosives detection, 
will be considered.  



 

 
Prior to the department securing the explosives detection canine, all requests for assistance regarding 
explosives were directed to the Houston Police Department. Houston would dispatch their specialized 
Bomb Squad; however, the unit could take up to two hours to arrive. By creating the specialized function 
within the department, the canine will be more readily available and deployable.  
 
The City of Pearland is anticipated to top over 120,000 by 2020 and will need a more officers to service 
the increased population. Additionally, the department will need to diversify its services in order to best 
serve the citizens. By obtaining specialized resources and functions now, the police department is laying 
the groundwork for its future service area.  In addition, with the increase in terrorist activity nationally, the 
explosives detection canine will serve an important role in securing City functions at various venues. 
 
Another function considered for outsourcing was the Crime Scene Investigation unit. The department 
determined that this was a function that cannot be outsourced. As a larger agency, the department has 
the ability to fund specialized positions within the department and is able to secure function-specific 
training for persons assigned to those positions. For the integrity of case evidence and professionalism 
of investigations, it was determined that the CSI function must be kept within the department. A 
cooperative or contract service created between Pearland and Brazoria County may pay short term 
dividends in the department CSI officers could be reassigned, but in the long run the ability to control the 
skill and proficiency of the CSI officer may cause the evidence gathering function to suffer.  
 
The department has had success in past cooperative efforts. These multi-agency cooperatives have 
enabled the department to expand its capabilities and resources beyond those available to the agency 
alone. These successes have been with the cooperative SWAT team, Intoxilyzer consortium and 
narcotics task force. 
 
The Pearland Police Department has participated in a multi-agency Special Weapons and Tactics 
(SWAT) team since 1993. Participation in this effort has brought a number of benefits to the department 
by providing access to a complete professional team that the department would not be able to field alone. 
Participation in such an endeavor also has its costs.  In addition to the high level of training required, 
interagency training is also required to ensure consistency and coordination of efforts.  
 
Additionally, by being involved in a cooperative for Intoxilyzer operation and a narcotics task force, the 
department has been able to share the expense and liability of operation with partner agencies.  These 
partnerships multiply the department’s effectiveness and efficiency through inter-agency cooperation.  
While the department can explore the benefits of additional areas for interagency programs, the areas 
recommended by Berkshire would provide limited benefits without a significant reduction in costs. 
 
 
 
 
 
 
  



 

Attachment I - 
Integrate DDACTS Broader Effort  
 
 
 
 

Revised Date: November 1, 2017 
 
2017 Update 
 
The Data-Drive Approaches to Crime and Traffic Safety policing model remains in effect and progress 
regarding the previous year’s recommendations has been made.  Just as the core principles of the model 
include continual evaluation of strategies and tactics, similar methods were used to ensure that the data 
being obtained provided the highest degree of accuracy possible. In order to track activity in the 
designated DDACTS zone, specific computer codes were created to track all activity inside the zone.  
This included time, traffic stops, citations, arrests, calls for service, and reports that occurred in the 
DDACTS zone.  Over the course of the year the methodology changed slightly, with input from the crime 
analyst, in order to improve tracking.  Automated reports regarding activity in the DDACTS zone serve to 
inform all officers of focal points for enforcement.  These initiatives not only served to inform and track 
data, but to also account for time spent on these activities, as with other patrol duties.  This method of 
accountability helped prompt broader efforts within the Patrol Division to join the efforts of the designated 
DDACTS officers.   
 
As mentioned in the previous year’s update, e-ticket writers were submitted as a request for the FY18 
budget for the efficient tracking and issuance of citations and possibly warnings.  Given the numerous 
changes to tracking requirements of bias-free policing efforts enacted in the latest legislative session, the 
e-ticket writers may be one of the most efficient ways to both track the required data. 
 
Also mentioned in the previous year’s update was the use of ALPR technology.  One of the officers 
assigned to the DDACTS unit, and thus focusing specifically on the zone, had a vehicle equipped with 
ALPR technology and he utilized it frequently as a basis for stops while the unit passively collected data.  
For the FY18, budget requests were completed for an ALPR equipped radar trailer as well as ALPR 
computer access so that the crime analysts could more effectively use the data being collected as an 
investigative tool.  
 
A one-year evaluation of DDACTS zone 1 was completed and showed a slight increase in reported crimes 
and crashes over the five year average; this was similar to increases in the City as a whole. Some of the 
increase is attributable to increased reporting of crimes due to the new relationships forged with 
stakeholders.  Along with the increase in volume of reported crimes, there was an increase in “capture 
rate” of suspects being caught.  For all calls (excluding traffic stops) there was an increase of 8% over 
the previous year and for all Theft related calls there was an increase of 6%.  In short, more offenders 
were being caught for offenses that they committed in the DDACTS zone. 
 
Of particular interest, however, were the type of crimes that dropped significantly during that time.  
Robbery decreased 51%, all other Theft (excluding shoplifting) decreased 27%, and Vandalism 
decreased 69%.  This seems to be an indicator that the high visibility nature of DDACTS has a deterrent 
effect.  It should be noted that the unit was not fully staffed by assigned officers until January 2017, which 
was midway through the evaluation period.  



 

 
Potential DDACTS zones for the future were identified and will be considered for the upcoming calendar 
year based on the needs of the Department and the City as a whole.   
 
2016 Response 
 
The Pearland Police Department recently adopted DDACTS as a policing model. The efforts made by 
the department have been unprecedented according to IADLEST in that we are the first agency to send 
all of our personnel to training on the program.  This training was completed in August of 2016 and will 
be featured in an upcoming nationwide publication in Police Chief Magazine.  The department has a 
special unit specifically assigned to this task and the department continues to integrate the principles of 
DDACTS into our policing.  The unit is being staffed as new officers’ complete training.   
 
The department is hoping to expand data collection and is in the process of ensuring better data.  One 
of the ways this is happening is through verification of data and working to ensure we don’t suffer from 
“Garbage In, Garbage Out.”  The department has taken this seriously and is convening meetings and 
updates to personnel in order to fine tune data collection.  There has already been a marked improvement 
 
While not granted in the FY2017 budget, the department will continue to request and explore the use of 
“e-ticket” writers.  These devices help build departmental databases, ensure more accurate information 
is transferred to courts, reduce the loss of citations in transit to the court (or tickets turned in past 
arraignment dates) and very importantly have the ability to collect data for bias free policing.  In addition, 
Berkshire recommends adding additional ALPR units in their study.  While that is discussed in another 
attachment, this idea is something that the police department would like to see further implemented and 
believe it could help create better intelligence.  One of the two vehicles equipped with an ALPR is being 
moved specifically to the DDACTS unit to address this additional intelligence gathering.  The department 
is constantly working on improving intelligence.  While also not granted in the FY2017 budget, the 
department will be seeking a second crime analyst to bolster intelligence dissemination.   
 
The department agrees with Berkshire that the DDACTS policing model efforts should be used to support 
additional proactive policing measures and the department believes this is an ongoing daily effort already.   
 
 
 
 
 
 
 
  



 

Attachment J - 
Assess Acquisition of ALPRs  
 
 
 
 

Revised Date: November 1, 2017 
 
2017 Update 
 
For the FY18 budget, the police department requested via a supplemental a trailer based ALPR solution 
that included a speed monitoring radar.  The trailer would cost approximately $46,825.  The trailer will 
not be included in the final FY18 adopted budget.  The department has floated information concerning 
this product to private sector groups, looking for interest from outside CoP funding. 
 
During the past year, the police department has continued to utilize its one vehicle based operational 
ALPR.  There have been 98 arrests made due to the ALPR’s detection of wanted persons and 
vehicles. 
 
2016 Response 
 
The Berkshire report, while addressing technology, reported “best practices” should include the use of 
Automated License Plate Readers (ALPRs).  The report states one city in California was able to produce 
a 34% decrease in crime in only one year, with the help of ALPRs.  Berkshire reports this should be a 
low priority for the department, but also notes it has the potential to help with proactive policing. 
 
The Pearland Police Department currently has two ALPR systems mounted to two patrol vehicles.  The 
systems cost approximately $21,000 each.  The department has not been actively monitoring the use or 
success of these systems, however it will set up a means to do so for further evaluation.  Anecdotally, 
we do know from at least one officer who uses one states he has had “good success” with the systems.   
 
The department reached out to our current ALPR provider for information on expanding the system. One 
option the department liked was the possibility of acquiring a dual purpose trailer.  The trailer would be 
equipped with both a radar and an ALPR.  The radar would display motorists’ speeds as a means of 
education and the ALPR would be collecting data on passing vehicles.  This would have the ability to be 
set up in specific areas with crime and traffic safety issues, such as those identified in DDACTS. 
 
Another system, similar to the one used in the referenced California study, is a pole based system.  Using 
existing power on poles owned by the city (such as those at intersections) an 8 camera system would be 
capable of recording data for 8 lanes of traffic.  While not readily mobile, those areas identified suffering 
from long term criminal activity could find it useful to have this additional data collection.  A system such 
as this would cost approximately $75,000.   
 
The department concurs that ALPRs can be a helpful technology to improve investigations, potentially 
reduce criminal activity, but the systems are a lower priority.  The purchase of ALPR systems could be a 
fairly large budgetary impact and would further need to be evaluated by our IT staff for maintenance 
issues and feasibility.  If funding was available, the department currently finds the trailer option to be the 
best at this time.       



 

Attachment K - 
Reinforce Bias Free Policing 
 
 
 
 

Revised Date: September 20, 2017 
 
2017 Update 
 
The cornerstone of the recommendations regarding bias-free policing in the 2016 response was the need 
for training. While the legislatively-mandated TCOLE Course 3939 Cultural Diversity would seem 
adequate to address bias and disparate treatment in law enforcement, this training is inadequate to 
sufficiently meet the study’s recommendation.  
 
The 2016 response recommended that a department instructor receive training on a specific topic 
relevant to bias-free policing: Police and Minority Relations. It was reasoned that this training could be 
presented to department officers to help officers: identify and understand the problem of cultural diversity 
and policing; communicate more effectively with minorities; ensure compliance with federal & state laws; 
prepare for hostile encounters; and continue to engage in proactive policing without jeopardizing their 
safety.  Captain O. Lopez attended PLETC’s Police and Minority Relations in March, 2017.  In addition, 
Captain Lopez attended the Law Enforcement Management Institute of Texas’ “Understanding Implicit 
Bias” course in February, 2017.  
 
Following appointment and swearing in, all newly hired officers attend an in-house training course 
of between two and four weeks in length, depending on prior experience. This course provides new 
hires department-specific training on report writing, traffic stop, investigations, use of intermediate 
defensive weapons, etc. Since November, 2015 the final class presented is an 8-hour session on Ethics 
and Ethical Decision-Making instructed by Captain Lopez. To expand the scope of the class, since March 
of 2017 Captain Lopez has incorporated information from ‘Police and Minority Relations’ and 
‘Understanding Implicit Bias’ into his block of instruction. 
 
The department’s goal for Captain Lopez’ class is two-fold: first, for field officers to have a firm 
understanding of expectations for ethical conduct; and second, for officers to understand and be 
sensitive to the need for objectivity and respectful treatment of all persons. To date, twenty-seven 
officers have received this module of training.  
 
An audit of citizen complaints received by the Professional Standards Division showed that between 
November 1, 2015 and September 20, 2017 a total of 124 complaints were received. Seven of those 
complaints were for courtesy-related conduct or racial profiling and involved one of the 27 specially-
trained officers. Six of the complaints were either Unfounded or Exonerated following the Professional 
Standards investigation. Only one was found to be Sustained: One officer was found to have used 
profanity when addressing an individual during an arrest (the officer received counseling).  
 
These statistics, though not exclusively attributable to the specialized Ethics and Ethical Decision-Making 
class, would suggest that training in Ethics and Ethical Decision-Making, Police & Minority Relations, and 
Understanding Implicit Bias has been successful in encouraging respectful dialogue among officers and 



 

the citizens served. The department will strive to expand this training to veteran officers to stress the 
importance of ethical conduct and ensure that the community we serve is treated fairly and justly. 
 
The department has taken steps beyond internal education to promote positive community interaction. 
The Community Outreach Division of Administrative Services has initiated several programs with the 
specific aim of interacting with minority or underserved communities. In early 2017 the department 
initiated a ministerial outreach program entitled “THRIVE.” This program was started as a quarterly 
meeting among area faith leaders to educate them on department programs and initiatives as well as to 
serve as a forum for community concerns and dialogue.  
 
The department has also partnered with the Univeristy of Houston – Clear Lake to bring their TAPS 
Academy program to Pearland ISD Schools. This program is designed for at-risk youth, who have 
typically been minorities. The youth are partnered with department mentors to discuss issues such as 
bullying, anger management, and drug use. Participants are trained on coping and avoidance strategies 
in a non-confrontational environment. 
 
On the horizon is a new program entitled, “UNIDOS.” This program, Spanish for “United,” The goal of the 
program is to bridge the gap between the Pearland Police Department and the Latino community but also 
to act as a resource for Spanish-speaking residents. The plan is to have quarterly meetings on topics of 
concern to the Spanish-speaking community, such as immigration, CPS, or Health and Human Services. 
The program is expected to launch in early 2018. 
 
