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RECOMMENDATION 

Accept the Police Department's Proposed Five-Year Staffing Plan and Addendum. 

OUTCOME 

Acceptance of this report will provide Council with information requested regarding the Police 
Department's staffing needs for the next five years based primarily on workload demands and 
staff shortages experienced by front-line and support personnel throughout the entire 
organization. The proposed additions would allow the Police Department to maintain its 
successful business model, which emphasizes public and officer safety by being proactive in 
preventing crime rather than being reactive and simply responding to it. Specifically, the 
Department would be able to reduce response times, focus on proactive patrol initiatives that 
would help prevent crime, investigate solvable crimes that are not currently being investigated, 
reduce the growing burglary and auto theft crime rates that threaten our status as the "Safest Big 
City in America," work with a variety of groups to intervene with youth who are involved with 
crime, provide copies of reports to residents on a timely basis, increase traffic safety and 
enforcement efforts on the City streets, and restore the administrative and technical staffing 
needed to support these efforts. 

EXECUTIVE SUMMARY 

The Department's Five-Year Staffing Plan calls for an additional 597.5 personnel based 
primarily on existing workload demands and staff shortages experienced by front-line and 
support personnel throughout the entire organization. Due to the logistical complexity associated 
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with hiring and training all of these positions at once, as well as fiscal constraints, the 
Department recommends a phased and prioritized implementation approach over the next five 
years. The total proposed 597.5 personnel includes 332 front-line beat patrol officer positions, 
146 sworn staff in specialized, investigative, administrative, and preventive capacities, and 1 19.5 
non-sworn staff in technical, operational and administrative support roles. The Fiscal Year 
2007-2008 hiring goal of 149.5 sworn and non-sworn personnel costs a total of $20,245,499. 
Consecutive years through Fiscal Year 20 11-20 12 are similarly broken out to account for the 
remaining 448 sworn and non-sworn positions. The total five-year cost, including general 
inflation totals $309,287,966. Recognizing the City's financial constraints and other 
Departmental needs Citywide, the Department has developed an iinplementation schedule with 
four prioritized tiers per fiscal year that details each proposed position. 

BACKGROUND 

In the Mayor's June Budget Messagefor Fiscal Year 2006-2007, the San Jose Police Department 
(SJPD) was directed to prepare a five-year staffing plan addressing staffing needs for both sworn 
and non-sworn personnel. 

The Department has also prepared a five-year forecast to include projected staffing costs 
associated with Capital Bond projects and other staff required for the Air Support Unit and 
technology support. Based on direction from the City Manager's Office, these positions are 
outlined in the attached Addendum to the Proposed Five-Year Staffing Plan. In addition, the 
Police Department's 2006 Retirement Survey referenced in the report is included in the 
Addendum. 

ANALYSIS 

Based primarily on workload demands and staff shortages experienced by front-line and support 
personnel throughout the entire organization, the Plan addresses Department staffing needs for 
the next five years and diminished services fiom the past four years of static staffing levels. The 
report takes into consideratioil the need to accelerate the hiring program to bring the Bureau of 
Field Operations Patrol Division up to adequate staffing levels and addresses staffing needs 
Department-wide. 

The Plan was developed with guidance fiom the Office of the City Manager. Specialized 
staffing software and service delivery assessments were conducted in two primary areas: beat 
patrol and non-beat patrol assignments. Beat patrol assignments refer to those officers on the 
front-line responding to calls-for-service and conducting proactive patrol and community 
policing. Non-beat patrol assignments refer to all other staff (sworn and non-sworn) working in 
proactive patrol support, investigative, preventive, technical, and administrative support roles 
throughout the Department. 



HONORABL,E MAYOR AND CITY COUNCIL 
November 17,2006 
Subject: POLICE DEPARTMENT PROPOSED FIVE-YEAR STAFFING PLAN 
Page 3 

PUBLIC OUTREACHIINTEREST 

C) 	Criteria 1: Requires Council action on the use of public funds equal to $1 million or 
greater. 
(Required: Website Posting) 

0	Criteria 2: Adoption of a new or revised policy that may have implications for public 
health, safety, quality of life, or financial/economic vitality of the City. (Required: E-
mail and Website Posting) 

C) 	Criteria 3: Consideration of proposed changes to service delivery, programs, staffing that 
may have impacts to community services and have been identified by staff, Council or a 
Community group that requires special outreach. (Required: E-mail, Website Posting, 
Community Meetings, Notice in appropriate newspapers) 

While this Plan outlines staffing that may have impacts to community services, the Departinent 
has not conducted any public outreach as this preliminary information is for Council review and 
acceptance. Based on input fkom Council and the budget process, the Department will conduct 
appropriate outreach efforts. 

COORDINATION 

The Department has consulted with and coordinated the preparation of this report with the City 
Manager's Office. 

CEOA 

Not applicable. 

ROBERT L,. DAVIS 
Chief of Police 

For questions please contact Gary Kirby, Captain, at 408-277-5219. 



November 17,2006 


Robert L. Davis 

Chief of Police 
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EXECUTIVE SUMMARY 


Overview 

Based on direction within the Mayor's ,June Budget Message for Fiscal Year 2006-2007, the Sari 
Jose Police Departrnent (SJPD) has developed a five-year staffing plan to address staffing needs 
for both sworn and non-sworn personnel. The plan was designed to account comprehensively 
for existing workload demands and staff shortages experienced by front-line and support 
personnel throughout the entire organization. The recornmended staff increases reflect the level 
of immediate improvement sought by the Department to deliver quality police services to the 
community that residents have come to expect. 

For the purposes of this Plan, it is important to provide a historical perspective of the police 
staffing red~~ctions, which began following the Septeniber 1 1, 200 1 terrorist attacks. From 1998 
to present, the City population increased by approximately 10%. This upward trend is expected 
to continue with a projected population approaching one million residents by 20101, not 
including population increases from County pocket annexations (approximately 18,000). 
Econornic constraints following the 2001 downturn resulted in staffing reductions in 2005, 
bringing staffing back to nearly 1998 levels (1,343). The lack of incremental staffing additions 
during the last four years, combined with increases in population and development, intensified 
the irnpact of staffing shortages. During the period from 2003 to 2005, the Department's most 
serious calls for service increased, while officers' opportunities for self-initiated activities 
declined. Without additional staffing, this trend will likely continue, resulting in a primarily 
reactive, calls-for-service Patrol Division. 

Staffing deficiencies also forced the Departllient to align limited Bureau of Investigations 
personnel with priority given to crirnes against persons investigations. The shift in staff and 
investigative priorities had the unintended effect of eroding the Department's capabilities in 
dealing with property crimes. Frorri 2000 to 2005, reported motor vehicle thefts and burglaries 
increased by 11 1% and 52% respectively. Property crime increases will further jeopardize the 
City's status as "the Safest Big City in Arnerica." 

The five-year Plan rnust not only address fi~lture needs for the next five years but also catch up 
and restore diminished services from the past four years of static staffing levels. An accelerated 
hiring program will need to be implemented immediately not only to bring the Bureau of Field 
Operations Patrol Division up to adequate staffing levels, but to address staffing needs 
Department-wide" 

For the purposes of the five-year Plan, and with guidance froni the Office of the City Manager, 
staffing and sewice delivery assessments were conducted for beat patrol and non-beat patrol 
assignments. Beat patrol assignments refer to those officers on the front-line responding to calls- 
for-service and cond~lcting proactive patrol and community policing. Non-beat patrol 
assignments refer to all other staff (sworn and non-sworn) working in proactive patrol support, 
investigative, preventive, technical, and administrative support roles throughout the Department. 

1 City of San Jose PBCE, ABAG, Projections 2005 
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Beat Patrol 

As the single largest division within the Department and most readily visible within the 
cornriiunity, the Patrol Division warranted singular analysis. To help assess optimal team-based 
patrol staffing levels based on workload, geograp'riic layout, personnel availability factors, and 
select operational goals, the Department utilized a specialized software application frorn Corona 
Sol~~tionscalled Staffwizard. The purpose for using this software application is that patrol 
complements can be designed to safely meet existing and projected workload as well as 
perfosmance goals. This software program was acquired as a result of a San Jose City Auditor 
Patrol Staffing Audit recommendation to analyze important factors such as response time 
performance targets, proactive patrol time and call queuing (pending). 

The coniputerized model takes into consideration a number of labor and management provisions 
within the current Mernorand-umof Agreement (MOA) between the City of San Jose and the San 
Jose Police Officers' Associatioli (POA), as well as past practices such as established sched~~les, 
team integrity (supervisory oversight), the number of shifts, the shift starting ti~nes,and the 
established team overlap days. Additionally, select operational goals related to proactive patrol 
time, response time targets and the threshold for the probability of all units being busy are also 
used in the model and have a significant irnpact on the number of beat officers, which is 
calculated to be necessary. 

Non-Beat Patrol and Civilian Staffing 

To develop a broad view of staffing needs and related service deficiencies, input was solicited 
from non-beat patrol meriibers and civilian staff throughout the Department. Staff coordinated a 
process in which Bureau Chiefs arid Unit cornnianders were asked to examine operations and 
provide up-to-date and accurate staffing information to help identify the need for rnore sworn 
and non-sworn personnel to meet current and filhlre workload demands. 

Dominant Themes Impacting Citywide Police Service Delivery 

Department-wide input frorn senior staff reflected the following dominant themes affecting 
police service delive~yand staffing levels in the City: 

Increases in population 
12,500 annual projected growth2 
County Pocket Annexation by 2008 with instantaneous service demands (estimated to 
be 18,000 residents) 

Iricreasing citizen generated calls-for-service (priorities 1-4) and declining self-initiated 
activity (priorities 5- 6) from CY 2003- 2005 
Wireless call volume increasing 20% during Fiscal Year 2005-2006 
Increasing reported person and property crimes 

2 City of San Jose PBCE, ABAG, Projections 2005 
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Shift away from property crime investigations to concentrate on crimes against persons 
Inability to assign cases due to lack of resources, declining clearance rates and higher 
irlvestigative thresholds in the Bureau of Investigations 
Increased case complexity for investigations of identity theft, financial crin~es,elder 
abuse, vehicle fatalities, and high tech forensic evaluations 
New state mandates requiring increased sexual registrant monitoring (Prop 83) and 
federal increases in bomb detection activity at the San Jose Airport (anti-terrorism, 
Homeland Defense) 
Increased time and rcsource consumption diverted from normal enforcenient duties to 
address high volume and complex City signature and special events: 

Sari Jose Grand Prix 
Cinco de Mayo 
Amgen 
Rock 'n Roll Marathon 

Federal mandated anti-tessorisn~/Horneland Defense participation involving training, 
Joint Terrorism Early Warning Gro~~ps ,intelligence sharing, and critical infrastn~cture 
protection as mandated by the receipt of federal filnding 
Deficient support and technical services due to inadequate levels of call takers, 
dispatchers, records clerks, analysts, technical, clerical, and infomation technology 
support staff 
Increased demands on staff to recn~it,conduct background investigations and train staff 
to fill the anticipated 260 retirements fiom police service by 2011, along with any 
increase in authorized staffing level^.^ 

Conclusion 

In total, the Department's Five-Year Staffing Plan calls for an additional 597.5 personnel. Due 
to the logistical complexity associated with hiring and training all of these positions at once, as 
well as fiscal constraints, the Department recornmerids a phased and prioritized implementation 
approach over the next five years. The total proposed 597.5 personnel includes 332 front-line 
beat patrol officer positions, 146 sworn staff in specialized, investigative, administrative, and 
preventive capacities, and 119.5 non-sworn staff in technical, operational and administrative 
support roles. Due to ongoing Bureau of Field Operations staffing shortages, an accelerated and 
front-loaded hiring program is required. 