2016 Response 
 
The Police Department Utilization and Staffing Study recommends that the department reinforce its 
commitment to bias-free policing.  The study recommends that the department ensure that all officers 
receive training on bias-free policing at regular intervals; that policies clearly state employee 
responsibilities with regard to bias-free policing; and that supervisor review randomly selected samples 
of in-car camera video using a structured evaluation template and review findings with each officer. 
 
In accordance with the Texas Commission on Law Enforcement training requirements, all peace officers 
are required to take TCOLE course 3939 Cultural Diversity.  This 8-hour course includes topics on 
diversity, inclusiveness, equal treatment, generational differences and communication with diverse 
groups.  Officers holding a Basic peace officer license must take this course every two years. Officers 
with an Intermediate or above peace officer license do not. A random sampling of training logged for six 
senior officers (those with more than 10 years of service) showed that all six last attended Cultural 
Diversity training in February 2009.   
 
In Texas and all across the country there have been calls for an increase in diversity training for police. 
Recent high profile incidents including the shooting of unarmed persons of color and the death of Sandra 
Bland in 2015 should be cause for departments to reevaluate their diversity training standards and create 
programs or initiatives that promote inclusiveness, tolerance and fair treatment for all. 
 
A check of available training providers outside of the department found that other than the State-
mandated course 3939, Cultural Diversity, found that Professional Law Enforcement Training (PLETC) 
offers a course entitled, “Police and Minority Relations.”  This one-day program is advertised to help 
officers: identify and understand the problem of cultural diversity and policing; communicate more 
effectively with minorities; ensure compliance with federal & state laws; prepare for hostile encounters; 
and continue to engage in proactive policing without jeopardizing their safety.  
 



 

The department recommends having a department instructor attend the training and then bring back 
course material and training information for the department to conduct the same training in-house.  Based 
on the information obtained, the designated instructor will be charged with creating a program for training 
officers on critical issues related to race relations and ensuring that employees respond accordingly when 
confronted with challenging situations involving minorities.  Such training could be scaled down to 15 
minute roll call training or 2 to 4 hour in-service training, depending on course content. 
 
 The department has scheduled Lt. O. Lopez to attend the course, “Police and Minority Relations” in 
Georgetown, TX on February 27, 2017. Lt. Lopez will prepare a 15 minute bloc of training to be conducted 
at roll calls for the Uniformed Services Division starting the week of March 5, 2017. Additional training 
will be conducted for School Resource Officers, detectives and other sworn personnel beginning the 
week of March 19, 2017 with the goal of having the majority of the department trained by March 31, 2017. 
 
In regards to internal policies, the department has existing General Order 300.12, Racial Profiling that 
addresses bias-based policing. The policy statement states that: 
 

The Pearland Police Department recognizes that no person should be targeted by law 
enforcement because of their gender, race, ethnicity, or national origin. 
 
The non-consensual interruption of a person’s freedom based on biased enforcement is 
viewed as a very significant challenge to that person’s Constitutional rights. Officers of this 
department will ensure that the stopping, detaining, frisking, and/or searching of 
individuals is based upon solid legal principles that conform to their training in arrest, 
search, and seizure. Police action must be based upon credible information known to the 
officer, which leads to the belief that an individual is, has been, or is about to engage in 
activity, which is a violation of the law. Any other motivation for such actions is strictly 
prohibited. The Pearland Police Department profoundly rejects the practice of racial 
profiling. 

 
This policy also defines specific acts that constitute racial profiling, video/audio recordings and directing 
that complaints alleging racial profiling be filed with the Internal Affairs Division.  
 
Between January 1, 2013 and September 20, 2016 there were fourteen complaints alleging racial 
profiling filed against the department. All were investigated. Of these, four were found to be unfounded, 
two were exonerated, six were never formalized and two are still pending. 
 
Of the six that were never formalized, one involved a complaint for contact that was found to be an 
investigation of a suspicious person at a suspicious place at a suspicious time. Another complaint was 
from a suspect in a physical altercation; and the last four were complaints of harassment that were found 
to be legitimate contacts for observed violations of the law. 
 
The numbers suggest that complaints of racial profiling are taken and investigated to their logical 
conclusion and no officers were found to have engaged in conduct that rises to the definition of racial 
profiling. 
 
In order to encourage greater supervisory involvement and ensure that subordinates are meeting 
minimum standards for performance, the Patrol Division Commander issued a directive in regards to 
video reviews. All patrol sergeants are required to randomly review a minimum of five videos from persons 
in their span of control in order to ensure that performance meets department minimum standards. 
Supervisors are charged with reviewing in-car videos to ensure that officer-initiated contacts are based 
on valid law violations or justified under their community caretaking function.  Supervisors are also 



 

reviewing videos to ensure that verbal contacts are properly respectful and that subordinates do not 
disproportionally initiate contact with a particular group or class or people.  The verifiable performance of 
this supervisory function is documented in the department’s performance management system, 
Tenzinga. 
 
 
 
 
 
  



 

Attachment L - 
Strengthen Relations between CID and Patrol  
 
 
 
 

 
Revised Date: November 1, 2017 
 
2017 Update 
 
The elimination of patrol roll calls has required a change in strategy relation to detectives visiting with 
officers during those hours. Detectives are now encouraged to talk to members of other divisions in the 
PSB setting as well as on police scenes. The target group has been expanded to all divisions within the 
department to improve relationships in all areas.  In January of 2018, two of the existing CID sergeants 
are moving back to the patrol division and two from patrol are moving into CID.  This should help bring 
the differing perspectives and appreciations into each of the divisions. 
 
Many detectives and CID supervision have sent positive emails to patrol officers who have done a good 
job in their investigations prior to them being forwarded to CID.  This has received positive feedback for 
the recognition occurring. While a formal meeting between division supervisors has yet to occur, division 
supervisors have been meeting one on one when problems have been discovered and meet as a 
department wide group during the quarterly all supervisor meetings.   
 
2016 Response 
 
Historically, the relationship between criminal investigations and patrol has been strained and at the 
present, it is no different.  As expressed in the Berkshire Study, this is not unique to the Pearland Police 
Department but a problem in many departments. 
 
A primary cause is the failure to understand each other’s function and how those functions have evolved 
in recent years.  It is often easier for investigators to understand the role of patrol officer as each one of 
them has spent time in that division, performing patrol functions. However, the longer a detective has 
been away from those duties, the less they understand the role and how they have changed. Patrol 
officers; usually have not been assigned previously as an investigator, sometimes do not know the role 
and scope of the investigator as they have never performed that function.  
 
It is important to note that while the two divisions have differing roles, they share the same overall 
objectives and cooperation and understanding are paramount to that endeavor.  
 
Interaction between Divisions 
 
Several steps have been implemented to improve the relationship between investigations and patrol. 
Detectives have been encouraged to visit patrol roll calls and build positive rapport with patrol staff.  
Detectives and detective division supervisors have been encouraged to send positive emails to patrol 
officers when they have done something to make the investigators job easier or their work has been 
important to solving a case. Detectives have been encouraged to include patrol officers in the conclusion 
of their cases and possibly assisting in the arrests in cases where they initiated the initial offense report.  



 

 
Investigation and patrol supervisors will meet periodically determine each division’s issues and find 
solutions to difficulties each is facing in relationship to the other division. The meetings will include ways 
to improve preliminary investigations as well as how investigative intelligence could improve patrol 
operations.     
 
The Department believes that these adjustments will have a positive effect on the inter-divisional 
relationships and morale of the Department.  
  
 
 
 
 
 
 
  



 

Attachment M - 
Modify Promotional Requirements  
 
 
 
 

Revised Date: November 1, 2017 
 
2017 Update 
 
The Pearland Police Officers’ Association has not proposed an Alternate Promotional System for election 
in accordance with Local Government Code, Chapter 143.  Chief Spires remains open to an election 
upon a proposal from the Association.  The department has not moved from its previous position. 
 
2016 Response 
 
The Berkshire Advisors’ report contends that the current promotional process fails to ensure that the best 
candidates for supervisory and management positions are selected.  “At present, the person who scores 
highest on a written evaluation is promoted.  This ensures that the person best at taking the test, not the 
person who has the potential to be the best supervisor, will be selected.” (Berkshire, IV-2)  Berkshire 
proposes that the department should adopt a “rule of three”, which would allow the Chief of Police to 
select for promotion any of the three individuals who scores highest on the test.  Berkshire further 
suggests that the department consider incorporating an assessment center as part of the promotional 
process. 
 
The final recommendation Berkshire makes with respect to promotion is to extend the service time 
required before an officer is eligible for promotion from 2 years to 4 years. Berkshire states that 
“increasing the amount of time before an officer is eligible for promotion will provide them with a greater 
depth of experience to draw from when serving as supervisors.” (Berkshire, IV-3) 

 
The recommendations made by Berkshire are possible in two scenarios.  The first would be the adoption 
of an Alternate Promotion System under LGC Section 143.035. 

 
Sec. 143.035.  ALTERNATE PROMOTIONAL SYSTEM IN POLICE DEPARTMENT. 
(b)  On the recommendation of the head of the police department and a majority vote of the sworn 
police officers in the department, the commission may adopt an alternate promotional system to 
select persons to occupy non-entry level positions other than positions that are filled by 
appointment by the department head.  The promotional system must comply with the 
requirements prescribed by this section. 

 
This manner of adoption would require approval of a majority vote of the officers in the department.  There 
has not been a consensus among officers as to the format or structure of an Assessment Center.  
 
The second mechanism would be through the adoption of a “Meet and Confer” agreement under Local 
Government Code Chapter 142; or through a “Collective Bargaining” agreement under Local Government 
Code Chapter 174.  The Meet and Confer agreement would require adoption by City Council and 
establishment of a bargaining unit.  The Collective Bargaining agreement would require a local 
referendum.   



 

 
The Police Department questions the necessity and effectiveness of these recommendations.  While 
taking a written examination may not be consistently indicative of the effectiveness of a supervisor; the 
process requires considerable more effort than showing up for an examination.  The test materials are 
extensive and are generally studied over a three month period of time.  The effort required to pass these 
examinations is indicative of determination and work ethic.  The materials used are intended to develop 
the officer in the expectations of the supervisory position.   
 
While a number of our supervisory officers have contributed to the assessment centers of neighboring 
police agencies, the department has not conducted any research into the quality of supervisors that those 
systems have selected.  Some feedback has indicated that the selections are no more reliable than 
promotion by examination. 
 
The current promotional system is predicated upon State law; specifically Texas Local Government Code, 
Chapter 143 Municipal Civil Service for Firefighters and Police Officers.  This statute was adopted for the 
Pearland Police Department in 1984.  In addressing these recommendations, it is important to note the 
purpose of this statute as provided in LGC 143.001: 
 
Sec. 143.001.  PURPOSE.   
(a)  The purpose of this chapter is to secure efficient fire and police departments composed of capable 
personnel who are free from political influence and who have permanent employment tenure as public 
servants. (Emphasis added.) 
 
(b)  The members of the Fire Fighters' and Police Officers' Civil Service Commission shall administer this 
chapter in accordance with this purpose. 
 
The statute further provides an outline for eligibility in LCG 143.028 (b), ELIGIBILITY FOR PROMOTION: 
 

(b)  Except as provided by Sections 143.013 and 143.102, a police officer is not eligible for 
promotion unless the person has served in that police department in the next lower position or 
other positions specified by the commission for at least two years immediately before the date the 
promotional examination is held.  A police officer is not eligible for promotion to the rank of captain 
or its equivalent unless the person has at least four years' actual service in that police department. 
(Section 143.013 refers to the appointment of the Police Chief, and Section 143.102 only applies 
to the appointment of an Assistant Chief in the City of Houston) 

 
The statute does provide up to 10 additional points on the written examination for an officer’s years of 
service within the department.  (LGC 143.033(b))  This mechanism already provides the senior officer an 
advantage in promotion. 
 
The recommendation to increase this requirement to four years does not take into consideration an 
officer’s background.  The Pearland Police Department currently has 19 Sergeants.  The average time 
of service for these officers at the time of their promotion was 10.68 years.  The least time of service prior 
to promotion was four years.  This recommendation does not take into consideration service within 
another department.  Nine of the 19 Sergeants had prior service with another law enforcement agency.  
Six of the 19 developed leadership skills within the United States Armed Forces.  While the department 
has historically promoted officers with less than four years’ service, the likelihood at this stage in our 
growth is limited.  The Pearland Police Department has promoted the recruitment of experienced officers 
in order to bring experience into the department.  Many of these officers come from other agencies 
because of the potential for growth and advancement.  The department feels that it would be 
counterproductive to raise this requirement and limit the number of officers eligible for promotion. 



 

 
It should also be noted that limiting the number of officers eligible for promotion may have a negative 
impact on the diversity of the supervisory staff. 
 
While the “rule of three” as proposed by Berkshire is a possibility with regard to any of the Alternate 
Promotion System avenues identified above, there is some question as to whether the recommendation 
runs counter to the purpose of the Civil Service statute.  In that regard, the statute does provide the Chief 
with a mechanism by which he can avoid appointing an officer who is unfit to hold a supervisory position. 
 

Sec. 143.036.  PROCEDURE FOR MAKING PROMOTIONAL APPOINTMENTS. 
(f)  Unless the department head has a valid reason for not appointing the person, the department 
head shall appoint the eligible promotional candidate having the highest grade on the eligibility 
list.  If the department head has a valid reason for not appointing the eligible promotional 
candidate having the highest grade, the department head shall personally discuss the reason with 
the person being bypassed before appointing another person.  The department head shall also 
file the reason in writing with the commission and shall provide the person with a copy of the 
written notice.  On application of the bypassed eligible promotional candidate, the reason the 
department head did not appoint that person is subject to review by the commission or, on the 
written request of the person being bypassed, by an independent third party hearing examiner 
under Section 143.057. 

 
This procedure requires affirmative action by the Chief as well as recourse for the individual bypassed.  
The legislature affirmatively limited the authority of the Chief in this regard in order to limit the political 
influence upon the officers. 
 
The Police Department will support the officers should they move to adopt an Alternate Promotional 
System under LGC 143.035.  However, the department does not support the change in promotional 
eligibility from two years to four years, nor does it support the “rule of three”.   
 
 
 
 
 
 
 
 
  



 

Attachment N - 
Strengthen Patrol Discipline  
 
 
 
 

Revised Date: November 1, 2017 
 
2017 Update 
 
The department continues to believe this is not an issue and that the reason for this stands.  A reminder 
was sent out and the patrol division specifically continues to ensure that no more units are on a scene, 
than needed.  In addition, the department uses opportunities such as the CPA program to educate the 
public on why there are sometimes additional police staff at a scene. 
 
2016 Response 
 
The Berkshire report stated “Patrol supervisors should take steps to ensure that only the number of patrol 
officers needed to provide a safe and effective response are deployed to an incident scene (and that 
officers return to service promptly when they are no longer needed at the scene).”  In addition, the report 
notes there is a variation in the number of personnel dispatched to the same types of calls. 
 
The department agrees in part and disagrees in part.  With regard to the proper number of officers going 
to a scene, the department believes this has not been an issue.  Berkshire uses, as an example, data 
from CAD about the number of officers deployed to a scene, based on call type.  The problem regarding 
this approach is these call types do not always relate to the same set of circumstances.  Take these four 
examples for instance: 
 

1. Burglary call – A report from a citizen stating they just arrived home and found their home had 
been burglarized will get a different response than a call from a citizen that they just observed 3 
armed men enter the back of their neighbors home.  While they are both burglary calls, the 
response to the second one will be much higher.  In a real world example, last month the PD had 
over 20 officers deployed from multiple divisions trying to catch a burglary suspect who had ran 
for over 1.7 miles.  The perimeter kept moving and the scene jumped around, however it was a 
burglary call as far as CAD was concerned. 
 

2. Forgery call – A call of a person’s check being forged would get a single officer response.  
However, a forgery at a drug store, in progress where the suspect is in a vehicle in the drive 
through line, may have four or five officers responding.  Experience has taught us the subject may 
try to flee, may be armed or may have multiple occupants in the car.   
 
 

3. Assault in Progress – When the assault in progress call is a man and woman in a car, we might 
expect 2-5 officers to respond.  When the Assault in Progress is at a local bar and we are informed 
10-20 subjects are fighting, all available units will respond and there is a good chance we will 
even request help from other nearby agency personnel. 
 



 

4. Past Car Burglary – An officer may get sent to the call from an adjoining district and be en route, 
when the officer working that area completes a call and disregards the previous officer.  While en 
route, the field training unit comes on the air and disregards the other officers, needing the call 
type for training purposes.  In such a case, three officers would have been shown dispatched to 
the call, even though only one responded. 
 

In addition to the above, the nation has seen numerous attacks on police officers.  In many of the 
circumstances, officers are being “ambushed.”  Many of these ambushes have come from mundane 
types of calls, those in which a single officer is dispatched.  For this reason, officers are currently 
encouraged to check by with each other, but if they are not needed, to go back in service and make 
themselves available.  The same goes for traffic stops, officers are encouraged to go by the traffic stops 
of nearby officers to ensure the violator is aware other officers are in the area.   
 
The department agrees it is the responsibility of the officers on scene and the supervisors to ensure no 
more officers stay on scene, than are necessary to safely complete the call.  This has at times been a 
problem, however it is often resolved by officers being put back into service.  This reminder has been 
provided to the patrol supervisors as something they need to be sure to pay attention to.  The division 
will continue to monitor this as a possible problem, but in all, the department believes the number of 
officers going to a scene are an appropriate number.  While to the public this may sometimes look 
“overboard,” until there is verification the scene is stable, additional units going to a single scene 
increases the safety of the officers and the public. 
 
 
 
 
 
 
 
 
 
 
 
  



 

Attachment O - 
Emphasize Selective Traffic Enforcement  
 
 
 
 

 
Revised Date: November 1, 2017 
 
2017 Update 
 
The Department continues to utilize the inherent mobility of the motorcycles to address traffic complaints 
in neighborhoods and other areas as well as for the ongoing compliance and visibility efforts of the 
Department in school zones. 
 
A crash investigator was added to the Traffic Unit and he has been able to create intersection crash 
templates for the use of all officers, thus increasing not only his own efficiency but that of other officers 
who investigate crashes at these common locations.  Although his primary focus is investigating crashes 
in order to increase the availability of Patrol officers, he assists with the other ongoing efforts of the traffic 
unit as well.  One of those tasks is selective enforcement in areas known to have a higher than average 
crash rating. 
 
The Traffic Unit disseminated the most common crash causation factors in the City as a whole and by 
District beat to all officers.  This was done in order to focus traffic enforcement on those offenses that are 
most likely to lead to crashes.  This effort mimicked those done in the DDACTS zone and was made 
possible by the crime analysts on staff. 
 
The Traffic Unit has also involved Patrol officers, as possible, in high-visibility selective “step out” traffic 
enforcement efforts.  Thus far, these have been areas of lingering traffic complaints; encouraging as 
many officers as possible in these collaborative efforts should yield results that continue beyond the dates 
of the actual “step outs.”     
 
2016 Response 
 
The Berkshire study recommends that the Pearland Police Department emphasize selective traffic 
enforcement.  It also states “At present, traffic enforcement officers spend relatively little time on selective 
traffic enforcement and most of their time either responding to traffic related complaints or on school zone 
traffic enforcement.”  The study refers to traffic enforcement officers, but to clarify those are officers 
assigned on motorcycles.    
 
The department does agree that more time and effort needs to be spent on selective traffic enforcement 
and the analysis of the need for these efforts has been boosted by being able to better analyze data 
through the crime analyst.  Armed with this new information, officers assigned to the DDACTS unit will 
be used to address those efforts within DDACTS zones.  A newly appointed Traffic Crash Investigator 
will be assigned to use self-directed time in those areas where research shows the most crashes occur.  
In addition, as was discussed in Attachment N – Strengthen Patrol Discipline, upcoming changes to 
districting and beat integrity will help ensure that problems in each of those areas are being better 
addressed and that there is more accountability for addressing them.   



 

 
Berkshire further recommends that in order to provide more time on selective enforcement, the 
department should randomize schedules to reduce levels of police presence in school zones.  The 
department disagrees in part.  While randomizing enforcement and presence in these areas is important, 
reducing presence is viewed as a step backwards from the positive feedback the department has 
received with these patrols.  Currently, patrol officers who are not addressing another specific issue (such 
as a selective enforcement location) or being dispatched to a call, spend their time in school zones in 
their respective districts.  The public wants and demands a police presence in these areas to provide a 
safer atmosphere in and around the schools.  Since deploying this approach in August of 2015, the 
department has seen a drastic decrease in the number of complaints regarding the lack of officers in 
school zones.  As always, the department will continue to look at the best methods to deploy officers in 
these areas, but to reduce the presence is not as a positive step.   
 
The department also disagrees in part with the approach of using the motors officers for less traffic 
complaints and school zone enforcement and instead to increase the use for selective enforcement.  
Motors officers are currently used for selective enforcement in areas and during times that their efforts 
can be done safely from the use of a motorcycle.  However, the main advantages of a police motorcycle 
are its turning radius and low visibility.  These are features perfectly suited for enforcement in 
neighborhoods.  Neighborhoods account for roughly 80-90% of our traffic complaints by our citizens.  The 
department feels that pulling these officers away from areas where the public is requesting our presence 
and help is doing a disservice to the quality of policing the department provides.  For areas where motors 
officers are good for selective enforcement, such as the complaints of school busses being passed, the 
department will continue to use them in that capacity.   
 
The department agrees additional efforts need to be applied to selective enforcement, but disagrees in 
part with some of the methods Berkshire recommends to do this.   
 
 
 
 
 
 
 
  



 

Attachment P - 
Strengthen False Alarm Ordinance  
 
 
  
 

2017 Update: 
 
The percentage of all citizen initiated calls for service that are comprised of false alarm calls has dropped 
slightly over the last two years, trending downward each year.  Compared to the 23.7% noted below, in 
the first ten months of 2016, false alarms comprised 22.9% of citizen initiated calls for service.  In the 
same period of 2017, that number fell to 21.9%.The total number of calls has also fallen.  In the first ten 
months of 2016, there were 4793 intrusion alarms, compared to 4537 for the same time period in 2017.  
In the same time period, the number of alarm permits issued increased 128%.   
 
The move to the department of the False Alarm Reduction program has shown a decrease of the number 
of false alarm calls run by the department, and increased compliance with the standing ordinance.  
Additionally, the below noted program where the Unit will contact the most frequent locations for 
false alarms will begin in October of 2017. With the move to in house management of the unit, 
collections have increased 168%, from $17,420 in the first ten months of 2016, to $46,755 over the same 
period in 2017. 
 
2016 Update:  
 
The Berkshire Advisors’ report identified the response to False Alarms as a major portion of the call load 
for police response.  In 2015, the department responded to 7,062 false alarms, accounting for 23.7 
percent of all citizen-initiated calls.   
 
The Berkshire recommendation suggests strengthening the False Alarm Ordinance contained in Article 
II-Sec. 20 of the Pearland Code of Ordinances.   In particular the City should consider revoking alarm 
permits if more than a certain number of false alarms are received in a 12-month period.  The Texas 
Police Chiefs’ Association (TPCA) model alarm ordinance recommends revoking alarm permits if “the 
user has had a minimum of eight (8) or more False Alarms in the previous 12-month period.”  Berkshire 
suggests that the City consider requiring that passive alarms be verified before responding. 
 
The report suggest that if the number of alarms could be cut in half, then five patrol positions could be 
redirected to other duties.  The report does not address the 33 residential alarm calls that were confirmed 
forced entry. (93 since January 2014)  Unforced and unauthorized entry, incidents where an unauthorized 
person opens a door or window and is deterred by the activation of the alarm, are not tracked and 
therefore, are not considered in this report. 
 
The current alarm ordinance does allow for the revocation of an alarm ordinance for a failure to pay fines 
and fees associated with responding to false alarms.  This revocation does not result in a “no-response” 
policy from the police department; however, fines may be imposed for a response after revocation.   
 
The Police Department recently returned administration of the False Alarm Reduction Program to the 
department.  The operation changed over in May 2016.  Many of the False Alarms are weather related; 
however, a large number of the repeat alarms are maintenance related.  The department has been 



 

proactive in contact permit holders with historical alarm issues and has recommended alarm maintenance 
by permit holders to avoid alarm fees. The department has realized a 10% year-to-date reduction in false 
alarms from the same period in 2015. 
 
The False Alarm Reporting Unit will look to further reduce the number of false alarms by making phone 
contact with the ten most frequent locations for false alarms.  The information is readily available from 
the Crime Analyst, who can provide an automated monthly report to the False Alarm Unit.  This positive 
contact would enable the alarm system owner to make preventive repairs or to train alarm users. 
 
The Pearland Police Department recognizes that our citizens expect a high level of police service.  
Responding to alarms places officers in neighborhoods and reduces the level of fear that our citizens 
have both while in their homes and when leaving their homes.  The department does not support a 
change in our alarm response policy at this time. 
 
 
 
 
 
 
 
 
 
 
 
  



 

Attachment Q - 
Obtain Patrol Canines  
 
 
 
 

Revised Date: November 1, 2017 
 
2017 Update 
 
Following the Berkshire recommendation, the Pearland Police Department will transition four of its five 
canines to the Patrol function, thus adding apprehension and protection capabilities to the canines’ 
existing odor detection and tracking capabilities.  Although not originally trained for the “patrol” functions, 
four of the five canines tested favorably with regard to trainability for it.  Three canines and handlers have 
attended the transition course, while the remaining is scheduled to attend at the beginning of FY18.   
 