The Fiscal Year 2007-2008 hiring goal of 149.5 sworn and non-sworn personnel costs a total of 
$20,245,499. Consecutive years through Fiscal Year 2011-2012 are similarly broken out (refer 
to Graphic 19) to account for the remaining 448 sworn and non-swoni positions. The total five-
year cost, including general inflation totals $309,287,966. Recognizing the City's financial 
constraints and other Departmental needs Citywide, the Department has developed an 
implenientation schedule with four prioritized tiers per fiscal year that details each proposed 
position (refer to Addendum A). In addition to the five-year staffing plan, the Department has 

3 San Jose Police Departinent Retirement Survey (Addendum C) 
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also prepared a five-year forecast to include projected staffing costs associated with Capital 
Bond projects and other staff required for the Air Support TJi~it and tecliriology support. Based 
on direction from the City Manager's Office, these positions are outlined in the attached 
Addendum B. 

It is important to note that these n~trribers were not solely derived from a compulter model or by 
simply polling Department members. Instead, the Department's most experienced police 
practitioners directed a broader planning process in which the software, data and feedback were 
used as tools to help determine optinial staffing levels to meet existing and filhlre workload. The 
Plan provides year-to-year tabular breakouts by position and cost to show incremental increases 
to police staffing, as summarized in the following graphic. 

RECAPS FY07-08 FY08-09 FY09-10 FYIO-11 FYll-12 Total 

Beat Patrol 
Special Operations and Investigations 
Recruitment and Training Sworn Personnel 
Communications 

Direct Support to Patrol 
Other Civilian Strategic Support 

9,109,543 
5,121.909 
2,695,597 
1,604,279 

339,288 
1,374,883 

17,709,078 
10,659,564 
2.913.282 
2,751,966 

763,026 
3,137,633 

28,590,700 
12,940,564 
2,602,089 
3,397.264 
1,215,031 
4,552,941 

48.21 1,218 
14,706,388 
2,703,600 
4,251,206 
1,341,l 17 
5.451.220 

88,210,765 
16,266,090 
2,828,995 
5,958.867 
1,506,419 
6,373,444 

191,831,304 
59,694,516 
13,743,563 
17,963,582 
5,164,880 

20,890,121 

Total 5 Year Staffing Plan Cost 20,245,499 37,934,548 53,298,589 76,664,749 121,144,581 309,287,966 

Total Sworn 

Total Civilians 

116.0 
33.5 

1 
1 

110.0 
33.0 

I 
1 

93.0 1 
22.0 1 

83.0 
13.0 

1 
1 

76.0 
18.0 

478.0 
119.5 

Total Positions 149.5 143.0 115.0 96.0 94.0 597.5 

POLICE DEPARTMENT PROPOSED FIVE-YEAR STAFFING PLAN: 2007-2012 

Based on direction within the Mayor's June Budget Message.for Fiscal Year 2006-2007, the San 
Jose Police Department (SJPD) has developed a five-year staffing plan to address staffing needs 
for both sworn and non-sworn personnel. The plan was designed to account comprehensively 
for existing workload demands and staff shortages experienced by front-line and support 
personnel throughout the entire organization. 

Department staff reviewed operations, performance standards, current staffing levels, and 
utilizing specialized staffing software, developed the following staffing recommendations for the 
next five years. The recommended staff increases reflect the level of immediate improvement 
sought by the Department to deliver quality police services to the community that residents have 
come to expect. 
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BUREAU OF FIELD OPERATIONS: PATROL DIVISION 

Beat Staffing Analysis 

The Department utilized a specialized software application called StaffWizard to help assess 
patrol team staffing needs in relation to workload and performance goals. Six months of actual 
calls-for-service data from September 2005 through March 2006 were extracted from the 
computer-aided dispatch (CAD) systern as the workload source. All service tirne recorded by all 
designated patrol units for all citizen-generated calls were selected. The Departrnent utilizes a 
call prioritization method to direct limited resources according to event severity. An explanation 
of the calls-for-service prioritization is as follows: 

Priority 1 
There is a present or imminent danger to life 
There is rnajor darnage to or loss of property 
The incident may have an immediate impact on and need for Citywide police resources 

Priority 2 
e District-wide response when a crime is in progress or has just occurred 

There are injuries or there is the potential for illjury 
m The suspect is still present or in the area 

All nlissillg person reports where the children are under the age of 12 or at risk missing 
persons, to include mentally handicapped or disoriented adults. 

Priority 3 
District-wide response when a crime has just occurred 
There is property damage or the potential for it to occur 
The suspect has most likely left the area 

Priority 4 
District-wide respoilse to a non-violent crime when there is no present or potential danger 
to life or property 

The City is divided into four divisions that are fi~rtherdivided into 16 districts. Each of the 16 
districts is comprised of six patrol teams, totaling 96 patrol teams Citywide. Patrol officers work 
a four-day-per-week and ten-hour--per-day sched~~leon one of three shifts (Day, Swing, 
Midnight). The Departrnent utilized a workload database that identified the peak demand within 
each team's staffing period. Relating staffing levels to peak workload demands ensures that 
patrol tearns will be able to meet the majority of all service demands during the staffing periods 
and have sufficient oppol-tunities for proactive patrol time (PPT) for preventive and directed 
problem-solving efforts. 

The Departrnent also set certain parameters to help analyze tearn-based patrol staffing needs 
based on personnel availability factors and select operational goals, such as response time 
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performance targets, proactive patrol time, and the call queuing (calls pending) threshold. The 
following parameters were established: 

1. 	 Personnel factors impacting total available time for scheduling, including total 
unavailable time due to vacation leave, compensatory time taken, sick time, state and 
federal mandated training, military leave, disability leave, and modified duty 

2. 	 Non-calls-for-service time relating to activity other than responding to calls-for-service or 
proactive patrol time (e.g., report writing, booking property, and court time) 

3. 	 Average response time performance target for Priority 1 calls-for-service as measured 
from receipt of call to first officer on-scene (6 minutes) 

4. 	 Average response time perfomance target for Priority 2 calls-for-service as meastlred 
from receipt of call to first officer on-scene (8 minutes) 

5. 	 Average proactive patrol time (PPT) target for each on-duty unit per horn (24 minutes) 
6. 	 Probability of all units being busy threshold (10%) 

Taken together, the parameters reflect a preferred level and quality of police service delivery 
sought by the Department to improve the balance of administrative, calls-for-service, and 
proactive patrol responsibilities. 

Since the new CAD system was implerriented d~lring June 2004, the Department has been able to 
caph~re more detailed response tirrie measurements. The total response time period, measured 
from the call taker's initial keystroke to the arrival of the first officer on-scene, can be broken 
down into three separate stages. The first stage is referred to as call processing time (measured 
from the receipt of the call to event entry). The second stage is referred to as call pending tirne 
(measured from event entry to the first officer dispatched). The third stage is referred to as 
driving time (meas~lred frorn the first officer dispatched to the arrival of the first officer on- 
scene). 

The following diagram (Graphic 1) depicts the different stages within the total response time 
period: 

GRAPHIC 1 
response time 

b 

call call 
processing pending travel time 	 service time 

4 - aueuB ' 	 b 

I I I I 	 I 
rcvd entry dispatch on-scene 	 close 

The average total response times (measured from call taker's initial keystroke to the arrival of 
the first officer on-scene) for priority 1 and 2 calls-for-service were 7.24 minutes and 12.73 
minutes. These averages exceeded the priority 1 and 2 response time performance targets of 6 
and 8 minutes, respectively (Graphic 2). Only four out of the sixteen police districts, those 
located near the center of the City, evidenced average priority 1 response times less than six 
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minutes. None of the sixteen police districts evidenced an average priority 2 response times less 
than eight minutes. 

GRAPHIC 2 

Priority 1 & 2 Average Response Times: 
July 2004September 2006 

Priority 1 CFS Response Time 

IEI Prlorlty 2 CFS Response Time =. RI 1 ART Target 6 mnutes- Pri 2 ART Target 8 rnlnutes 

Fiscal Quarter 

The first stage, referred to as call processing tirne, is measured from the receipt of the call to 
event entry. The average call processing target for both priority 1 and 2 calls is 1.5 minutes. 
During the measurement period, the average call processing times for priority 1 and 2 calls were 
1..3 1 minutes and 1.82 minutes, respectively (Graphic 3). 

Priority 1 & 2 Average Call ProcessingTimes: 
July 2004September 2006 

i 1 4  
ln 1 21 % li~lR~orlty1 Call Processing
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The second stage is referred to as call pending time and is measmed from everit entry to the first 
officer dispatched. The call pending tirne is an important indicator for patrol resource 
availability. It is during this call pending stage that the overall response time is slowed if patrol 
resources are unavailable. The priority 1 and 2 call pending time target is 0.50 minutes. During 
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the measurement period, the average call pending times for priority 1 and 2 calls were 1.6 and 
4.91 minutes, respectively (Graphic 4). 

GRAPHIC 4 

Priority I& Priority 2 Average Call Pending Times: 
July 2004September 2006 

Fiscal Quarter 
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When incorning calls-for-service exceed patrol staffing availabilities, calls are placed into a 
service queue ~111tilpatrol resources become available. This has the most discernible adverse 
impact on the quality of service offered to victims of serious and violent crimes. To minimize 
the probability that all units in a district are busy simultaneously (call saturation threshold), the 
Department set the threshold at 10%. This will reduce the likelihood that a citizen will call for 
service to the Departnient but have to wait because no patrol resources are available. The 
following two charts (Graphics 5 and 6) depict the percentage of priority 1 and 2 calls-for-
service above and below the call pending target (0.51ninutes). 