Keeping in mind the liability that accompanies “patrol” canines, an extensive revamp of the Department’s 
canine policy was completed.  Prior to the full implementation of the “patrol” canines, training was 
conducted for all officers and many of the civilian staff.  This included information regarding the policy, 
expectations of officers who assist K9 handlers, and a live demonstration to familiarize all with the 
capabilities of the canines. 
 
The increased capabilities of the canine unit have been welcomed by the officers and citizens exposed 
to the demonstrations.  The patrol canines have been successfully deployed several times in the limited 
time since adoption of the new functions and the writing of this update on the program.  By the end of the 
calendar year, the fourth canine should be certified for patrol duties. 
 
2016 Response 
 
The Pearland Police Department was able to add three additional canines in FY2016 through donations 
from the Pearland Citizens Police Academy Alumni Association (PCPAAA).  These canines were all 
deployed in August of 2016.  The department now has five police canines. 
 
There are several main categories of canine certification and training.  Some of the most common are 
named:  patrol, narcotics, article searching, trailing/tracking, accelerant, cadaver and explosives.  Some 
canines are capable of receiving more than one certification.  In the case of Pearland Police canines, 
four are certified as narcotics with tracking ability and one is certified as an explosives, gun and tracking 
capabilities.   
 
The Berkshire recommendation is to obtain canines trained as “patrol” dogs.  This certification represents 
dogs that are trained primarily for the apprehension of suspects.  These dogs, as part of their training, 
track down suspects, are used to clear dangerous buildings and are known to often bite the person 
tracked upon location.  Due to this use of force, there have been lawsuits during the misapplication of 
these dogs.     
 
While none of Pearland’s dogs are currently trained, it may be possible for at least some of them to be 
trained as “patrol” canines in the future.  In order to obtain 24/7/365 coverage, it may require additional 
canines certified as “patrol” canines to have such coverage.   



 

 
The department’s recommendation is that this is best explored in the future.  This may be something to 
consider in Fiscal Year 2018 or after May of 2017.   
 
 
 
 
 
 
 
 
 
 
 
  



 

Attachment R - 
Establish Rotation among Units  
 
 
 
 

 
Revised Date: November 1, 2017 
 
2017 Update 
 
The Department still holds the position that the majority of the special assignments should not be held 
on a rotating positions, but filled through attrition.  
 
In 2017, the Department has made numerous changes in assignments due to attrition. A detective, and 
a crime scene investigator have promoted necessitating new personnel assigned in those positions. In 
the crime scene investigator position, a new paradigm was implemented with the transition of the civilian 
property room attendant to a civilian crime scene technician. This change is being evaluated and if 
successful, the fourth person assigned to crime scene will be a civilian as well, thus freeing two officers 
for other duties. Additionally, in 2017, the warrant officer position and a DDACTS assignment has also 
changed through attrition.  
 
2016 Response 
 
The Berkshire Study recommended that the Department develop general expectations for how long an 
officer in a specialized unit will be assigned to that unit before being reassigned to patrol. The study did 
suggest that those positions that require a great deal of specialized training were not included in this 
recommendation. The Study further endorsed that those officers assigned to narcotics enforcement and 
other units where longevity increased the possibility of misconduct, the rotation should be strictly adhered 
to.  
 
Detectives 
 
The detective position within the Department is a highly skilled position that requires extensive training. 
A new detective goes through an eight week entry level investigator training period and then a four week 
long evaluation period. After their initial training, the new detective attends a basic investigators course 
and a basic interviewer’s course. Within the first year, the new detective will attend several specialty 
investigators courses to get them to an adequate level of training at an overall cost of approximately five 
to ten thousand dollars invested. Detectives then take specialty courses throughout their tenure to ensure 
their skills are current and maintain job proficiency.  
 
Although training for detectives is important, nothing can replace experience. The department estimates 
it take approximately three years to become a fully skilled detective. If a five year assignment was 
assessed, three detectives would rotate out every year and does not include any one leaving for 
promotion, retirement, or any other departure. The Department believes that replacing three detectives 
a year would be detrimental to the Division. In an example, the first three that would be transferred have 
over a combined investigative experience of over 30 years. That would be replaced by three new 
detectives with generally no experience.  



 

 
Therefore, the Department believes that detectives should not be included in a personnel rotation plan 
but continue to be replaced as needed.  
 
Crime Scene Investigators 
 
Crime Scene Investigators are the most specialized officers in the Department. A new crime scene 
investigator will go through a similar training program as a detective and then take many specialized 
training courses that are expensive and technical in nature such as blood spatter interpretation. Crime 
scene investigators also have the responsibility of working in the property room, processing and 
transporting evidence. Each crime scene investigator also performs forensic downloads of electronic 
devices who’s training is extremely expensive. 
 
The on-call requirement for a crime scene investigator is also demanding and limits the response from 
personnel who apply when a position is open.  
 
As a result, the Department recommends that the crime scene investigator position should not be 
included in a personnel rotation plan and only be replaced as needed.  
 
Narcotics Detective 
 
The Berkshire Study emphasized a rotation system should be implemented and strictly adhered to as 
there is a greater potential for misconduct based on the longevity of the assignment. The Department 
disagrees with that assessment and was not provided any information or evidence supporting their 
assertion.  
 
Narcotic enforcement is a position that takes a special kind of person as the hours are difficult and 
extensive. There could be difficulty selecting an officer that would fit well in this position.  
 
The Department believes that the best approach to supervising our narcotics detectives is to trust but 
verify their actions. As opposed to a mandatory rotation, we would implement a policy requiring assigned 
detective to submit to frequent and unannounced drug tests.  
 
School Resource Officer  
 
While the school resource officer is a position that does not require a great deal of specialized training, 
we do partner with the school district and they have concerns about any one we assign to or remove from 
their schools. SRO’s often have a special rapport with the students, teachers, and administrators they 
serve. These relationships often take a great deal of time to develop. The SRO position is also one where 
when openings occur; the amount of officers who apply is limited. Several factors are causative such as 
a reduction in compensation and less time off in relation to being assigned to patrol.    
 
While these factors are not insurmountable, the Department feels to replace three SRO’s a year would 
be detrimental to the program.  
 
Motorcycle Section, Traffic Unit  
 
Officer assigned to the motorcycle section require expensive certification that only occurs once a year. 
The positions are unique in where the majority of the officer within the Department, would not want this 
assignment and the Department has had difficulty selecting officers for this position in the past and that 
trend is likely to continue to occur in the future.  



 

 
 
Other Specialized Positions 
 
There are several other specialized within the department that could be rotated with a reduced negative 
effect on the Department as opposed to those positions previously discussed. Warrant officers, DDACTS 
officers, community outreach officers and the lobby officer could all be rotated as suggested by Berkshire.  
 
The Department recommends establishing a committee to modify General Order 200.10, Personnel 
Assignments, to establish regulations and guidelines for periodic rotation of certain positions within the 
Department. The modification shall spell out lengths of service within the assignments and the 
procedures to replace them.  
 
 
 
 
 
 
  



 

Attachment S - 
Develop a Process for Warrant Tracking 
 
  
 
 

Revised Date: November 1, 2017 
 
2017 Update 
 
A warrant report has been drafted and will be distributed to supervisors on a bi-weekly basis. The report, 
is categorized by penalty category and can be a benefit to all divisions. CID supervisors will monitor the 
Class B and above warrants to ensure their timely service.  
 
The Department has had one round up day for absconders in 2017. The operation had limited success 
and was primarily geared toward municipal warrants with locations within the city. 
 
2016 Response 
 
The Berkshire Report identified the need for the Department to track warrants and their service for Class 
B and above warrants. If the statute of limitation arrives before the person is indicted, the case becomes 
un-prosecutable, making tracking important.  
 
In our current procedure, warrants are obtained and entered into TCIC/NCIC by the officer or detective 
working the case. If the warrant is obtained by a detective, it is originally their case and they monitor it 
until its service, including presenting it for indictment consideration by the grand jury before the statute of 
limitation runs out. Once the person is indicted, the statute of limitation requirement will have been met 
and the case will no longer be in jeopardy. 
 
If the warrant is obtained by a patrol officer, they usually make attempts to serve the warrant if the suspect 
is local or in close proximity to the city. It is often impractical for a patrol officer to make warrant service 
attempts to locations not in close proximity to our jurisdiction as it takes them away from their primary 
duty of patrol for an extended amount of time. In these cases, patrol officers forward the case to 
investigations where it is assigned to a detective who attempts to serve it and monitors its progress as if 
it were originally their case as outlined above.  
 
While this procedure is current practice, there is nothing written in a general order or standard operating 
procedure explaining the process. When examined, The Department found there were a large number of 
warrant not being tracked or assigned.  
 
As suggested by Berkshire, The Department agrees with their assessment that CID supervision needs 
to monitor and track outstanding warrants. In addition, the following is recommended: 
 
1.  Assemble a committee to examine the warrant procedures and best practices and modify a 
 general order or SOP to give clear definition of the procedures to be followed in the case of 
 serving and tracking warrants.  
 



 

2.  The crime analyst shall provide an outstanding warrant report to assist CID supervision in 
 monitoring the outstanding warrants. 
 
3.  The Department will have “warrant round up days” as necessary to reduce the number of 
 outstanding warrants and bring suspects to justice.  
 
With these corrective actions in place, the efficiency of warrant service should be increased and the 
amount of outstanding warrants should be reduced.  
 
 
 
 
 
 
 
 
 
 
 
  



 

Attachment T - 
Strengthen Relations with Civilians  
 
 
 
 

Revision Date: November 1, 2017 
 
2017 Update: 
 
We continue working to optimize Civilian/Sworn relations.  Of the below listed suggestions: 
 

• Mangers clearly communicating the importance of relationships:  This is best 
demonstrated by Chief Spires’ speech upon accepting his position as Chief of Police.  He 
specifically spoke highly of the need and importance of civilian employees. 

• A just completed survey indicates that approximately 70% of responding employee feel 
that relations between civilian and sworn staff are “about the same as this time last year.”  
Twenty five percent feel that these relationships have improved. 

• The decision has been made to reinstate ride along by civilian employees with patrol 
officers.  Additionally, a mechanism for having Field Training Officers observe civilian staff 
is being developed. 

Additionally, a Support Services Advisory Board is being developed to mirror the Patrol 
Division Advisory Board and address concerns of line civilian employees, a Jail staff 
member was recently added to the department’s Honor Guard. Our Civilian employees were 
encouraged to participate in National Night Out festivities. Three jailers, two dispatchers and a 
records clerk participated.  Animal Services employees will be encouraged to participate in future 
years. 
 
These steps will hopefully reinforce the Command Staff’s belief in the importance of positive 
civilian/sworn staff relations. 
 
2016 Update 
 
The Berkshire Advisors’ Report provides that civilian employees within the Police Department 
do not feel valued and respected by sworn officers.  The report identifies this problem as 
‘endemic’ to police departments, yet needs management attention. 
 
Berkshire credits the department with doing an excellent job of assigning civilians to perform 
duties that might be performed by sworn staff in other departments.  Berkshire further credits the 
department managers for valuing the work performed by civilians.  The report makes the 
following recommendations for improving relations between civilians and sworn staff: 

 



 

• Managers should clearly communicate the importance of improving these relationships. 
• Regularly conduct a survey to gather information on sworn-civilian relationships. 
• Sworn and civilian staff should have the opportunity to observe each other’s work 

environment. 

The department concurs that these relationships are critical to the operation of the department.  
The Support Services Commander will be working with these recommendations to develop the 
survey instrument and to assess an implement recommendations based upon this survey.  
Support Services ride-alongs have been limited due to increased hazards for police officers.  
This may be implemented in short order.  The Support Services Commander and the Patrol 
Commander will be working on a mechanism to increase classified observation of civilian duties. 
 
In addition, the department has increased the number of training hours approved for civilian staff.  
The civilian supervisors have attended a supervisors’ course to improve their effectiveness with 
their staff.  The management has also sought to correct problems associated with reports (See 
Attachment C) and jail safety.   
 
 
 
 
 
 
 
 
 
 
 
  



 

Attachment U - 
Modify Internal Affairs Practices 
 
 
 
 

Revised Date: November 1, 2017 
 
2017 Update 
 
The Berkshire Study made two recommendations to strengthen the Professional Standards function: first, 
ensure that all citizen complaints are documented; and second, establish a protocol for using an outside 
investigator to handle complex, sensitive internal investigations. 
 
As noted in the original 2016 response, the department has established an intake and screening process 
that ensures that complaints received by the department receive proper attention. Complainants are not 
required to appear in person; contact Professional Standards directly; swear out their complaint under 
oath; or agree to certain investigative techniques to have their complaints accepted. Additionally, 
complaints received anonymously or without a signed statement are reviewed to determine if the 
department has standing to serve as a complainant in the case. These procedures ensure that 
department employee conduct is in conformance with expectations. 
 
The department continues to disagree with the recommendation that outside entities take charge of 
complex and/or sensitive internal investigations. The reasons for this are adequately addressed in the 
2016 response and include that outside agencies may be unfamiliar with procedures required under Local 
Government Code 143; and the assertion that the department’s Professional Standards Division 
conducts competent and objective investigations. 
 
In reviewing the department’s policy on internal investigations, General Order 300.02, Discipline, the 
department concedes that while the investigations conducted and discipline administered are proper, the 
procedures as written should be streamlined and simplified. This policy rewrite will be undertaken as 
part of a department-wide review, revision and reissue of the policy and procedure manual. The 
anticipated start date will be January, 2018 with an expected July 1, 2018 completion date. 
 
2016 Response 
 
The Police Department Utilization and Staffing Study recommends that the department strengthen 
internal affairs operations. First, the study recommends that the department should ensure that all 
complaints by citizens are documented. Second, it was recommended that the department should 
establish a protocol for using an outside qualified investigator (for example, the Texas Department of 
Justice, an outside law firm specializing in personnel investigations, or an investigator with appropriate 
expertise who is a retired police officer) to conduct complex, sensitive investigations. 
 
The investigation and resolution of complaints against officers is crucial in earning and maintaining the 
respect of the citizens we serve and the officers and civilians employed by the department.  The Pearland 
Police Department is accountable to everyone regardless of their opinion of us and we are obliged to 
insure that employees operate within the confines of the law and according to policy. When an allegation 



 

of wrongdoing is made, the alleged violation must be investigated swiftly to exonerate the officer or correct 
misconduct (as applicable). 
 
The department has a policy, General Order 300.02, Discipline, that states that complaints can be made 
in person, by telephone, by e-mail or by written statement.  No employee shall attempt to discourage, 
interfere, or delay an individual from making a complaint. Complainants are not required to: 
 

• Appear in person. 
• Make their complaint directly to the Professional Standards Division. 
• Swear under oath to the truthfulness of their complaint. 
• Agree to participate in certain investigation techniques to have their complaint accepted. 

Additionally, persons may choose to call in or email the department an anonymous complaint.  
Department procedure recognizes that an anonymous complaint may bring to light a situation in which 
an employee did violate an established policy or procedure. In such cases, the absence of a signed 
statement does not negate the department’s responsibility to investigate the complaints. In many cases 
the department may have standing to file a formal complaint based on anonymous information if that 
information brought to light an incident involving employee misconduct for which the department has 
standing to serve as a complainant. 
 
The study recommends that all complaints be documented, even those received by phone or in person, 
for which the complainant refuses to provide a written statement or those that do not allege misconduct 
but instead may involve a mistake of law or misunderstanding of police procedure.   
 
The department has established a screening procedure that empowers supervisors to either intervene 
and correct employee misconduct for minor incidents or educate complainants on police procedure or 
the law.  Complaints handled in this manner are handled through a type of supervisor mediation. 
 
Under informal supervisor mediation, the complainant is advised that the officer’s supervisor will be made 
aware of the alleged incident and will be asked to take corrective action, if appropriate, in the form of 
counseling or training. The complainant is not required to provide a statement and no formal entries into 
the department’s complaint tracking module are created.  This type of direct supervisor/subordinate 
mediation and education initiative encourages supervisors to hold subordinates accountable and ensures 
that corrective action is taken contemporaneously to the alleged violations. 
 
Alternately, if a complaint is the result of a citizen’s misunderstanding of the law or police procedure, 
supervisors are encouraged to educate citizens.  If the complaint involves a disagreement with the validity 
of a traffic ticket or charges filed in a criminal case and does not allege any misconduct by the involved 
employees, supervisors explain to the complainant that the appropriate venue to dispute tickets or 
charges is the court of record.  
 
Texas Government Code 614.022, Complaint To Be In Writing And Signed By Complainant, specifies 
that to be considered by the head of a state agency or by the head of a fire department or local law 
enforcement agency, the complaint must be: (1) in writing; and (2) signed by the person making the 
complaint.  All complaints for which a complainant meets this requirement are documented in the 
departments’ Citizen Complaint Module and assigned out for investigation.  
 
The department strives to ensure that complaints of employee misconduct will be properly handled and 
employees will be held accountable if they are found to have engaged in misconduct.  Investigations are 
carried through to their logical conclusion and in instances where a signed complaint is received 



 

complainants are notified of the disposition of the internal investigation.  By doing so, the department 
maintains public confidence in its internal corrective measures and protects the rights and interests of its 
employees. 
 
In addition, the study recommended that the department establish a protocol for using an outside qualified 
investigator to conduct complex, sensitive internal investigations.  The department disagrees with this 
recommendation.  The department maintains that an outside agencies, regardless of local, state or 
federal affiliation, are reluctant to perform an administrative investigation and often seek only to review 
cases to determine if possible criminal charges may be filed.  Additionally, an outside investigator may 
not be familiar with Local Government Code 143 requirements in regards to discipline. 
 
The department recognizes that in the current state of affairs there may be a time in the near future when 
the department will become involved in a situation with local and national implications, such as the 
shooting of a person of color. In such cases, the department would welcome the involvement of an outside 
entity such as the Brazoria County District Attorney’s Office, Texas Rangers or the FBI.  This involvement 
would be limited to ‘shadowing’ or conducting a concurrent investigation with the department’s internal 
affairs division.   
 
The department will not cede the authority to manage or discipline its employees to an outside agency.  
The department maintains that its internal affairs unit conducts objective and competent investigations 
which the general public and members of the department accept as trustworthy and credible. The 
department is unable to vouch for the veracity of an outside agency’s investigation or the competence of 
outside agency personnel. 
 
 
 
 
  



 

Attachment V - 
Modify Take Home Car Policy  
 
 
 
 

Revised Date: November 1, 2017 
 
2017 Update 
 
The police department provided information to City Council regarding the Police Take Home Vehicle 
program.  The City Council provided direction on the matter and this input was included in a revised City 
of Pearland policy 3.07.  This policy has not yet been adopted.  Council also authorized the purchase of 
8 additional marked patrol cars for this program, during the FY17 mid-year budget 
 
Based on Council decisions, the new policy indicates that all patrol division sworn personnel (excluding 
those assigned to the special operations squad) who have completed their probationary period are 
eligible to take a marked police vehicle home so long as they live within the ETJ.  Those who currently 
live outside of the ETJ and are currently taking home a car will lose that privilege over time.  The least 
two senior officers outside the ETJ will lose cars until all are back in the ETJ. 
 
Those personnel assigned outside of the patrol division will be permitted to take home their assigned 
vehicles, so long as they live within Harris, Brazoria, Galveston, or Fort Bend counties and do not reside 
more than 40 drivable miles from the Police Station.   
 
2016 Update 
 
An extensive white paper was written on the patrol take home car program at the beginning of the year.  
The Pearland Police Department’s Take Home car policy has been modified several times in the last 13 
years. When the program was first initiated in the 1990s, all officers were assigned a car to be taken 
home, regardless of their place of residence.  This new policy only affected officers as supervisors had 
been receiving take home cars since the 1980s.  In 2004, the program was changed and those who had 
cars were grandfathered into the program.  From 2004 on, the plan was to add one patrol take home car 
for every five officers hired.  Officers who were in specialized positions (such as CID, K9, Motors, CVE, 
etc.) continued to be assigned cars they could take home.  In addition, personnel who were promoted 
who did not have a car prior to the promotion were also provided a car that could be taken home.  During 
this time period, a circle existed, which was a set distance from the PD at 2703 Veterans.  Any new cars 
assigned, had to stay within that circle. In 2010, when the PD moved to Cullen, the circle moved and 
thereby officers who lived in the circle before, no longer did.  When this occurred, the PD was directed to 
continue to allow those not in the circle to take home cars. Then another change was made 
grandfathering all personnel again and only allowing newly assigned vehicles to go to officers to either 
live in the city or the ETJ.  During the City Council early input meeting of 2016, Council gave direction to 
pull back two take home patrol cars that were outside the City/ETJ, back into the city and to reassign 
them to personnel who have worked with the city for at least 5 years and who did not have a take home 
car.  This decision did not alter officers working in specialized positions or supervisors.  As of the start of 
FY2017, this describes the current program. 
 



 

The Berkshire report outlines numerous reasons take home cars are beneficial, including:  increased 
utilization of patrol staff, incentive to live in the city, decreased operational costs per mile, improved officer 
response to major emergencies, improved response to high priority calls-for-service, and increased 
department visibility.  The department concurs with all of these reasons.  Berkshire goes on to state “The 
department should modify its take home car program so that all officers who drive marked vehicles and 
live within the city limits of Pearland receive take home cars.”  Berkshire points out several issues they 
believe are problems with Pearland’s current running of the program, including:  creating a “haves” and 
“have nots”, take home cars are generally newer than shared cars, some officers who live in the city do 
not have cars while those who do not live in the city do have cars, and the five year requirement is 
arbitrary. 
 
Given the changes to the program over the years, the larger staff of the police department and the 
considerations Berkshire discusses, the department recognizes the need for a change to the program.  
However, the department disagrees some of the recommendations in the Berkshire study.  If Council 
chooses to adopt the Berkshire recommendations, the department would request three specific changes. 
   
First, the department feels in addition to the officers living within the city limits, the boundaries for the 
program should include the ETJ.  Everything within Pearland’s ETJ will at some point be annexed.  If the 
presence of the police cars helps provide a calming or deterrent effect, this can help improve the quality 
of life in those areas as well.  The less issues annexed, the better.  Second, the department feels limiting 
the take home cars to only marked units provides a disincentive to personnel to perform specialized 
functions within the police department.  For example, if an officer knew going from patrol to CID meant 
he/she would lose a take home car, the officer would be discouraged to help in the other position.  Third, 
no officer should be permitted to take a car home until after completing their probationary period.   
 
Should Council choose to recommend the Berkshire report as described, with the department’s additional 
requests included, the City would need four additional marked police cars to provide a marked unit to all 
eligible officers in FY2017.  While it is difficult to forecast for future years, especially since more officers 
will likely choose to live in the city to gain the take home car incentive, at this time four additional vehicles 
would be needed in FY2018 beyond any replacements or vehicles for new hires.  If these changes are 
adopted, the City of Pearland employee handbook policy 3.07 should be updated to include these 
changes for clarity.  Absent any further direction, the PD will continue to run the program as directed in 
the City Council Early Input discussion. 
 
 
 
 
 
 
 
 
 
 
 
 
  



 

Attachment W - 
Renegotiate SRO Contract  
 
 
 
 

Revised Date: November 1, 2017 
 
2017 Update 
 
The FY2018 SRO contract was negotiated by the Purchasing Department in Finance. While the contract 
did provide additional funds for equipment and supplies, the contract did not address the number of days 
of compensation provided by the School District.  This will continue as a FY2019 Goal. 
 
2016 Response 
 
Berkshire Advisors report also included a recommendation on the Student Resource Officer Program.  
(Berkshire 11-7)  This program has been in effect for over 20 years.  It has been universally successful 
in many areas including but not limited to the following: 
 

• Establishes a proactive and highly communitive relationship with PISD 
• Creates an environment for children to meet and establish a positive relationship with a police 

officer 
• Over the last 20 years officers have established thousands of positive relationships with students 

and hundreds with school staff.  These relationships are invaluable to our community policing 
effort and are a major reason we have the support of our community 

• PPD officers are highly trained and have years of experience before transferring to an SRO 
position 

• Having PPD officers establishes a necessary gap between law enforcement and school 
administration.  ISD police officers in some jurisdictions can get into situations where they are 
enforcing “house rules” and not laws because their supervisors are civilians 

 
The Pearland Police Department nor Berkshire Advisors are suggesting we change the program.  
However, they suggest we renegotiate the contract.  We highly recommend our officers take all their 
time off and attend training during the summer as not to place a burden on the school or us to fill their 
position.  This results in the officers being off most of the summer when we are paying their salary.   
 
The police department has negotiated these contracts in the past, however, any substantial changes 
should be discussed between senior management with the City of Pearland and PISD.  We would be 
glad to serve as a liaison in these negotiations and provide any information requested.   

 
 
 
  



 

Attachment X - 
Civilianize Select Positions 
 
 
 

Revised Date: November 1, 2017 
 
2017 Update 
 
The department continues its belief that the Training Officer position should be a sworn officer, for the 
reasons delineated in the 2016 update.  An administrative assistant for this position was requested in the 
FY 2018 budget, however, this position was not funded.  One of the Crime Scene Investigator positions 
was vacated due to a promotion.  This position was filled by an existing civilian employee.  The idea 
of this pilot programs is to evaluate the effectiveness of using non-sworn employees in the role of Crime 
Scene Investigator.  This assessment is ongoing. 
 
In the mid-year FY 17 budget, the department’s command staff was increased with the addition of a 
second Assistant Chief position, and the modification of the Administrative Lieutenant to a Captain’s 
position.  This fills the Chief’s command staff along the guidelines of the 2016 update below.  Also, a 
business manager was hired in the FY 17 budget and has proven an invaluable asset to the 
department. 
 
2016 Update 
 
The Berkshire Advisors’ report suggests that “in general, civilians should fill police department positions 
unless an affirmative case can be made that sworn officers are needed.” (Berkshire, IV-8)  The lower 
cost of employing civilians is cited as one of the primary reasons.  The higher costs of training and 
recruitment is also cited. 
 