GRAPHIC 5 

Priority 1 Calls-For-Service: Call Pending Time 
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GRAPHIC 6 	 --
Priority 2 Calls-For-Service: Call Pending Time 
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The third and final stage in the total response tinie period is referred to as driving time. Driving 
time is measured from the first officer dispatched to the arrival of the first officer on-scene. The 
priority I and 2 driving tirne targets have been established at 4 minutes and 6 minutes, 
respectively. During the measurement period, the average driving times for priority 1 and 2 calls 
were 4.44 minutes and 5.87 minutes (Graphic 7). 

Priority 1 & 2 Average Driving Times: 
July 2004September 2006 
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In addition to response time targets for priority 1 and 2 calls-for-service, the Department set a 
proactive patrol tirne (PPT) standard of twenty-four minutes per hour per officer for this analysis. 
The availability of time for PPT varies by shift and usually comes in ten to twelve minute 
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increments. The standard was established during the 1999 Redistricting Pro~ect and has 
underpinned the Department's commitmerit to strategic community policing efforts. The goal of 
PPT is to provide officers with ongoing opportunities for collaborative or directed work with 
City staff and residents on neighborhood-level problem solving. 

As evidenced in Graphic 8 below, from 2003 through 2005, CAD data indicates an overall 
increase in priority 1-4 calls-for-service (+11.5%) and a decline in priorities 5 and 6, officer-
initiated activity (-35.3%). The diminished availability for preventive and proactive patrol 
efforts is the direct result of officers having to respond from one call to the next. Collventional 
uses of PPT generally involve officers focusing directed efforts on high-crime locations, 
coriditions or offenders during periods in which there are no calls-for-service response 
requiremerits. While yielding a preventive effect, the Department aims to have officers utilize 
PPT prior to and when crimes actually occur. In so doing, officers can develop near-real-time 
leads for use by follow-up investigators, special operatioils officers, crime prevention personnel, 
and prosecutors. 

With the technological advances in the patrol function, officers will have expanded access to 
infomation, including crime statistics; photo databases; local, state, and national criminal 
databases; scheduling software; online analytical applications; and enhanced CAD fi~nctionality. 
These capabilities were previously relegated to investigative units located outside of the patrol 
division. With these new enhancements, patrol officers are able to maximize their PPT by 
functioning more as preliminary investigators during the critical arid initial phases of solving a 
crime. 

Calls-for-Service (Pri 1-4) and Officer Initiated Events (Pri 5-6) 

+Pri 1-4 

Pri 5-6 

2003 2004 2005 

Year 
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The allocation of patrol is centered on a tearri-based approach features team integrity, tactical 
shift overlaps, flexible relief days, atld many operational benefits. It effectively fosters cohesive 
team work, consistent communication, high quality supervision, arid heightened beat-level 
awareness for neighborhood policing initiatives. The built-in schedule regularity has the added 
benefit of improving officer morale, as day-to-day expectations and familial responsibilities can 
be gauged more reliably. The four-day-per-week schedule is also a compellirlg factor in both 
attracting and retaining top-level officers amidst a shrinking pool of qualified candidates as the 
Department competes one-on-one with local, county, state, and federal law enforcement agencies 
for personnel. 

While crime and personnel per capita ratios were not utilized as part of the staffing analysis, the 
Department did refer to the FBI's Unifonn Crime Report for 2005 comparative data. As 
compared with 23 cities nationwide with populatiolis between 500,000 and 1,000,000, San Jose 
had the lowest officer-per-capita ratio and tied for tlie lowest non-swosn-per-capita ratio as well. 
Assuming all of the sworn officers recommended in this report were immediately added to the 
current staffing level, the City of San Jose would only have 2.0 officers per capita. This figure is 
still below the current average (2.64) and doesn't take irito account population and staffing 
growth in other cities. The following two charts (Graphics 9 and 10) depict officer and civilian 
police staffing member per capita ratios (1000) for 23 cities with populations ranging from 
500,000 to 1,000,000 residents. 

GRAPHIC 9 

Cities Between 500,000 - 1,000,000: Officers per Capita (1000) CY 2005 
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GRAPHIC 10 
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Cities Between500,000 - 1,000,000: Non-Swornper Capita (1000) CY2005 
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Overall, the staffing analysis indicates a need for an additional 332 patrol officers in order to 
rnaxinlize the Department's ability to achieve response time, proactive patrol tirne, and call 
pending perfomlance goals. These positions are surnrnarized by cost and year in the following 
table (Graphic 11): 

GRAPHIC 11 
Beat Patrol FY07-08 FY08-09 FY09-10 FY10-11 FYI 1-15 Total 

1st Year Costs - PersonallNonpersonal 8,329,949 8,489,198 10,121,463 10,627.536 10,785,686 
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NON-BEAT SWORN: SPECIAL OPERATIONS AND INVESTIGATIONS 

Special Operations: Traffic Enforcement Unit 

The Traffic Enforcement Unit (TEU) is a component of the Patrol Division and is focused 
exclusively on the Department's traffic enforcement efforts. The Unit is cl.iarged with enforcing 
traffic laws, reducing traffic collisions and injuries, facilitating safe and expedient flow of 
vehicularlpedestrian traffic, and conducting traffic safety education presentations and training. 
Enforcement efforts are focused on enforcement of hazardous moving violations, seat beltlchild 
safety seat violations, and speedldriver error violations. 

Due to budget cuts, one traffic team (1 sergeant and 6 officers) was eliminated in Fiscal Year 
2005-2006, leaving the TEU at 1986 staffing levels (44 officers, 7 sergeants, 1 lieutenant). 
Restoration of this one team will allow the TETJ to begin to conduct more appropriate levels of 
traffic enforcement, roadway safety, and public outreach efforts commensurate to the current and 
illcreasing needs of the City. 

In addition to the loss of a fi111 Traffic team, the TEU's staffing shortages have been exacerbated 
by iricreased demands related to special event planning and enforcement during those events. 
Beyond these pre-planned events, the TETJ must also respond to other spontaneous events while 
in the field (e.g., traffic control around unplanned events such as demonstrations, liazardous 
rnaterial spills, barricaded suspects, and natural disasters). 

These demands have impacted the proactive patrol time available for traffic enforcerrient duties. 
These impacts are evidenced by Fiscal Year 2006-2007 first quarter Investing In Results (IIR) 
data that shows a 13% increase in crashes at the 10 highest crash locations as cornpared to the 
previous reporting period. 

Special Events Team 

As the City establishes itself as a point of destination for signature and major events, it is 
important to realize that the collateral assignment within the TEU to plan, coordinate, and 
participate in City sponsored special events places constraints on the TEU's ability to conduct 
normal traffic enforcernent efforts. 

It is for this reason that the Department proposes the creation of a Special Events Team so the 
TETJ officers can be freed LIP to perform their primary furiction of traffic enforcement. In Fiscal 
Year 2005-2006, the TEU personnel assisted in the planning of and participated in over 60 
special events, some lasting as lorig as three days. For the recent May 2006 Cinco de Mayo and 
Amgen Tour Bicycle Race events, the TEU staff logged approximately 40 arid 120 personnel 
hours respectively for just the planning of these events. The impact on the TEU's ability to 
cond~~cttraffic enforcement is illustrated in the TEU's Fiscal Year 2006-2007 First Quarter- IIR 
report, where the TETJ has logged 3,052 hours in planning arid staffing of special events alone. 
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Other special events such as dignitary escorts, protests, celebrations, marches, security functions, 
and numerous requests for assistance from other City departments have severely impacted the 
TEU's ability to meet perforrriance measures. Other inajor event planning, such as the Grand 
Prix, arena events, as well as unplanned events si-cch as hazardous material spills, barricaded 
suspects, natural disasters, etc., magnify the impact on the TEU officers' time available for traffic 
enforcement duties. 

As the numbers of special events in the City increase and service demands associated with those 
events impact the TEU personnel, time dedicated to enforcement activities will continue to 
decrease. There will also be continued declines in the IIR measures due to the 1Jnit's inability to 
respond to traffic complaints and conduct enforcement for movirig violations. 

Horse Mounted Unit 

The Horse Mounted 1Jnit (HMU) focuses their enforcemeilt efforts in the downtown core area 
and expanding park system. The Mounted Unit routinely assists the Patrol Division on calls for 
service relating to special events, large demonstrations, and civil disobedience. Their expertise 
in managing large crowds associated with visiting dignitaries and festivals has made them one of 
the primary crowd management uriits in the Department. The restoration of the HMIJ team (1 
sergeant and 6 officers) eliminated in Fiscal Years 2002-2003 and 2003-2004, will assist the 
HMU in meeting the demand to support the increasing nun~bersof special events and unplanned 
events in tlie City. 

BUREAU OF INVESTIGATIONS 

The Bureau of Iiivestigations (BOI) assists in maintaining police service to the community by 
providing a management system for assigning, coordinating, directing, monitori~ig,and solving 
criminal investigations. The Bureau must ensure the proper deployment of resources based on 
the availability of staff for effective case ri~anagement.The BOI units are divided into the 
Persons Division and the General Criines Division: 

Persons Division 
HomicideICrime Scene IJnitINight General 
Robbery UnitIPolice ArtistIWarrant Unit 
Sexual Assa~~ltsIChildExploitationIMegan's Law 
Family Violence Unit 
Gang Investigatioris 

General Crimes Division 
0 Assaults/Juvenile UnitIMissing Person 

Regional Auto Theft Task Force (RATTF) 
Narcotics Covert Investigations (Narcotics Unit, Drug and Bureat1 of Narcotics) 
Vehicular Crimes Unit (Auto TheftITraffic Investigation Details) 
Court Liaison Unit 
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High Technology TJnit 
Financial Crimes/B~~rglaryUnit 

Historically, the SJPD Bureau of Investigation's model included a proactive and covert approach 
to address many crime problems. Covert investigatiolis and "stings" were effective in reducing 
burglaries and other property-related offenses. It is widely accepted that various crime types are 
interrelated. Burglaries and auto thefts can be related to narcotics abuse, identity thefts can be 
related to burglaries, and burglaries can be related to the loss of curfew and youth intervention 
programs. In other words, the increase or decrease of crimes, especially theft, burglary, fraud, 
identity theft, auto theft, and violent crirnes, can, in sorne measure, be attributed to the success of 
proactive and prevention efforts. Due to staffing and budgetary reductions, the Bureau of 
Investigatioris has not been able to continue such programs for property crimes. 

The cumulative impact of the unavailability of investigative staff has forced BOI to adjust the 
manner in which cases are assigned. In the past, cases with solvability factors would be assigned 
to an investigator. Currently, case assignments rnust be realigned with the availability to 
resources. The BOI chose to focus investigative case assigilnients to the most violent crirnes that 
impact people's lives: homicides, sexual assaults, robberies, and gang investigations. Many 
property crirnes with solvability factors, which were formerly assigned for investigation (i.e. auto 
thefts, burglaries, firiancial crimes, and identity thefts) are routinely going unassigned due to a 
lack of investigators. 