Berkshire establishes a framework to assess which positions should be filled by sworn officers and which 
positions should be filled by civilians.  The following conditions are considered: 
 

• Whether the position requires the law enforcement powers of a sworn officer; 
• Whether the skills, training, and experience of a sworn officer are needed to effectively perform 

the job duties; and 
• Whether or not the benefits to the citizens and/or the department outweigh the costs. 

Berkshire systematically removes from consideration those positions which “unambiguously” require 
sworn personnel. In evaluating these positions, the report examines the following factors: 
 

• Credibility – in some cases, assigning a sworn officer to fill a position provides the credibility 
needed to effectively perform the positions job requirements. 

• Operational Knowledge and Experience – for some positions, the operational knowledge and 
perspective of a sworn officer is helpful in performing job duties.  The need for operational 
knowledge should outweigh the costs. 



 

• Leadership Development – In some instances, while a sworn officer is not needed to fill a 
position, assigning a sworn officer is helpful in developing the skills of a future leader.  This is 
done when the best way to develop expertise is by performing the duties on a day-to-day basis. 

The Berkshire report assesses job classifications that were determined to lack unambiguous 
requirements for sworn personnel.  Three of these job classifications, Training Officer, Crime Scene 
Investigator, and Support Services Captain, were considered to be candidates for civilianization.  While 
Berkshire identifies these positions with potential for civilianization, the report does not provide a cost 
analysis indicating whether or not the cost savings were significant enough to warrant the transition.  The 
report recommends civilianization through attrition. 
 
Training Officer  
 
The current training officer is a 28-year veteran of the Pearland Police Department.  He currently is in the 
11+ year step of the Pay Classification Plan.  He serves as the Senior Firearms Instructor as well as 
holding certifications in Intermediate Weapons and Defensive Tactics.  He attends regular training to 
maintain these certifications as well as receiving training as a Training Coordinator through TCOLE.  He 
is also a member of the Pearland S.W.A.T. team and tends to the continued training of that unit.   This 
officer completes the department’s training calendar, coordinates with numerous training providers, and 
serves as a fill-in instructor when a scheduled instructor has a conflict. 
 
The department supports the continued use of sworn personnel in this area for three reasons: 
 

• Berkshire identifies as a factor the skills, training, and experience needed to effectively perform 
the job duties.  This position must maintain a high level of training received and have a broad 
foundation of expertise in order to effectively evaluate the training provided by other trainers and 
to effectively fill in when needed. 

• Berkshire identifies the credibility needed to effectively perform the duties.  Credibility is a critical 
factor for any instructor, particularly in a law enforcement setting.  This is also a critical factor 
when interacting with surrounding agencies and with TCOLE. 

• This position has a high level of visibility for the Pearland Police Department.  This is not an entry-
level position as the person selected must have a proven track record of performance and 
credibility.  It is essential that the Chief of Police have faith that the person that holds this position 
is not only a positive ambassador for the department, but that this person is committed to the 
mission and philosophy of the department. 

The training officer position should be supplemented by an Administrative Office Assistant, even if on a 
part-time basis.  There are a number of record-keeping and record-maintenance duties that can be 
performed to increase the effectiveness of the Training Division. 
 
Crime Scene Investigator 
 
A number of large police agencies have transitioned from sworn Crime Scene Investigators to civilian 
personnel.  Berkshire supports this transition for the Pearland Police Department.  Again, there is not a 
cost-analysis supporting this transition.  Currently, there are two 11+ year police officers and a 7+ year 
police officer performing these duties.   
 



 

• Recent research by the police department indicated that an entry-level civilian would require a 
salary comparable to a first year officer.   

• These positions also require a great deal of training, although savings for firearms qualification 
could be realized. 

• Sworn officers would still be required for the safe transportation of weapons and narcotics for 
testing or destruction. 

• The Brazoria County District Attorney supports the use of sworn-personnel due to courtroom 
credibility. 

Transitioning to civilian personnel through attrition can be accomplished.  The department does not 
recommend elimination of sworn Crime Scene Investigators; however, the department does support 
replacing a sworn employee with a civilian through attrition to evaluate the effectiveness of a civilian 
program.  
 
Support Services Commander   
 
The Support Services Commander is a Command Staff position which currently has administrative 
responsibility for Dispatch, Records, Jail, and Animal Control; comprising 60 personnel.  Additionally, this 
position is responsible for the development and administration of the police department’s $26.4M budget.  
The position is currently held by a Police Captain in the 3+ year step of the Pay Classification Plan.  The 
incumbent has 26+ years of department experience.  Berkshire does not make a recommendation 
regarding the potential savings for this position; however, the report does suggest that civilianization 
would allow the Police Chief more latitude into the composition of the Command Staff.  Historically, the 
department has rotated Captains through this position as a personnel development tool. (See Attachment 
D – Succession Planning)   
 
The Police Department does not support the civilianization of this position for a number of reasons: 
 

• Operational Knowledge and Experience – The operational knowledge of a number of areas of the 
Police Department, including sworn areas, is critical to optimize the interoperability of this 
administrator. 

• Leadership Development – This position helps expand the operational knowledge of Command 
Staff members, exercising oversight of every aspect of the department.  

• Employee Satisfaction – The study indicated that civilian personnel did not feel valued by sworn 
personnel.  Maintaining a sworn commander as an advocate for civilians is important in reversing 
this trend. 

• While Animal Services Officers are not sworn, they do perform an enforcement function.  Animal 
Services cases frequently result in Criminal Investigations Division involvement.  The sworn status 
of the administrator is important to provide the background of the enforcement function as well as 
to coordinate efforts between sworn and non-sworn personnel.  Additionally, Animal Services has 
a highly political profile and insulation from political pressure is important. 

• Civilianization of a Command level position for the purpose of providing the Chief of Police more 
latitude in selecting his Command Staff, may run counter to the purpose of Civil Service, insulating 
the Police Department from political influence, as stated in LGC 143.001. (See Lee v. City of 
Houston, 807 S.W.2d 290 (Tex. 1991)) 



 

The Police Department does support the establishment of a Business Manager position to assist in the 
management and administration of the department’s budget.  This responsibility can detract from the 
administration of the other areas of the department. (See Attachment CC) 

 
 
 
 
 
 
  



 

Attachment Y - 
Increase Deployment of AEDs 
  
 
  
 

Revised Date: November 1, 2017 
 
2017 Update 
 
This continues to be a low priority due to the current utilization of our AEDs.  In the past year, they have 
only been utilized two more times.  Neither resulted in a life saved.  A discussion with the Pearland 
Volunteer Fire Department revealed that their organization may try to purchase additional AED’s for 
deployment in police vehicles, but that would be outside of the police department’s control.  The police 
department did not request additional AED’s in the FY18 budget.   
 
2016 Response 
 
The Berkshire study recommends that the police department increase the number of AEDs that are 
deployed in police vehicles.  They mark this as a “Low” priority.  This recommendation is based on “best 
practices” and studies that Berkshire has read.  There is no doubt that in some life or death 
circumstances, the presence of an AED can save a life.   
 
In September of 2014, the Pearland Police Department deployed 20 AEDs to the patrol division as 
described in a Thursday packet from March 16th, 2016.  According to the memorandum, the AEDs had 
been used four times in the first 18 months of deployment.  Of those four uses, one was found to be 
helpful with regard to CPR, but in none of the cases could there be considered any “saves” from use of 
the AEDs. 
 
The department has since trained all officers in the department on the use of an AED, however only these 
20 remain available for use.  The memorandum concludes that at that point in time, the number in the 
field appeared sufficient, given the low frequency of deployments.   
 
The Zoll AEDs that are used by the City cost roughly $1,300 each.  Each AED comes with a 5 year 
warranty, however according to their sales representatives, many are used well in excess of 10 years.   
 
In order to fully deploy the AEDs in the field, approximately 100 additional AEDs would be needed.  This 
would be a cost of approximately $130,000.  Whether or not to increase their deployment is very much a 
budgetary consideration, as so far our real life use has yielded no success.  Another possible source of 
funding could be donations or grants.   
 
The Police Department is not opposed to an increase in the number of AEDs and with the most recent 
training is in a good position to deploy them, but understands their purchase costs are in competition with 
other needs throughout the city. 
      
 
 
  



 

Attachment Z - 
Increase Patrol Staffing  
 
 
 
 

 
 
Revised Date: November 1, 2017 
 
2017 Update 
 
The department did not meet the targeted patrol staffing level of 81 personnel by the end of FY17.  As of 
writing, the department currently has only 71 patrol officers.  This shortage is due to having 1 officer on 
military leave, 3 newly hired officers in the FTO program, 3 personnel assigned as Cadets, and 4 
openings.  The department experienced heavy turnover in the first half of 2017 with officers retiring(1), 
resigning to take private sector jobs(4), and some being terminated (2).  While patrol has taken the brunt 
of the lower staffing levels, the department is currently fully staffed in all specialized divisions, squads, 
and units, other than 1 assignment in the Criminal Investigations Division. 
 
At the beginning of 2017, the department took many of the bold steps previously listed to reduce response 
times through avenues other than just hiring more personnel.  While the department still needs to increase 
patrol staffing levels, using data driven approaches and deployments we have been able to accomplish 
a significant reduction in response times, especially to the highest priority calls.  This was done without 
the projected heavy use of overtime to cover for long term absences.  
 
The department has placed upon itself the challenging goal of responding to at least 90% of the Priority 
1 calls it receives in 6 minutes or less.  Priority 1 calls are the highest levels of emergency calls.  Response 
times are calculated from the moment a call is received in dispatch to the arrival of the first police officer 
at the scene. The Berkshire Study revealed the 90th percentile of Priority 1 calls were being answered by 
the Police Department in 8.9 minutes or less. This was unacceptable to the department. Berkshire also 
revealed the response times to Priority 2 calls, those include in-progress property crimes and/or a threat 
to human welfare were being responded to in 15.9 minutes or less 90% of the time. In order to receive 
90th percentile response times of 6 minutes or less, Berkshire noted the department would need at least 
87 officers in patrol. It currently has 70. The police department is utilizing Crime Analysis information 
to determine trends in demand for police services.  Future staffing levels will be determined by 
the demand for police services and the Patrol Division ability to respond to this demand. 
 
In January of this year, the police department changed its patrol districts and added beats, this was the 
first major change in districting in over 20 years. The purpose of this change was to spread out responding 
personnel based on travel times and space. This was done following an extensive evaluation of response 
times by location and time of day. The new districts/beats spread the officers out over a wider range of 
areas within the City. A new 10am-10pm shift was also created to help provide extra coverage during the 
busiest time of the day. The department has removed routine roll calls, they are now done in ad hoc 
locations and only on an as needed basis.  Officers with take-home cars are able to respond directly to 
their assigned beats, without a need to come to the station.  The automatic vehicle location system 
ensures personnel are where they need to be at the start of their shift.  In addition, the department 
evaluated priority classifications to ensure that there is consistency and accuracy in dispatching and 



 

record input. The primary driving force behind these changes was to bring down the response times to 
Priority 1 calls for service.   
 
Moreover, we have worked with IT to provide remote video upload locations. The first successful upload 
location has been set up at the Pearland Parks & Recreation Natatorium and Recreation Center. The 
location has worked well and is serving as a blue print for additional locations. The officers’ presence has 
also led to additional benefits to direct safety and welfare at this City facility. Overall, our objective is to 
maintain police presence visibility throughout the community in the best possible locations as 
much as possible.  The combination of technology, pre-planning, dedication of line staff, and daily 
management is achieving that objective.  
 
An analysis compared the first six months of response times from 2017 to the first six months of response 
times in 2016, prior to the changes in districts and shift times. The results have been initially impressive, 
especially given there were fewer patrol officers on the street this year than the same time period last 
year due to turn over. The 90th percentile response time for Priority 1 calls decreased nearly 20% 
from the prior year’s six months, down to 6:34 minutes.  The 90th percentile measure is more 
aggressive and complete than a mean or median.  Please keep in mind that the times represent complete 
response time from the call being received in dispatch to the first unit arriving at the scene.  That includes 
taking caller information, dispatching, and travel time. 
 
 

Priority 1 Calls 2016 (Jan-Jul) 2017 (Jan-Jul) 

Median Average 4:06 3:32 (-14%) 

Mean Average 5:28 4:09 (-24%) 

90th Percentile 8:09 6:34 (-19%) 

 
The below graph chart represents the minute by minute response times for Priority 1 calls: 
 

 



 

 
While the main purpose was to bring down Priority 1 response times, the department has also seen a 
substantial drop in response times for Priority 2 calls as well. Priority 2 calls require a high urgency 
response and may or may not include the use of emergency equipment. The 90th Percentile response 
time in the first half of 2017 went down nearly 20% as well to 10:44.   
 