L,ong-term, niultiple-day surveillance operations required for niajor cases (homicides, child 
predator, kidnappings, officer-involved incidents, serial rapes) stretch BOItsresources filrther. 111 
these situations, the Sexual Assault TJnit or Homicide Unit nus st often pull available resources 
from other units within BOI, leaving units short in investigative resources. Additionally, with 
the advances in teclinology and the rising complexity in the investigation of certain crime types 
(i.e. identity thefts, High-Tech related cases, and Child Exploitation via the Internet), cases take 
rnuch more investigative time for clearance. 

The cumulative impact of these constraints has been the elimination or redi~ctiollof proactive 
and preventive efforts, for many property crimes, as well as a redt~ctionin the number of 
solvable cases being assigned to detectives. This has had a direct and dramatic increase on crime, 
as indicated by the following statistics: 

Reported burglaries have increased 52% from 2000 (2,670) to 2005 (4,049) 
L,arceny-Thefts have increased 6% from 2000 (12,596) to 2005 (13,374) 
Robberies have increased 3 1% from 2000 (677) to 2005 (884) 
Auto Thefts have increased 111% from 2000 (2615) to 2005 (5507), including a 22% 
increase in the last year (up from 4517 in 2004). 

Although the Police Department has been successfi~lin applying limited resources toward a wide 
range of prevention, enforcement, and interventioli issues, the curn~~lativeimpact of these 
staffing constraints has made it difficult to keep pace with cri~netrends and patterns, as 
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witnessed by the rise in property crimes. The traditional public safety indicators such as 
response to calls-for-service and public satisfaction ratings are irriportant considerations when 
assessing staffing needs, but it is important also, to recognize additional factors: 

Property crimes historically are committed by repeat-offenders. Non-assignment of 
solvable cases leave repeat offenders on the street to commit more crime, which often 
leads to violence 
The complexity and types of crimes are changing due to the advances in technology and 
the ability to easily gain access to personal data, resulting in identity and financial thefts. 
Forensic specialists with specialized training are a fairly new need not considered just a 
few years ago. Due to cuts in training programs, the crimillals who conimit these types of 
crimes are years ahead of the officers investigating them. It is safe to say that as 
technology advances continue so too will the crirnes associated with those advances. 
Unless properly addressed, these types of corriplex criminal cases will likely outpace 
investigative capabilities and resources 

e The number of cases per investigator is too high. mien  investigators are tasked with 
sustaining high caseloads, each case receives less time and attention. This results in 
investigative and prosecutorial delays arid increased victim dissatisfaction with police 
service delivery. Without additional staffing, investigators' ability to detect and arrest 
offenders on a timely basis is impaired and other citizens are victimized. 

As an illustration of the benefits that can be realized with appropriate levels of detective staffing, 
the following are some of the successfid cases frorii the Department's recent past: 

West Chips- A high-tech stirig involving computer chip thefts that resulted in hundreds of 
arrests nationwide 
Burglary Storefront Sting Operation- A sting operation to recover stoleli property and 
identifylarrest the most prolific burglars in the region 
S e x ~ ~ a lPredator Chat Room Stings- These operations resulted in the arrests of multiple 
child predators. The most notable case involved two pedophiles who had planried to 
kidnap, molest, videotape, and then kill the child victim. 

If the City cannot increase staffing levels for the Bureat1 of Investigations, its commitment to 
ensuring "the public will feel safe anywhere, anytime in San Jose" will be difficult to maintain. 
As auto thefts, burglaries, identity/financial thefts, robberies, and elder financial theft/abuse 
crimes rise, it will be difficult to explain to residents why the Police Depart~nentcannot provide 
the services they deserve. As limited public safety resources attempt to address the concerns and 
needs of the community, the Bureau of Investigations will be required to contillue to make 
difficult choices in its service delivery, ultimately impacting the Department's ability to rriaintain 
the "Safest Big City in America" title. 
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UNIT SPECIFIC CONCERNS 

In order to illustrate the impact of staffing deficiencies throughout the B u r e a ~ ~  of Investigations, 
the following unit-specific concerns are highlighted: 

Vehicular Crimes Unit 

The Vehicular Crirnes Unit is comprised of the Traffic Investigations Detail and the Auto Theft 
Detail. 

The Traffic Investigations Detail investigates all fatal accidents, felony hit-and-n~n collisions, 
serious injury collisions, misdelneanor hit-and-run collisions, and vehicle evasions. 

The Auto Theft Detail investigates vehicle thefts and theft rings, "Chop" shops, altered vehicle 
identification numbers (VIN), receiving stoleri auto parts, thefts of aircraft, tsucks, boats, 
noto or cycles and heavy equipment, fraud~~lerit insurance claims involving stolen vehicles, in- 
custody auto theft and citation cases involving adults, auto theft-related incidents involving 
juveniles, false registration and altered licenseltabs, and auto burglaries. The Auto Theft Detail 
is also responsible for conducting related business inspections, maintaining and staffing the 
Department's vehicle storage warehouse, coordinating the sign-off of vehicle abatement forms at 
all City-contracted tow yards, and vehicle and VIN inspections for other City departments and 
law enforcement agencies. 

Caseload assigrirnent is currently averaging 30-40 cases per officer. With this heavy caseload, 
officers cannot give the appropriate level of scrutiny to each event, resulting in delays to 
resolution of the case. This allows perpetrators to continue to victimize the residents of San Jose 
at a higher rate than if this Unit was appropriately staffed. 

Victims of auto theft have to contend with riumerous quality of life impacts stemming from the 
loss of their property. Victims have to make special alrangernents for farnily and work 
transportation, navigate irisurance claims, and deal with possible other crimes (e.g., identity theft, 
fraud, and burglary). In the last two years, the total finaricial value of stolen automobiles 
Citywide has been staggering. From 2004 to 2005, the total financial loss has increased 
approximately 17% from $25,354,464 to $29,605,020. 

Because of the nexus between auto-thefts, burglaries, ID thefts, and fraud, officers have initially 
investigated one crime such as auto-theft, which theri expands into one or two other crimes such 
as a burglary and identity theft. Often these cases become complex due to the number of 
suspects involved, the number of leads generated from multiple suspects, and the rapid fencing 
of stolen property. It has been the Department's experience that organized auto theft perpetrators 
arrange for disposal of stolen property in advance of their crime. These cases are time sensitive 
in terns of locating the property and serving search warrants. Internet access has also 
contributed to the quick and easy selling of stoleri property. Auto-theft, burglary and fraud rings 
are supported by criminal networks that thrive on the lack of coordiliated police efforts to inhibit 
their activities. 
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Persorinel added to this Unit will serve two purposes: to assist in the current investigative case 
load and to initiate proactive irivestigations in an attempt to reverse the current escalation of auto 
thefts in the City. Additionally, officers will be able to assist the Regional Auto Theft Task Force 
(RATTF) in issues directly affecting the residents of San Jose. 

The Financial Crimes -FraudIBurglary Unit 

The Financial Crin~es TJnit (FCTJ) consists of three details: Fraud, Checks, and Credit Card 
Detail; ID Theft, Elder Abuse, and Grand Theft Detail; and Btlrglary Detail. Each Detail is 
supervised by a sergeant and is responsible for investigating some of the most pervasive types of 
crimes affecting the largest portion of society. 

Caseload assignment is currently averaging 45 cases per officer and at times can spike as high as 
50 cases per officer. With this heavy caseload, attention to each case is limited. Important 
technical and investigative details are sacrificed in an effort to resolve cases as quickly as 
possible to keep pace with the incoming caseload. Opport~~nities to be proactive and work with 
other Units and Divisions within the Department to resolve the escalating burglary problenl are 
not realized. 

From 2004 to 2005, the total reported financial loss associated with burglary crimes has 
increased approximately 38% from $10,630,382 to $14,705,427. Beyond the Inoneta~y impact, 
victi~ns of burglary must also contend with numerous consequences, especially the emotional 
irnpact of the criminal intrusion into their homes. 

The City of San Jose mirrors the national trend in the rise in property crimes involving ID Theft 
and fraud-based crimes, as well as residential and commercial bmglaries. In calendar year 2000 
there were 2,670 reported bmglaries and 12,596 reported larceny-thefts. I11 calendar year 2005 
there were 4,049 reported burglaries (+52%) and 13,374 reported larceny-thefts (+6%). 

Identification thefts, elder abuse cases involving financial fraud, along with various phone and 
internet based fra~tds, are now major crimes of the new millennium. Increases in these crimes 
are expected to rise as the population continues to age and financial assets become more 
accessible via online resources. 

Narcotics Covert Investigations Unit 

The Narcotics Covert Investigations Unit (NCI) is responsible for investigating all riarcotics- 
related cases. It is also the primary Unit for handling sensitive and/or multifaceted investigations 
in the Bureau of Investigations. The Unit cul-sently has two enforcement teams, two uridercover 
officers, an asset forfeiture officer, and a prescription fraud officer. 

The Narcotics Covert Investigations Unit is responsible for low to mid-level narcotics 
enforcement and works closely with multi7jurisdictional d n ~ g  task forces located in the greater 
Sari Jose area. The Uriit employs a balanced approach of street-level and mid-level narcotics 
enforcement. 
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NCI is the only unit in the Bureau of Investigations whose primary objective and responsibility is 
the proactive pursuit of crime. It is the only unit whose rriain source of work does not conie from 
follow-up on previously reported crimes. NCI is also tasked to provide surveillance and covert 
support for other units within the Bureau of Investigations for higli-profile investigations. 

Narcotics eriforcement is an essential tool ill the proactive prevention of rnariy types of crirnes. In 
other words, the increase or decrease of other crimes such as theft, burglary, fraud, identity theft, 
auto theft, and violent crime can be attributed to the success of narcotics enforcement. In a 
report published as a result of the Natioiial Institute of Justice (NIJ) Arrestee Drug Abuse 
Monitoring (ADAM-2003) Program, it was detenriiried that approxirnately 53% of the jailed 
suspects (all crimes) in San Jose tested positive for a controlled substance at the time of their 
arrest. Of those who were interviewed, 80% admitted to using an illegal d n ~ gin the previous 30 
days. Additionally, jail inrriates convicted of robbery (56%), weapons violatioils (56%), burglary 
(55%), or motor vehicle theft (55%) were rriost likely to be using dnlgs at the time of the offense. 
Twenty-five percent of convicted property and d n ~ goffenders and 5% of convicted violent 
crimirials had committed their crimes to acquire money for dlx1gs.4 

Due to staffing reductions, there has been a 31% decrease of cases initiated in NCI from 287 in 
2001 to 198 projected for 2006. Safe and effective surveillance operations require a ~i~inirnumof 
5-6 officers. The current staffing levels in NCI call no longer accommodate day-to-day 
operatioils along with personnel-intensive mobile surveillance operations typically required for 
major cases such as homicides, kidriappings, and serial rapes. 

Sexual Assaults Investigations Unit 

The Sexual Assa~~ltIllvestigations IJnit (SAIU) is responsible for coridr~cting follow-LIP 
investigations on all sexual assault cases. The IJilit also works 011 a proactive basis by 
iilvestigatirig subjects who fail to comply with sex registration laws and those respoilsible for 
child sexual exploitatiori and distribution of child pornography over the Internet. SAIU is divided 
into four components: 

General Sex Crimes Detail: This Detail is responsible for the investigation of general sex 
crimes. Within the cornbilled area of sexual assault investigations, the caseload for 
general crime investigators is too high. The average caseload for each investigator is 25-
30 cases. The result of this high case load results in the adverse consequences of delayed 
illvestigations and prolollged resolutioil to the victirns of these crimes. Sexual assault and 
child exploitation cases are an emotionally draining type of investigation. Coupled with 
the high case load, this results in a higher turnover rate of irivestigators than that 
experienced in other BOI units. Increased staffing in this area will be used to distribute 
the existing workload more equitably. With the technological advances in DNA analysis, 
the Detail is experiencing an illcrease in the numbers of previously unsolved cases being 
reassig~leddue to DNA identification of the suspect; this trend is expected to contiriue. 

4 Depart~nentof Justice Bureau of Justice Statistics 
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Child Exploitation Detail: This Detail is responsible for the investigation of predator 
crimes, child tnolestation, computer-related sex crimes, distribution of child pornography, 
and ~uldercoverchild predator investigations. 
290 Enforcement TeamIMegan's Law Detail: This Detail is responsible for sexual 
registrant interviewing and profiling, registration compliance, sex registration violations, 
Megan's Law compliance, arid community notifications on high-risk sex registrant. The 
passage of Proposition 83 (Jessica's Law) will have a far-reaching impact on staffing 
assigned to this Detail. With the proposed increase in registration corripliance and 
monitoring, the Detail will need to double in size. This is a direct result of rnoving from 
annual registration compliance to a semi-annual registration compliance. With the 
increased demand in monitoring sexual registrants who have moved beyond the confines 
of probation and parole monitoring, the Detail will be tasked with new tracking 
requirements riot previously part of their operational mission. 
Sexual Assault Felony Enforcement Team (SAFE): This Detail is responsible for 
proactive enforcenient of sex offender laws through a Countywide Task Force. Staff also 
handles surveillance of high-risk sex offenders likely to reoffend. 

Overall, the staffing analysis indicates a need for an additional 108 persol~nelin Special 
Operations and the Bureau of Investigations. The majority of these positions were based 011 

existing workload de~nandsand performance goals. Tlie 108 requested sworn special operations 
and investigative positions are broken down by cost and year in the following table (Graphic 12): 

GRAPHIC 12 
Sworn Special Operations and Investigations FY07-08 FY08-09 FY09-10 FY10-11 FYI  1-12 Total 

1st Year Costs - PersonallNonpersonal 4,484,059 5,905,503 2,598.640 1,475,963 774,881 
Recruit Salary Savings (168,095) (182,383) (98,840) (64,864) (34.053) 
Unmarked Vehicles @$33,685 640,015 565,908 148,551 163,777 
Motorcycles (TEU) @27,655 165,930 - -

Special Operationsllnvestigations - 1st Yr 5,121,909 6,289,028 2,648,351 1,411,099 904,605 

On-going Costs - PersonallNonpersonal - 4,272,615 10,135,418 13,116,484 15,173,741 
Unmarked Vehicle M&O @ $3,060 61,047 118,078 138,151 145,059 
Motorcycle M&O @5853 --36,874 38.718 40.653 42,686 

Special Opsllnvestigations - Ongoing - 4,370,536 10,292,213 13,295,288 15,361,486 

Total Special Opsllnvestigations 5,121,909 10,659,564 12,940,564 14,706,388 16,266,090 59,694,516 
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OTHER SWORN STRATEGIC SUPPORT 

Recruiting and Training Sworn Personnel 

In order for the Department to recntit, hire, and train the additional personnel proposed in the 
Plan, the personnel-related infrastnlctilre needs to be augnier~ted significantly. Additional 
recn~iting and background staff will allow the City to stay competitive and hire and train the 
most qualified men and women for the Department. 

The hiring process spans approxirnately 18 months from initial candidate interest to realizing a 
fi~lly trained officer. Graphic 13 below depicts the d~~ration of time associated with the 
recruiting, hiring and training processes: 

GRAPHIC 13 
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580 applicants pass \ / 


Background investigation 
290 applicants pass 

Hiring Board 
143 applicants pass 

Enter Academy 
142 Cadets 

Graduate Academy \ /
,nt:.m 

Officersv 
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After the Department realizes the proposed staffing increases, personnel staff assigned to this 
fiuiction will be reduced in accordance with regular attrition. Graphic 15 below reflects the 
needed personnel positions by year and cost, with special focus on bolstering staff in support of 
academy training, background investigations, and field-training roles: 

;RAPE-IIC 15 

Recruitment and Training Sworn Personnel FY07-08 FY08-09 FY09-10 FYIO-11 FYll-12 Total 


1st Year Costs - PersonallNonpersonal 1,816,018 401.623 281,136 

Recruit Salary Savings (72,841) (17.650) (12,355) 

3rd Academy Nonpersonal 138,080 144,984 
Background Investigations Overtime 480.744 504,781 

FTO Pay @ 5%1Paypd x 7 ppds) 133,406 132,831 117,918 110,500 106,240 
Unmarked Vehicles @$33,685 200.190 - -
Recruitmentmraining - 1st year Costs 2,695,597 1,166,569 386,699 110,500 106,240 4,465,605 

On-going Costs - PersonallNonpersonal - 1,727,435 2,195,149 2,571,846 2,700,438 
Vehicle M&O @ $3,060 19,278 20,242 2 1,254 22,317 

Recruitmentfrraining - Ongoing Costs - 1,746,713 2,215,391 2,593,100 2,722,755 9,277,958 

Total Recruitmenmraining Sworn Person 2,695,597 2,913,282 2,602,089 2,703,600 2,828,995 13,743,563, 

Sergeant 


Officer 


Total Positions 


Unmarked Vehicles 

COMMUNlCATIONS AND DIRECT SUPPORT TO PATROL 

All emergency and non-emergency requests for Police, Fire and ambulance services are 
processed through the Cornrnunications Division. Services are provided via a sophisticated 
telephone system that delivers calls to a computer aided dispatch (CAD) systen~ that allows 
Communications Specialist (call takers) to obtain information from callers, prioritize events, and 
relay details to radio dispatchers. Radio dispatchers evaluate available patrol resources, and then 
dispatch them while maintaining control of radio channels and related co~nrnunication equipment 
to ensure officer and p~b l i c  safety. The Commullications Division also oversees the Telephone 
Report Automation Center (TRAC) that is responsible for processing a variety of crime reports 
by telephone, mail, fax, or Internet. 

The Training and Administrative Support TJnits are tasked with the recnlitment and hiring 
processes. Presentations of community programs, basic acaderriies and continuous professional 
training are conipleted in compliance with State and Federal mandates. 
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Communications Division 

The Bureau of Technical Services has conducted an in-depth study to analyze Communications 
staffing needs. In order to report accurately on projected demands for service, data was obtained 
related to the following factors to illustrate the need for staffing augmentation: 

Projected Calls for Service into the Dispatch Center (significant Cellular Phone 911 calls) 
Expansion of City land boundaries through continued building and County annexation 
Expansion of the City population through County pocket annexation 
Expansion of police services through the completion of the South Valley Police 
Substation 
Raised levels of public service expectation due to technological advances 

0 Coinparative analysis of industry standards and like agencies for service delivery rnodels 
Increased attrition through accelerated retirements 

TJtilizing the above listed factors related to existing and projected workload, the Bureau of 
Technical Services identified staffing needs that require specialized technical slcills in direct 
support of the patrol function. Each of the following select positions is critical to continue 
service delivery: 

Assistant Comm~~nicationsManager: This position is responsible for all aspects of the 
hiring, training and recruitment for the Police Conimunications Division. This is a fill1 
time responsibility presently being marginally managed by the Public Safety Division 
Manager (Cornmunications Manager). In addition, this person is responsible for the 
Support Services Unit, which manages the telephone, mapping, staffing, overtiixie, in"-
house annual training, recmiting/hiring/academy for new dispatchers, and the 
management of the Division's newly inaugurated Quality Assurance Program (QAP). 
Reporting directly to the Communications Division Manager, this person will have 
supervisory responsibility for two Supervising Public Safety Dispatchers (PSDs), three 
Seriior PSDs, two Public Safety Radio Dispatchers, and one Public Safety 
Communications Specialist. Presently, the Communications Manager absorbs these 
responsibilities with assistance from other subordinate officers, severely limiting the 
ability of the Corntnunications Division Manager to accomplish other critical tasks. 
Supervising Public Safety Dispatcher: The Supervising PSD (Suppoi-t TJnit Supervisor) 
is a mid-level manager assigned to the Support Services Unit of the Comm~lnications 
Division and is responsible for day-to-day operations for the assigned patrol area. 
Reporting directly to the Assistant Comrn~~nicationsManager, these persons will manage 
the Communications Division's mapping, telephone, radio, and CAD responsibilities. 
They will also manage staffing, overtime, division and bureau reports and the Quality 
Assurance Program. 
Senior Public Safety Dispatchers: The Senior PSD is a front-line supervisor for Police 
Communications Operations. The immediate addition of six of the requested 10 
positions is to align the span of control to mirror that of the rest of the Department. 
Currently, there are 14 Senior PSDs, of which 11 are assigned to Control Room 
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operations. With the current staffing of 79 PS Radio Dispatchers and 60 PS 
Comnlunications Specialists (there are three PSD Radio Dispatchers and one PS 
Co~rimunicationsSpecialist assigned to staff positions) in the control room, the span of 
control is approximately 13 employees per Senior PSD. The addition of six Senior PSDs 
in the near fi~turewill bring the span of control to approximately eight erriployees per 
Senior PSD. Two of the additional Senior PSD positions are required to provide full-
time responsibility for the QAP. The other two positions will facilitate the addition of 
one radio channel projected for deployment in 201 1 to accommodate the projected 
increase in radio traffic. 