 

Priority 2 Calls 2016 2017 

Median Average 6:16 5:29 (-12.5%) 

Mean Average 8:08 6:32 (-19%) 

90th Percentile 13:10 10:44 (-18%) 

 
 
The below graph chart represents the minute by minute response times for Priority 2 calls: 
 

 
 
 
 
MOVING FORWARD 
 
The department is continually evaluating response times and is looking for ways we can better deploy 
resources. One such method is a constant evaluation of Priority 1 response times. Every citizen call for 
service that does not meet the goal of 6 minutes, is evaluated by a team of personnel to evaluate why 
the goal was not met.  
 
There are a number of other operational and technology enhances we are working on. The department 
is working with IT, Fire, and Public Works to deploy a second remote upload location. There is hope this 
will be active by the end of the calendar year. Personnel from City Hall are working to introduce 
Executime, which the department believes will further reduce the amount of time personnel spend away 



 

from their Beats by allowing them to remotely work on payroll. IT continues to try and work on electronic 
tickets with the courts and PD. Finally, the upcoming addition of 8 more take-home fleet patrol cars will 
likely positively impact response times as officers are more often in police cars 
 
2016 Response 
 
The Berkshire study states “First, the primary driver of patrol staffing needs in Pearland is not the volume 
of calls handled but the time required to travel to calls.  To achieve desired response times, therefore, 
patrol officers will need to exhibit significant patrol discipline.”  The report states the response time to 
priority calls for 90% of the calls is 8.9 minutes or less.  This is considered unacceptable by the Police 
Department.  In order to achieve response times for 90% of the priority calls at a time period of 7 minutes 
or less, the study states the patrol division needs 82.28 patrol officers.  In order to arrive within 6 minutes, 
87.12 patrol officers. 
 
In order to achieve these numbers, Berkshire recommends some staffing changes that the department 
disagrees with, those discussions are contained in different Attachments regarding those specific 
positions.  Berkshire correctly identifies the need to better address staffing levels to account for non-
discretionary expected absences.  While the police department is able to manage vacation, designated 
holiday, training or compensatory time use, it is less able to manage certain expected leaves which fall 
outside the department’s ability to schedule them.  These absences are generally “short term”, being less 
than 90 days, but often include issues such as FMLA, light duty, military leave, paid administrative leave 
or unpaid leave.  Berkshire states “…it is cost effective to use overtime for a large portion of the sworn 
staffing needed to account for expected absences.”  Berkshire provides ample information on the subject 
in their Appendix F of their report.     
 
In reviewing the study, the department notes Berkshire provides guidance on the number of officers to 
be deployed, based on the current squad schedules.  They do not however address where to deploy the 
personnel.  During meetings with Berkshire, likely future deployment strategies were discussed with the 
advisors and during those interviews they seemed to favor the likely changes.  Those potential changes 
were not reflected in their study and would certainly have impacted their recommendations.  Working with 
the crime analysis we were able to ascertain geographical maps indicating the locations of our slowest 
response times, areas of highest call volume and the busiest times of day.  At the time the ideas were 
presented, they were in their infancy, but we anticipate these changes will soon be ready to go into effect.  
Changes to the operations within patrol that should help reduce response times starting in January 2017 
will probably include: 
 

• Increase in patrol officer staffing from 70 to 77 personnel. 
• Increase in DDACTS units from 2 to 4 personnel. 
• Adding a crash investigation officer during peak crash periods. 
• Removing an 8am-8pm shift and adding a more heavily staffed 10am-10pm patrol shift (the 

busiest call volume of the day). 
• Redistributing other patrol personnel based on call volume between the other shifts. 
• Changing District boundaries, going from 5 to 3. 
• Adding Beats within Districts to more evenly distribute patrol personnel based on call volume, 

historical response times, population, miles of roadway and other considerations. 
• Working with partners in IT to provide video upload capabilities from locations other than the PD 

parking lot, thereby keeping patrol officers in district more often. 



 

• Working with partners in FD to find space in FD city facilities to work on reports, print affidavits, 
etc.  This should also help keep officers in districts during more times of the day. 

• Increased measures strengthening patrol discipline as described in Attachment N. 
• Also, currently planning calls for all four new positions being granted in FY2017 to be assigned to 

patrol. 
• Increased use of overtime for expected absences with regard to FMLA, light duty, military leave, 

paid administrative leave or unpaid leave. 

Based on the above expected changes, the Pearland Police Department hopes to decrease our response 
times and provide a higher level of service to our citizenry.  The department should be able to increase 
patrol staffing up to 81 personnel by the end of FY 2017, which is less than 2 personnel shy of Berkshire’s 
current recommendation.  While this is slightly off from the number of personnel Berkshire states are 
needed to achieve response times of 7 minutes or less to 90% of emergency calls, the additional 
technological and process changes are believed to have the ability to increase efficiency and 
effectiveness.  The longer term goal will be the 6 minute response times.  The department will continue 
to evaluate and adjust as necessary to improve response times and will make the appropriate 
supplemental requests to approach recommended patrol staffing in the FY2018 budget cycle.   
 
The Pearland Police Department agrees in part with Berkshire’s report.  We believe the current fiscal 
year’s staffing levels, combined with the changes outlined above, will be sufficient to provide a higher 
level of service within patrol.   
 
  



 

Attachment AA - 
Redeploy Crime Scene and Fraud 
 
 
 

Revised Date: November 1, 2017 
 
 
2017 Update 
 
In July, a crime scene investigator (CSI) was promoted to sergeant and left the team. As a result, we 
were at a crossroads of how to fill such vacancies both then, and in the future.  
 
It was decided to reclassify the property room attendant into a crime scene technician. The process is 
allowing the Department to evaluate the transition from a position that has been traditionally filled with a 
police officer, in our Department, to a civilian. The change is also permitted the Department to delay the 
transfer of a police officer from patrol who was still experiencing significant staffing shortages. Training 
is in progress and if the change is successful, the fourth open crime scene position may also be filled 
with a civilian, saving another classified position for patrol duties and slightly further reducing costs.  
 
Changes have been implemented in case assignment to the fraud investigator position and the 
investigators clearance rate has risen slightly over 1 percent. It is the belief of the Department while the 
clearance rate in these types of cases is low, it is a service issue to the public and discontinuing 
investigating these types of cases would be detrimental our relationship with the community.  
 
2016 Response 
 
The Berkshire Study suggested that two of the three crime scene investigators and the investigator 
working fraud cases be reassigned to patrol to help increase staffing in that area. The recommended 
these adjustments stating there were insufficient call outs for crime scene investigators and a low (5%) 
clearance rate for fraud type offenses.  
 
Crime Scene Investigators 
 
The Department began to examine our process of determining the number of callouts as we were   
skeptical of our own numbers we provided to Berkshire. The result of our inquiry found the numbers only 
included call outs when CSI’s were off duty and not calls to scenes while they were working. The tracking 
has been corrected and as a result, we have seen a 66% increase in call outs by CSI.  The Department 
also realizes we could do a better job encouraging patrol officers to contact CSI’s for evidence collection, 
allowing them to return to patrol duties sooner.  
 
Additionally, the study did not include the supplementary duties that crime scene investigators perform 
and the extended hours the public and the Department is served by having a third investigator working 
evening shift type hours.  
 
The additional duties are as follows: 
 



 

• Processing and preserving submitted evidence including supplementing each case. 
• Transferring evidence to regional laboratories  
• Transferring evidence to include narcotics, firearms and other contraband to the Harris, Brazoria, 

and Ft. Bend Counties laboratories and District Attorney’s Offices.  
• Tracing of all Firearms seized into the ATF Trace Request Webpage.  
• Complete property hearing requests to the justice courts and presenting during hearings of 

deputed property or items no longer required being stored in the evidence room.  
• Responsible for sending and reviewing disposition evidence tracers to identify evidence that is no 

longer needed to be maintained. Each year over 5500 are reviewed. 
• Deliver 1000 lbs. of discarded property annually for incineration in Chambers County. 
• Responsible for filling n for the property clerk when absent. 
• Assisting property clerk with burning hundreds of evidence CD’s to disks per quarter and this is 

expected to increase as body camera’s come on line.  
• Releasing property to officers or citizens.  
• Forensic downloads and examination of cell phones, computers and other electronic devices. 

  
The Berkshire Study also suggested the crime scene officers that were reassigned to patrol could still be 
responsible for crime scene while at work and on call while off work.  This idea is impractical for several 
reasons. An officer assigned to crime scene while on patrol could be on his days off, vacation or 
compensatory time or otherwise unavailable.  
 
The officer could have made an arrest, be at a surrounding agency picking up a prisoner and be 
unavailable. There are many scenarios which could affect the officer’s ability to respond to a need.  
 
Officers in patrol, off duty and on call for CSI would be reluctant to take on that assignment as the call 
requirement is extensive. The Department could obviously require the officer to comply but at what cost? 
The officer’s performance would likely be downgraded due to their dissatisfaction.   
 
It is the Department’s belief the crime scene investigator position if of great importance. Juries expect 
exceptional crime scene evidence as they are very familiar with CSI type television shows. The 
Department’s crime scene officers have received accolades form the Brazoria County District Attorney’s 
Office and have been instrumental in assisting in the successful prosecution in numerous major cases. 
The Department feels that a reduction in staff in this area would be detrimental to the Department and 
the public we serve.  
 
Fraud Investigator Position  
 
Berkshire suggests that the Fraud position should be eliminated and the position be transferred to patrol 
due to the low solvability of fraud type offenses. The Department agrees in part but cannot support a 
paradigm shift that ignores a significant harm to our citizens and the discontinuation of addressing fraud, 
would negatively impact the community view of our Department. 
 
Before the Berkshire study, the Department had reduced the number of detectives in fraud from two to 
one. A plan was also implemented to assign the fraud detective to on-line reporting which is projected to 
reach 446 reports for this fiscal year. Additionally, the fraud detective is assigned call in reports which 
accounts for approximately 75 cases a year. The last part of the redesign implementation is for the 



 

property detective supervisor to closely monitor fraud cases and only assign those with a “high solvability 
factor.” The last part of the approach is set to go into effect October 1st. 
 
The Department suggests continuing their current direction in utilizing the fraud investigator position.  
 
 

 
 
 
 
 
  



 

Attachment BB - 
Increase Support Services Staffing 
 
 
 

 
 
Revised Date: November 1, 2017 
 
2017 Update 
 
Communications staffing was partially addressed in the FY2018 Budget.  Two additional positions 
were added at the mid-year mark of the 2018 budget.  Two additional positions will be requested in 
the 2019 budget and this will continue until we meet the NENA recommendations of 5 per shift.  
Additionally, One Jail position was addressed in the FY18 budget (at midyear).  An additional Jailer 
position will be requested in FY19 which will bring the Jail to the below determined staffing levels.   
 
An additional Records position will be requested in the FY19 budget, which will bring staffing to the 
recommended levels.  Additionally, the need for a full time “Custodian of Records” position has become 
apparent.  Currently, the Support Services Supervisor and the Jail Manager, both supervisors, spend a 
large portion of their time filling subpoena, FOIA, and other public information type requests.  The addition 
of a position to address this full time would delegate this responsibility, freeing up both supervisors to 
focus on supervisory issues. 
 
The additional Animal Services position did not make the FY2018 budget and will be submitted in the 
FY2019 Budget. 
 
2016 Update   
 
Communications Staffing 
 
The Berkshire Advisor’s report evaluated the need for communications staffing by following six steps: 

1. Determine response expectations 
2. Determine the number of calls handled 
3. Use queuing analysis to determine the number of call-takers needed 
4. Increase staffing to reflect dispatcher needs 
5. Develop Schedule 
6. Apply relief factor. 

The result of the analysis suggested that 14 FTE telecommunications operators are needed.  Berkshire 
suggests that “at this level of staffing no increase in communications staffing is recommended, but open 
operator positions should be filled.  Berkshire recommends utilizing overtime to relieve for manpower 
shortages.  The department has concerns over both the staffing level and the overtime use for these 
positions.  
 



 

The National Emergency Number Association (NENA) provides guidelines by which adequate PSAP 
(Public Safety Answering Point) staffing may be obtained based on either known call volume or upon 
parameters of the jurisdiction, for jurisdictions of 140,000 population or fewer.  Following the NENA 
model, the Pearland Police Department communications center would be staffed by twenty-seven (27) 
personnel based on call-volume or by twenty-six (26) personnel based on population served.  This model 
would staff communications with four dispatchers per squad, allowing for relief by part-time personnel.  
Some overtime would still be required.  These numbers include supervisory support and would exceed 
the eighteen (18) FTEs (including management) serving this function.   
 
The NENA model for Call Volume suggests the following procedure: 
 

1 Collect data by plotting the hourly call volume over a minimum of 14 days during the busiest time 
 of the year for the following categories of calls:    
  - 9-1-1 calls (Those coming in over dedicated 9-1-1 circuits.)   
  - 7-/10-digit emergency number calls (Those coming in over the Public Switched Telephone 
    Network to 7-/10-digit emergency numbers or admin lines that are answered by the call taker.) 
        
2 Sum the 9-1-1 and 7-/10-digit calls in each hour to get a total of all calls received during each 
 hour of the monitoring period (i.e., for a 14-day test, there will be 14 days of 24 individual 
 hourly entries of data).      
        