* Public Safety Dispatcher I1 and Public Safety Conimunications Specialist: The addition 
of 17 Public Safety Dispatcher I1 positions and 18 Communications Specialists over the 
next five years is required to meet increased radio and telephone traffic in the control 
room. During the Fiscal Year 2005-2006, the increase in total 911 call volume was over 
35% when compared to Fiscal Year 2004-2005 when wireless 911 calls were all routed to 
the CHP. The increase in wireless 91 1 calls within the state has been over 60% per year 
for the last two years from 217,165 to an increase of 744,745. Within San Jose, wireless 
911 call volume has increased from 21,899 to 26,440 during fiscal year 200512006. This 
is a 21% increase in wireless call volume. This has caused average call answering tirnes 
to increase from 2.5 seconds to 6.6 seconds. To meet expanding growth in call volume, 
additional call specialists must be added to staff each year with six positions immediately 
needed. 
Analyst 11: This position will be responsible for rnoilitoring trends and maintaining 
analytical reports for all three divisions in RTS. 

Graphic 16 below reflects the needed positions to provide direct support to patrol within 
Communications. Positions are listed by year and cost: 

GRAPHIC 16 
Communications FY07-08 FY08-09 FY09-10 FYIO-11 FY11-I2 Total 

1st Year Costs 1,578,365 1,078,402 518,739 679,153 1,477,265 
Swing shift Differential @ $1 50lhr 11.960 8,694 5,072 6.390 13,419 
Night Shift Differential @ $1.75/hr 13,953 10.143 5.9 17 7,455 15.656 

Total Communications - 1st Year Costs 1,604,279 1,097,239 529,727 692,998 1,506,340 5,430,582 

On-going Costs - 1,628,215 2,819.921 3,496,673 4,373.379 
Swing shift Differential @ $1 501hr. 12,558 22,315 28,755 36,903 
Night Shift Differential @ $1.75/hr 13,953 25,301 32,779 42,246 

Total Communications - Ongoing Costs - 1,654,727 2,867,537 3,558,208 4,452,528 12,532,999 

Communications Total 1,604,279 2,751,966 3,397,264 4,251,206 5,958,867 17,963,582 

Analyst II 1 
Ass! Communications Mgr 
PIS Radio Disp (dispatchers) 
PubISaf Cornm Spec (call takers) 

i l 1; 
18 

Sr Pub Safety Radio Dispacther 4 2 10 
Super PIS Radio Dispatcher 1 1 

Total Positions 15 10 5 6 12 48 
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DIRECT SUPPORT TO PATROL 

The primary purpose of the Operations S~~pportSewices Division (OSSD) is to manage and 
maintain local, state and federal databases in order to assist in the identification, apprehension 
and prosecution of criminal offenders and to erisure officer and public safety. The OSSD is 
coniprised of the following units: Vehicle Records, Report Processing, Services and 
Communications, Fingerprints, Warrants, and the Central Identification Unit. Select OSSD 
services include: process convicted sex, narcotics, gang, and arson registrants; provide vehicle 
impound releases; process stolen and recovered vehicle records; process booked and stolen 
property and weapons; process and serve criminal and traffic warrants; identify subjects through 
fingerprint comparison; and process Public Records Act (PRA) requests, and control the release 
of confidential information (including criniinal histories and crirne reports). The Division 
operates 24 hours a day, 365 days of the year, including holidays. 

Operations Support Services Division 

The OSSD has been negatively impacted with staffing red~ictionsover the past 10 years. There 
are currently 86 authorized positions in this Division, down 28 frorri 1997 when the authorized 
strength was 114 positions. This red~~ctionhas had a trernendous impact on the ability of OSSD 
to deliver services both internally and to the public. These reductions have resulted in the 
following: 

Services to the public, formerly available on a 2417 basis, have been reduced 
(Fingerprints: 39 hours, Wat-rants: 28 hours, Vehicle Records: 60 hours, Report Counter: 
20 hours) 
Field Interrogation (FI) cards are completed by officers during field incidents to capture 
contact information to later be used during investigative follow-up. The current FI data 
entry backlog is approximately 45 days (approximately 9,000 FI's) 
Crime information is not indexed on a tirnely basis into the records managerrlent system 
(RMS) limiting eriterprise data usage in support of investigative, administrative and 
operational tasks; current indexing backlog is approxirnately 30 days. 

Of critical import is the mandate to enter data into the Records Management System for 
statistical analysis arid reporting to the Uniform Crime Reports sent to the FBI. OSSD has come 
dangerously close to missing important deadlines for this reporting requiremerit and only 
manages to comply with federal mandates using mandatory overtime. However, replacement of 
existirig authorized vacancies has been initiated and staffing is steadily irnproving. OSSD is 
requesting personnel additions as follows: 

Supervising Police Data Specialist: This position will be assigned the task of training the 
anticipated influx of new hires now taking place in OSSD, as well as continuous annual 
training and cross-training of OSSD persolu~el.Over the next five years, the Department 
will be hiring the approved 13 Police Data Specialist positions. This steady arrival of 
new employees will require an existing Supervising PDS to provide training on a 
collateral basis in addition to day-to-day responsibilities. As a result, one additional 
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Supervising PDS is needed. As the training demands begin to taper off, this position will 
support the police substation. 
Messenger Clerk: As overall workload increases in OSSD, a restored Messeliger Clerk 
position will handle the increasing iriformatioil dissemination needs througliout the 
Department. 
Police Data Specialists: Pending the implementation of Proposition 83 (Jessica's L,aw), 
these employees will be assigned the tasks of fingerprinting, address verification, and 
updating County and State databases for registered sex offenders due to the increased 
reporting requirements. The reporting requirernerits have changed from an alinual 
verification to semi-annual process effectively doubling the workload. 

Crirne Analysis Unit 

The primary purpose of the Crin~eAnalysis Unit (CAU) is to enhance the delivery of prevention, 
patrol, administration, and investigative services by leveraging a wide range of analytical and 
technical services and products. Due to understaffing and the increased complexity of analytical 
pro~ects,the CAU has not been able to keep pace with incoming requests. In the last several 
years, the Unit has had to adjust the target relating to the nurnber of cornpleted requests 
processed by staff, with the number dropping from 3000 to an estimated 1500 requests in fiscal 
year 05-06. 

The number of line-level crime data specialists has declined resulting in Inore requests per staff 
member and longer-turnaround times. Supervisory personnel have to assist staff on a regular 
basis in order to meet deadlines for investigative cases, City abatement initiatives, patrol 
operations, taskforces, Strollg Neighborhood Initiative (SNI) requests, Public Records Act (PRA) 
requests, crime prevention meetings, and data-driven n~anagementprocesses such as the 
Department's Investing in Management, Police, Accountability, the Community and Technology 
(IMPACT) program from the Neighborhood Policing Operation Plan (NPOP). 

The bi-annual district resource guide (DRG) was a critical report utilized by newly assigned 
patrol officers to lean1 about the most serious crime problems prior to the beginning of each 
patrol division shift change. The DRG contained map-based crime analyses and data detailing 
violent crime, auto theft and recovery, target crimes, arrests, gang activity, parolee, and sex 
offelides infomation in each police service area. Historically, sixteen DRGs were developed in 
order to reflect the unique issues within each of the police districts and then disseminated to 
patrol and Department members. Due to staffing shortages, however, the Unit can no longer 
prodt~cethe DRG. 

In addition, despite active and extensive involvement during the formative stages, the CAU has 
not been able to continue to participate in the County's regional crime analysis program (RCAP). 
This has had the effect of limiting the Unit's awareliess of broader crime pattern and trend issues 
that both affect the City and span jurisdictional bo~uldaries. 

A primary function of the CAU is to provide all mandated statistical Bureau of Criminal 
Statistics (BCS) and IJnifonn Crime Reports (UCR) data to the California Department of Justice 
and the Federal Bureau of Investigation (FBI). One third of cul-rent CAlJ personnel resources 
(three crime data specialists and one staff specialist position) are exclusively allocated to the 
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incident report review and coding process. Until an automated field-reporting application is 
deployed, and BCSIUCR data can be s~~bmitteda~~tomaticallyand accurately, the CA1.J coding 
staff will not be able to leverage their crime and intelligence training on broader CAU projects 
pertaining to crime and quality of life issues. Four crime data specialist positions are needed so 
TJnit staff is properly aligned with police service areas in a manner consistent with the Bureau of 
Field Operations Patrol Division. 

Bureau of Administration: Property and Evidence Division 

The Property and Evidence Division receives, processes, controls, safeguards arid disposes of 
evidence and non-criminal property. The Division also mairitains and assigns officer safety 
equipment and administers accurate inventory records for Department equipment. In addition, 
the Division orders equipment, processes photographs, distributes negatives and prints for court 
and maintains accountability for all issued and processed film. 

Police Property Specialists 11: These positions will be assigned to two primary Department 
support functions, Central Supply and PropertyIEvidence Wareho~~seprocessing. Demands 
within both of these IJnits are expected to markedly increase with additional patrol staff. 

Graphic 17 reflects the needed direct support to patrol positions by year and cost: 

GRAPHIC 17 
Direct Support to Patrol FY07-08 FY08-09 FY09-10 FY10-11 FYll-12 Total 

1st Year Costs 333,308 415.759 436,547 98,392 103,312 
Swing shift Differential @ $1 50lhr. 2,760 4,830 5,072 1,065 1.118 
Night Shift Differential @ $1 751hr 3.220 5.635 5.917 1.243 1.305 

Direct Support to Patrol - 1st Year Costs 339,288 426,224 447,535 100,700 105,735 

On-going Costs 330,523 749.915 1,210,419 1,366,825 
Swing shift Differential @ $1 50lhr. 2.898 8.1 14 13,845 15.656 
Night Shift Differential @ $1.75/hr --3.38 1 9,467 16.153 18.203 

Direct Support to Patrol - Ongoing Costs 336,802 767,496 1,240,417 1,400,684 

I Total Direct Support to Patrol 339,288 763,026 1,215,031 1,341,117 1,506,419 5,164,880 1 
Messenger Clerk 1 
Pol Data Spec (Jessica's Law)' 

Supervising Police Data Spec 
2 

- 1 
Crime Data Specialists 4 
Police Property Specialist II 4 4 -- 8--
Total Positions 4 5 5 1 1 16 

OTHER CIVILIAN STRATEGIC SUPPORT 

The Systems Development Unit (SDU) is a unique operatio11 existing within the Police 
Department stmcture. SDTJ is responsible for the deployment, support, and nlaintenance of the 
Department's computer and network infrastructure. The Police Department has approximately 
1,476 desktop/mobile devices, 87 network devices, 25 disparate computer systems, over 110 
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separate databases, as well as seven outside networks attached to local, state, and federal 
databases. 

Systems Development IJnit 

There are five civilian and three sworn officers supporting police functions in Systerns 
Development Unit (SDT-J). The lack of appropriate staffing has hampered the ability of the SDU 
to provide adequate support for mission critical applications such as the Computer Aided 
Dispatch (CAD) system, Records Management System (RMS), and the many disparate hardware 
arid software demands Department-wide. Deployment and support of rnission critical systems 
has prover1 problematic. This was recently illustrated by several published reports, including but 
not limited to: 

The San Jose Police Department Infrastmch~reStudy (1105) 
The P~lblicTechnology Institute (PTI) Report on CAD (1105) 
The 2004-05 Santa Clara County Civil Grand Jury: "Problems Implementing the San Jose 
Police Computer Aided Dispatch System" (5105) 
The P~lblicSafety Core Services Area (PSCSA) Report (3105) 

Each one of these reports evaluated a variety of technological deployments attempted by the 
Departrrierit. A common conclusion illustrated in all of these reports was that the Police 
Departrrient's technological support systern, SDU, was grossly understaffed and lacked the 
sufficient person~lelto release members for critical training opportunities. The Public Safety 
Core Services Area (PSCSA) IT Division Proposal used a compilation of formulas to derive 
recommended staffing levels. These fonnulas1repo1-tsincluded: 

SJPD IT Infrastn~ctureStudy (112005) 
SJFD Strategic Plan (212005) 
Central IT staffing analysis (312005) 
University of Michigan IT staffing sh~dy 

In the Central IT Staffing Analysis (3105) it was determined that 46 Information Technology 
staff were required to st~pportthe orga~lizationalneeds. To date, no staffing additions have been 
realized following the report's recommendations. The critical SDU staffing needs are as follows: 

Information Systems Analyst (1%): Five dedicated staff members are required to support 
the eriterprise Complnter Aided Dispatch (CAD) System as outlined in the Public Safety Core 
Services Area report. Two desktop resource members, one server member, one hardware 
resource member, one applications specialist, and one database specialist are also needed. 
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Systems Application Prograrrirrier (SAP): Prior to 2004, there were two SAPS assigned to 
SDTJ fsom City ITD. These positions were responsible for the design, support, and 
maintenance of a variety of Departmental databases written in FileMaker Pro and Microsoft 
Access. In addition to these specialties, the two SAP positions supported other Oracle and 
Microsoft prograrns utilized by the Department. With their deparh~re,more than 110 
databases predominantly written in FileMaker Pro and Access have gone without any 
technical support. Within the PD Infrastn~ctureStudy, an analysis of these databases was 
conducted after a thorough audit and survey of each unit. It was found that 56 of the 110 
databases were deemed "critical" or "high priority" using the following criteria: 

No paper backup system 
Longevity of database use 
TJtilized for Annual Program Plan and Quarterly Management Reports 
Utilized to comply with Federal reportirig mandates 
Impacts revenue generation and collection 
Loss of program impacts staffing 
Loss of program results in a significant cost increase for an alternative solution 

To date, none of these 56 critical databases have any dedicated s~pportat all. Additional Oracle 
and Microsoft based prograrris are also being acquired by the Department on a routine basis with 
no support available from SDTJ. 

Network Technicians: The responsibility of a network technician resides primarily with 
desktop support. This includes desktop comp~~ters,printers, and other attached peripherals. 
As mentioned above, the Police Department has nearly 1,500 desktop computers and 
approximately 200 printers. Industry standards for desktop s~pportrecommend one 
technician for 15 desktop systems. A minirnurn standard for desktop support mandates one 
tecfmician for 50 desktop systems.5 TJsing this as a guide, the recommended network 
technician complilrient for SDU should be approximately 30 techniciaris. Presently, SDU has 
two technicians to handle support for all Department systerns. In addition to desktop support, 
these technicians are frequently required to assist Network Engineers with network support, 
and any other IT related task that falls upon SDTJ. 
Network Engineers: Network Engineers are responsible for a wide assay of network 
components. These include Windows Server administration, UNIX administration, SQL data 
administration, arid all other network servers attached to the computer systems' backbone. 
SDU presently has only two Network Engineers to handle the above listed assignments, 
including a total of 27 UNIX, Core, and Applications servers. With only two Network 
Engineers currently assigned, 2417 support for the mission critical servers is nearly 
impossible. With the addition of these Network Engineers, the Department will be able to 
provide staggered scheduling as well as support the complete network backbone. 

5 Michigar?Stale Board ofEdzrcatio17~tridet.the Techt7olog)~Literacy Challenge Fzrrfd Grar?tProgranz, Novembel 6, 
2000,"The Michigan Technology Staffing Guidelines". 
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Graphic 18 reflects the needed civilian strategic support positions by year and cost, with special 
focus on supporting administrative, financial, preventive, and training units Department-wide: 

GRAPI-IIC 18 
Other Civilian Strategic Support FY07-08 FY08-09 FYO9-I0 FY10-11 FYll-12 Total 

1st Year Costs 1,374.883 1,789,257 1,379,680 755.509 694,223 
On-going Costs -- - -1,348,376 -3,173,262 4,695,711 5,679,221 

Total Other Civilian Strategic Support 1,374,883 3,137,633 4,552,941 5,451,220 6,373,444 20,890,121 

Analyst I1 

Crime Prev Spec 

Information System Analyst 

Network Engineer 

Network Technician I1 

Office Specialist II C 

Senior Account Clerk 

Staff Tech 0.5 -. 
Systems Applic Programmer l l  2.0 2.0 -1 .O 1.O 1.O 

Video mullimedia producer 1 .0 
Total Positions 14.5 18.0 12.0 6.0 5.0 
Excludes staffing for support departments such as GSA garage and radio shop. 

CONCLUSION 

Over the last few decades, the San Jose Police Department has become widely recognized as one 
of the premier, professional law enforcement agencies in the country. Much of the Department's 
success is attributed to the innovative programs the Department has developed that have become 
standard programs for alnlost all other agencies, such as the highly successfill San Jose Police 
Officer Field Training Program, the Critical Incident Team (CIT), Anti-Graffiti Detail efforts, 
the Mayor's Gang Prevention Task Force (MGPTF), Safe Neighborhood Initiative (SNI), and 
Weed ind Seed ~Fo~rarns .  Yet it must also be recognized that rrlGch of the Department's success 
has come because of its ability to work very closely with San Jose's residents, neighborhood 
associations, community leaders, non-profit organizations, schools, social service organizations, 
elected officials, and other govel-nrnent agencies in its proactive efforts to prevent crime, 
intervene with those in the community who are committing crime in an effort to extract them 
from a criminal lifestyle, and enforcing the law on those who choose to comrnit crimes. It is -

exactly this three-prong, proactive approach that the Department uses as its business model, in 
which it addresses both crime and its socioeconomic roots, that has helped the Department to 
achieve its status as the Safest Big City in America for six consecutive years. Indeed, it cannot be 
overstated that what differentiates the San Jose Police Department's successfi~l business model 
from that of other police agencies that do not enjoy San Jose's success is that Department 
members focus on being proactive rather than reactive to crime. 

In the simplest of tenns, the San Jose Police Department's business model is based upon the 
philosophy that the Department does not wait for crime to occur and then simply react or respond 
to it. Rather, the Department anticipates what crime trends or social issues are causing crime and 
then partners with anybody and eveiybody to address the crime and its socioeconornic roots in 
whatever marlner possible. This is why the community sees Division Captains at neighborhood 
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association meetings. This is why the community sees Family Violence detectives working 
alongside other social service organization workers, district attorneys and county social service 
workers in the same office building to drive down the nrmber of domestic violence cases in San 
Jose, since it is widely known that a police department cannot arrest its way out of a domestic 
violence crime trend. This is why, when a homicide occurs, detectives are assisted immediately 
by uniformed patrol officers to do follow-up on all leads that are being identified, which has led 
to an astounding homicide case clearance rate of over 90%. 

The current dilemma, however, is that this very business model that has worked so well for the 
Departrnent is at risk of clianging due to staffing levels throughout the Departrnent that have not 
kept pace with growing service demands due to population iricreases nor the changes San Jose 
has experienced as a result of growing to become a niajor city in the nation, with all of the 
demands for service that such recognition brings. In essence, witl.iout additional staffing the 
Department is at risk of becoming more reactive in its approach to its work than proactive. This 
means Department resources will need to be focused more on responding to emergency calls-for- 
service than trying to balance the need for emergency response with the prevention and 
intervention components of the Department's business model. As rioted in the report, the 
Department is already experiencing weaknesses in its ability to impact burglary and auto theft 
crimes due to the lack of detectives in the Bureau of Investigations. Burglaries and auto thefts 
are two of the six crime types tracked by the Federal Bureau of Irivestigation (FBI) used as 
factors in naniing San Jose as the "Safest Big City in America." 

It should also be noted, based on 2005 FBI statistics, the Departrnent currently has 1.48 officers 
per capita (1000). This is 44% lower than the average officer per capita ratio (2.64) for the 23 
cities with populations ranging from 500,000 to 1,000,000 persons. Even if the Depal-tnient was 
able to realize all of the additional sworn staff proposed in this Plan (478) in one single year, the 
adjusted officer-per-capita ratio (based 011 the current population) would still only be 2.00 
(approxirnately 24% below the 23-city-average ratio). 

The Department currently has 0.40 civilian police staff members per capita (1000). This is also 
approxirnately 44% lower the average civilian police employee-per-capita ratio (.72) for the 23 
cities with populations ranging from 500,000 to 1,000,000 persons. Even if the Department was 
able to realize all of the additional civilian police employees proposed in this plan (119.5) in one 
single year, the adjusted civilian police employee per capita ratio (based on cursent population) 
would still only be 0.53 (approxirnately 26% below the 23-city-average ratio). 

While the discussion in this report has beell focused mainly on the logistical and operatioiial 
reasons for why additional staffing is needed, it must also be pointed out that there are other 
staffing-based factors that will affect the Department's long-term ability to recruit and retain top- 
notch men and women to serve in the Department. For example, the California Peace Officer 
Standards arid Training (POST) organization recently indicated that law enforcement agencies 
will be seeking approxirnately 68,000 police officer candidates statewide by the year 201 26. This 

6 Sai7 Frcn7cisco Chroliic[e ,October 1 ,  2006, "Region's Most Wanted: Police Officers Recruitment Tactics Include 
incentives, Fairs, Even Poaching," Jaxon Van Derbeken and Christopher Heredia. 



HONORABL,E MAYOR AND CITY COINCIL, 
RE: POLICE DEPARTMENT PROPOSED FIVE-YEAR STAFFING PLAN: 2007-2012 
Novernber 17,2006 
Page 32 

means that San Jose will be competing for new officers during a time of peak demand for 
officers candidates at the same time there is a shrinking pool of potential officer candidates 
statewide. To the degree that San Jose begins to lose its cachet as being a premier law 
enforcement agency in which to work, due to a trend to becoming a more reactive police 
department than a proactive one, the Department will begin to lose quality candidates to those 
agencies staffed to a degree that allows thern to maintain a progressive, innovative approach to 
law enforcement. It must also be noted, to the degree officers' efforts will be focused more on 
responding to calls for service in an environment where patrol staffing resources are static or 
shrinking, officer safety concerns will grow, impacting both the personal safety and the morale 
of the officers the community calls upon to put thenlselves in harm's way in the interest of public 
safety. 