3 Note the calls received in the busiest hour of each day.  Sum these and divide by the number of 
 days of the study.  This call volume becomes the number for the "Average Bouncing Busy Hour." 
        
4 Determine the characteristics of the "Busy Hour Shift."  Look at the hourly call volumes before 
 and after the ABBH to select an eight-hour period that has the most calls.  This will be the "Busy 
 Hour Shift."  Note these hours.     
        
5 Take the highest hourly call volume of the remaining hours of the day (those outside the "Busy  

 
Hour Shift").  This is the "Normal Hour" upon which manning for a "Normal Hour Shift" will be 
based. 

        
6 Go back to the individual call volumes for 9-1-1 calls and for 7-/10-digit administrative calls that 
 occurred during the ABBH and the Normal Hour.  Put each into the appropriate cell in the 
 data entry table. 
  
       

This procedure provides a comprehensive view of the demands on the personnel in these positions. The 
personnel assigned to this function have very stressful duties which require constant attention for their 
twelve (12) hour shift assignments.  The use of overtime to supplement staffing needs in this area 
stretches the abilities of the staff and has a negative impact on their wellness.  The department does not 
support the use of overtime to fill positions as a long-term solution to fill dispatch vacancies.  This 
increases call-ins and turnover in this critical position. 
 
The department recommends following the NENA for staffing the communications center and would 
recommend additional positions to reach the level of five dispatchers per squad with a four person 
minimum.  This would evolve over a two fiscal year period, adding three dispatchers per year. 
 
Records 
 



 

The Berkshire Advisors’ report states that the Records unit has adequate approved levels of staffing.  
Vacant positions are posted and are being filled.  Efforts are being made to reduce the number of errors 
in offense reports. (See Attachment C)  The impact of report corrections may not be felt for some time.  
Additionally, the impact of in-house alarm billing on the Records office has not yet been determined.  At 
this time the Police Department supports filling vacant positions and further evaluating the performance 
of duties with given staff. 
 
Jail 
 
The Berkshire Advisors’ report recommends fourteen (14) Jailers, to staff the Jail consistently with 3 
Jailers.  This is the current staffing in the Jail.  There are currently 4 Jailers assigned to each day shift 
squad and 3 assigned to each night shift squad.  Day shift has more staffing due to court, bonding, and 
transportation demands.  With the minimum staffing at the recommended level of 3, overtime must be 
posted to cover time off on night shift or for unscheduled absences creating a shortage on day shift.  
Again, this creates a burden on staff required to work overtime shifts.  The small relief “pool” has a 
negative impact on staff availability for overtime.  The added hours negatively impact staff wellness and 
increase call-ins and turnover. 
 
The police department recommends a staff of four (4) Jailers per squad, with a three (3) jailer minimum 
as opposed to the overtime recommendation.  This would add two (2) Jailers to staff.   
 
Animal Services 
 
The Berkshire Advisors’ report recommends the addition of an Animal Control Officer to Animal Services 
to handle increased call volume on the busiest days.  The department concurs with this assessment and 
will be requesting an additional Animal Control Officer in the FY2018 budget. 
 
This position will be assigned opposing days off from the Animal Control Officer who is currently 
scheduled from 1:00 p.m. to 10:00 p.m.  This staggered schedule will allow evening coverage throughout 
the week. This will reduce the number of roll-over calls and increase the service profile for Animal 
Services. 
 
 
  



 

 

Attachment CC - 
Increase Admin Support Staffing 
 
 

 
Revised Date: November 1, 2017 
 
2017 Update 

 
The FY2017 Berkshire Implementation funds were utilized to establish the Business Manager position 
identified in the FY2017 budget.  The creation of this position has centralized procedures for budgeting, 
procurement, and accounts payable.  
 
FY 2017 also expanded the Crime Analysis function with the addition of a civilian Crime Analyst.  This 
position allows the Crime Analysis Unit more flexibility in supporting department administration, providing 
data which improves operational efficiency 
 
2016 Response 
 
The Berkshire Advisors’ report recommends the addition of an Administrative Support position. 
(Berkshire, V-8) “Functions performed by this administrator would include: providing support for the 
budget process, preparing the department’s annual report, managing the department’s website, and 
handling some of the administrative work currently assigned to the Chief of Police’s administrative 
assistant.” 

 
The department supports the creation of this position and places its implementation as a high priority.  
The department identified the need for this position and submitted a supplemental request for a “Business 
Manager” in the FY2015, FY2016, and FY2017 budgets.  The creation of this position would centralize 
procedures for budgeting, procurement, and accounts payable.  
 
The department also supports the expansion of the Crime Analysis function with the addition of a civilian 
Crime Analyst.  This position would more directly support the department administration and provide data 
which would improve operational efficiency.  This position was requested in the FY2017 budget. 

 
  



 

Attachment DD - 
Increase Proactive Staffing  
 
  
 
  

 
Revised Date: November 1, 2017 
 
2017 Update 
 
The personnel assignments mentioned in the original response were made as staffing allowed. 
 
A crash investigator was added to the Traffic Unit and he has been able to create intersection crash 
templates for the use of all officers, thus increasing not only his own efficiency but that of other officers 
who investigate crashes at these common locations.  Although his primary focus is investigating crashes 
in order to increase the availability of Patrol officers, he assists with the other ongoing efforts of the traffic 
unit as well.  The crash investigator’s schedule was based on peak crash occurrence times to ensure 
maximum productivity for the assignment. 
 
The three additional officers were assigned to the DDACTS unit following a selection process, thus 
bringing the total to four officers assigned specifically to address crime and traffic issues in the identified 
zone.  The officers were phased into the unit as staffing allowed.  They have established relationships 
with the partners and stakeholders in the DDACTS zone.  Attachment I details some of the 
accomplishments of the DDACTS unit over the last year. 
 
An additional Community Outreach officer was added in order to address workload and be more proactive 
for the efforts of that Division and thereby the Department.  Since assignment, that officer has re-instated 
the Police Explorer program, initiated a neighborhood outreach program for residents, and worked with 
the school district to have Pearland Police Department employees serve as mentors to at-risk youth as 
part of the TAPS program.   
 
2016 Response 
 
The Pearland Police Department recently swore in 12 new officers. The officers who successfully 
complete the training program will be on their own at the end of December 2016 and be ready for district 
assignments in January 2017.  This will allow the department to move forward with the plan to widen 
assignments into specialized positions (assignments not directly in patrol in a call for service capacity).  
While 7 of the 12 officers will be assigned to patrol division in the traditional responsive capacity, 5 of the 
officers are being assigned elsewhere. 
 
Of the five officers being assigned outside of traditional patrol, 1 will be assigned as a traffic crash 
investigator with duties specifically to address dangerous areas through selective enforcement, 1 will be 
assigned as a Community Outreach Officer with proactive duties and 3 will be assigned as officers in the 
DDACTS unit with duties that are primarily uniformed and proactive in nature.  In addition, the added 
patrol officers will permit officers assigned to districts additional time to act in a proactive manner as the 
call volume will be distributed in part to the new positions.   
 



 

The crash investigator will serve two main purposes.  The first will be to efficiently investigate motor 
vehicle crashes.  The assigned officer will be a certified crash Reconstructionist and help ensure that 
during the peak crash hours, an investigator is on-duty to handle complicated crash scenes.  The second 
purpose will be to perform traffic enforcement for two areas.  The first will be to focus enforcement in 
areas identified through our crime analyst as locations with higher crash occurrences and to use that data 
and information to focus the enforcement on the main causes of those crashes.  In addition, since this 
officer’s duty hours go well into the evening, the position can help ensure that traffic complaints in the 
evening hours are addressed after motors units have gone off-duty. 
 
The additional Community Outreach Officer will be able to proactively engage the community without 
interruption of normal citizen calls for service.  As a team member within Community Outreach, this officer 
will also specialize in recruiting and public information.  The officer will help work with stakeholders and 
partners as part of the DDACTS model, lead community events, attend community gatherings and help 
to educate the public on crime reduction efforts. 
 
The three officers assigned to the DDACTS unit will support the operational goal of reducing crime and 
traffic crashes in high impact zones or “hot spots”.  Following the guiding principles within DDACTS, these 
officers will take part in high visibility traffic enforcement and other problem solving activities in order to 
deter crime and catch offenders.  The unit is nearly 100% proactive, however they are also a uniformed 
presence available to help on emergency calls in their area. 
 
The police department concurs with Berkshire’s recommendation to increase proactive staffing and is 
currently in the process of doing so as additional personnel are hired. 
 
 
 
 
  



 

Attachment EE - 
Staffing for Vacancies  
 
 
 
 

Revised Date: November 1, 2017 
 
2017 Update 
 
At the time of the writing of the 2016 response, the police department had six openings that were to be 
filled by the entry-level testing conducted in April, 2016. Four additional officers were added in the 2016-
2017 budget and additional unplanned vacancies occurred in the officer ranks due to resignations, 
retirements and terminations. By the time the April, 2016 hiring was completed, four vacancies remained. 
 
An additional entry level test was held in May, 2017 to fill these remaining openings. As of this writing, 
two certified applicants are scheduled to be appointed on October 9, 2017. Non-certified applicants from 
the May, 2017 hiring cycle are still being processed with the two opening expected to be filled by 
November, 2017. 
 
Two additional officers are included in the 2017-2018 budget that are to be delayed until July 1, 2018. 
The budget should allow expedited hiring of certified applicants from an Entry Level Civil Service Exam 
on February 3, 2018. 
 
2016 Response 
 
The Police Department Utilization and Staffing Study recommends that the department increase staffing 
by 10.3 positions (as compared to authorized staffing on April 1, 2016).  Pending the adoption of the 
various recommendations made within the Berkshire Advisor’s report, sworn positions should increase 
by a net of 7.3 while civilian positions are recommended to increase by three (see Attachment X). 
 
The study recognizes that on April 1, 2016 the staffing numbers include nine student officers in training, 
eight cadets and three open positions.  Since April all but one vacancy has been filled.  The department 
anticipates there will be one additional vacancy created by the resignation of a veteran officer in October, 
2016 and four additional positions were added to the Fiscal Year 2016-2017 budget effective April 1, 
2017 resulting in a net gain of four positions of the 7.3 recommended. 
 
The department anticipates filling these open positions from an active Eligibility List that was created from 
the entry-level applicant testing conducted in April, 2016. There remain 18 active names on this list from 
which the department anticipates filling the six openings (current and anticipated).  
 
It is important to note that the student officers in training and cadets were not included in the patrol and 
specialized division manpower numbers and were only counted as part of overall department staffing. 
Once these officers are released from the field training program and assigned to patrol, the department 
will be able to assign additional personnel to specialized divisions such as the Proactive Patrol (DDACTS) 
units and Community Outreach Division. The net gain to patrol alone will be nine officers. 
  



 

 

Attachment FF - 
Estimated Financial Impacts  
 
 
 

 

Attachment Initiative
Capital         
Costs

Recurring    
Costs

Capital         
Costs

Recurring     
Costs

Capital         
Costs

Recurring     
Costs

Capital         
Costs

Recurring     
Costs

B
Update Organizational 
Structure  $       218,000.00  $                        -    $       218,000.00 

F Develop a recruiting plan  $         10,000.00  $         20,000.00  $                        -    $         30,000.00 
J ALPR Acquisition  $         75,000.00  $         75,000.00  $                        -   

V
Modify Take Home Fleet 
policy  $       472,000.00  $       232,740.00  $       704,740.00  $                        -   

Y Increase Deployment of AED's  $       130,000.00  $       130,000.00  $                        -   

BB
Increase Support Services 
Staffing - Dispatchers (3/yr.)  $       162,972.00  $       162,972.00  $                        -    $       325,944.00 

BB
Increase Support Services 
Staffing - Records Clerk  $         45,328.00  $                        -    $         45,328.00 

BB
Increase Support Services 
Staffing - Animal Services  $         49,578.00  $         60,158.00  $         49,578.00  $         60,158.00 

BB
Increase Support Services 
Staffing - Jail  $         63,188.00  $         63,188.00  $                        -    $       126,376.00 

CC
Increase Administrative 
Staffing - Business Manager  $         87,326.00  $                        -    $         87,326.00 

CC
Increase Administrative 
Staffing - Crime Analyst  $         80,749.00  $                        -    $         80,749.00 

EE

Staffing for Police Officer 
Vacancies   (10.3)               2017 - 
5 2018 - 2  2019 - 3  $       116,370.00  $       285,126.00  $       116,370.00  $       285,126.00  $       232,740.00  $       570,252.00 
Totals  $       472,000.00  $       386,075.00  $       116,370.00  $       521,286.00  $       603,688.00  $       636,772.00  $   1,192,058.00  $   1,544,133.00 

2017 only includes expenses that are not part of the approved budget.  The expense listed is for the complete year as it is recurring.

Attachment FF - Cost Estimates for Implementation
FY2017 FY2018 FY2019 Total

 $                                     2,736,191.00 
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