The Department does recognize to the degree the City addresses the staffing dilemma of the 
Police Department, such efforts would also impact the City's ability to meet the staffing needs of 
other City departments. It is for this reason that those working on the proposed staffing plan have 
been sensitive to this issue, working to ensure that staffing proposals were based upor1 the 
operational issues identified during the effort. T11e Department remains committed to working 
with all City departments in its effort to ensure that San Jose is a safe place to live, work and 
play. 

Summary 

The following table (Graphic 19) summarizes all of the sworn and non-sworn staffing additions 
needed to maintain the Department's successfill business model, meet the goals of the City, and 
achieve the Department's Public Safety City Service Area's goals: Respond to Calls for Service; 
Provide Investigative, Traffic Safety, Special Event and Regulatory Services; and to provide 
Crime Prevention and Community Education: 

RECAPS FY07-08 FY08-09 FYO9-I0 FYIO-11 FYI  1 -12 Total 

Beat Patrol 9,109,543 17,709,078 28,590,700 48,211,218 88.210.765 191,831,304 
Special Operations and Investigations 5,127,909 10,659,564 12,940,564 14,706.388 16,266,090 59,694,516 
Recruitment and Training Sworn Personnel 2,695,597 2,913,282 2,602,089 2,703,600 2,828,995 13,743,563 
Communications 1,604.279 2,751,966 3,397,264 4.251.206 5,958.867 17,963,582 

Direct Support to Patrol 339.288 763.026 1,215,031 1,341,117 1,506,419 5,164,880 
Other Civilian Strategic Support 1,374,883 3,137.633 4,552.941 5,451,220 6,373,444 20,890,121 

Total 5 Year Stafting Plan Cost 20,245,499 37,934,548 53,298,589 76,664,749 121,144,581 309,287,966 

-
Total Sworn 116.0 1 110.0 1 93.0 1 83.0 1 76.0 478.0 

Total Civilians 33.5 1 33.0 1 22.0 1 13.0 1 18.0 119.5 
Total Positions 149.5 143.0 115.0 96.0 94.0 597.5 
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ADDENDUM 

ADDENDUM A: SJPD Proposed Five-Year Staffing Plan: Prioritized Implementation Schedule 

Each table summarizes the Department's prioritized staffing needs broken out 
by fiscal year, including first-year and one-time start-up costs. Each year is 
comprised of four tiers represented in $5 million increments. 

ADDENDUM B- SJPD Capital Bond Five-Year Forecast 

ADDENDTJM C- SJPD Retirement S~~rvey  2006Au~us t  



San Jose Police Five Year Staffing Plan - FY2007-08 Staffing bv Tier ADDENDUM A 

FYO7-08 
TOTAL 

Program Classification FTEs Tier I Tier 2 Tier 3 Tier 4 
*....................~.~ 


Beat Patrol 
BFO Patrol Officers 1 68.0 20.0 20.0 20.0 8.0 

TOTAL PATROL 68.0 f 20.0 20.0 20.0 8.0 
C ...................... 


........................ 

Sworn Special Operations and Investigations 
BFO Special Events Team Sergeant 1.0 i 1.0 
BFO TEU Sergeant 1.0 I 1.0............................................................................................................. 


NCI Sergeant 1.0 i 1.O 
BOI Auto Theft Sergeant 1.0 i 1.O ........................................................................................................................................................
A ............................................................................................................. 

BFO Special Events Team Officer 2.0 i 1.0 1.0 
BFO TEU Officer i 6.0 4.0 2.0............................................................................................................. 

BOI Auto Theft Officer f 4.0 1 4.0 2.0 
BOI Burglary i 4.0 i, 2.0Officer ...........................................................................................................4.0 
BOI Court Liaison Unit Officer 1.0 i 1.O 
BOI FraiidllD Theft Officer -. 2.0 j 2.0........................................................................................................... 

BOI SAIU - 290 detail (,Jessica's Law)* Officer 6.0 
BOI NCI Officer i 3.0 3.0 2.0 
BOI TIU Officer 1 2.0 i 2.0 

LSub-Total Sworn Special Ooerations and Investisations i 34.0 If 8.0 8.0 8.0 f0.0..................... 


Recruitment and Training Sworn Personnel 
BOA Training Sergeant 
BOA Academy Officer 
BOA Backgrounds Officer 
BOA Recrlliting Officer 
BOA Training Officer 

Recruitment and Training Sworn Personnel 

Non-Sworn 

-............l........., 

Communications 

BTS Communications Asst Communications Mgr 1.0 1 1.O 

' 
 3.0 i 1.0 2.0BTS Communications PIS Radio Disp (dispatchers) i.......................................................... 

BTS Communications PubISaf Comm Spec (call takers) i 6.0 i 1.O 3.0 1.0 1.0 
BTS Communications Sr Pub Safety Radio Dispacther 4.0 i 2.0 2.0 
BTS Communications Super. PIS Radio Dispatcher i 1.0 1 .0 

Communications Total i 15.0 -1 2.0 3.0 5.0 5.0i..................... 




San Jose Police Five Year Staffing Plan - FY2007-08 Staffing by Tier ADDENDUM A 

Classification 

Messenger Clerk 
Pol. Data Spec (Jessica's Law)* 
Supervising Police Data Spec 

Analyst I1 
Analyst I1 
Information System Analyst 
Network Technician II 
Office Specialist IIC 
Office Specialist I1C 
Office Specialist I I  C 
Office Specialist II C; 
Office Specialist I1 C 
Office Specialist II C 
Staff Tech 
Systems Applic. Programmer I1 

FY07-08~ 

TOTAL 

-FTEs -Tier 1 Tier 2 Tier 3 Tier 4 

........................ 


1.0 f 1 .O ............................................................................................................. 

f 2.0 1 2.0 
i 1.0 1 1 .0 

1........................33.5 1 3.0 9.0 8.0 13.5 i 


Program 

Direct Support to Patrol 
BTS OSSD 
BTS OSSD 
BTS OSSD 

Direct Support to Patrol 

Other Civilian Strateqic Support 
BOA Personnel 
COP R&D 
BTS Systems Development Unit 
BTS Systems Development lJnit 
BOA Academy 
BOA Personnel 
BOA Photo Lab 
BOI Court Liaison 
BOI DVTeam 
COP PAD 
BOA SEU 
BTS Systems Development Unit 

Other Civilian Strategic Support 

iCommunications 
f Direct Support to Patrol 
;Other Civilian Strategic Support 

-Sub-Total Non-Sworn 

f 68.0 f>......................,......
.......................
 20.0 f 20.0 f 20.0 fSub-Total Patrol 8.0 
8.0 ii 34.0 f'....................................................................;
Special Opsllnvestiqative Sworn 8.0 i 8.0 f..................-. 
 10.0................. 


Recruitment and Traininq Sworn f 14.0;  4.0 f - .i 2.0 ( 8.0-.....................................................................".................-.................. 

Sub-Total Non-Swm f 33.5 f 3.0 f 9.0 f 8.0 1 13.5 

Grand Total FTE's f 149.5 f 35.0 37.0 38.0 39.5........................1 


First Year Costs $20.2m $4.9m $5.0m $5.lm $5.2m 



San Jose Police Five Year Staffing Plan - FY2008-09 Staffing bv Tier 

FYO8-09 

TOTAL 


Program Classification FTEs ~ i e r  -Tier 2 Tier
1..................."..I 


Beat Patrol 
BFO Patrol Patrol Officers f 66.0 f 20.0 20.0 20.0 6.0 

TOTAL PATROL 

-....................... 

Sworn Special Operations and Investigations 
BFO Community Services Captain ...*....... 1.0 f 1.o.............."..................................................................................................................................... ...............1......................................................................................... 

BFO Community Services Lieutenant 1.0 j 1.O 
COP Program Performance Unit Lieutenant 1.0 i 1.o...................................................................................................................................................... ......................................................................................
"..+". ..................~~:.." 

BFO Community Services Sergeant 1.0 f 1.O 
COP Program Performance Unit Sergeant 
BOI Day Detectives Sergeant 
BOI NCI Sergeant 1.0 i 1.o..................................................................................................................................................
.......*....................."1"........................................................................................ 

BFO Community Services Officer 2.0 f 1.0 1.0 
BOA Permits Officer 
BOI Assaults Officer 
BOI AutoTheft Officer 
BOI Burglary Officer 
BOI Court Liaison Unit Officer 
BOI Crime Scene Officer 
BOI Day Detectives Officer 
BOI Domestic Violence Officer 
BOI FraudIlD Theft Officer 
BOI High Technology Unit Officer 
BOI Juvenile Officer 
BOI Missing Persons Officer 
BOI Robbery Officer 
BOI SAllJ - Child Exploits Officer 
BOI SAIU - General Crimes Officer 
BOI Threat Mgmt Officer 
BOI NCI Officer 
BOI TIU Officer 

Sub-Total Sworn Special Operations and Investiqations 

Recruitment and Training Sworn Personnel 
BOA Range Officer 
BOA Training Officer 2.0 f 1.O 1.O 

Recruitment and Training Sworn Personnel 3.0 i 2.0 1.0 -
:I 11:................... 


Non-Sworn 

COMMUNICATIONS 
BTS Communications Analyst II 1.0 f 1.O 
BTS Commi~nications PIS Radio Disp (dispatchers) f 3.0 f 1.O 2.0................................................................................................................. 

BTS Communications PubISaf Comm Spec (call takers) I 3.0 i 1.0 2.0 
BTS Communications Sr Pub Safety Radio Dispacther i 3.0 1.o 2.0 

Communications Total f- 10.0: 3.0 7.0....................... 




San Jose Police Five Year Staffing Plan - FY2008-09 Staffing bv Tier 

FYO8-09 

TOTAL 


Program Classification 


Direct Support to Patrol 
COP Crime Analysis Unit Crime Data Specialists 
BOA Central Supply Police Property Specialist II 
BOA Evidence Warehouse Police Property Specialist II 

Direct Support to Patrol 

Other Civilian Strate~ic Sup~ort  
BFO Community Services Analyst II 
BTS BTS - Admin Analyst II 
BFO Community Services Crime Prev Spec 
BTS Systems Development Unit Information System Analyst 
BTS Systems Development Unit Network Engineer 
BTS Systems Development Unit Network Technician II 
BFO Community Services Office Specialist II C 
BOA Fiscal Office Specialist II C 
BOA Permits Office Specialist II C 
BOI Court Liaison Office Specialist II C 
BOI GIU Office Specialist II C 
BOI Homicide Office Specialist II C 
BOA Fiscal Senior Account Clerk 
BFO BFO-Admin Sr Acct Clk (Timekeeper) 
BTS Systems Development Unit Systems Applic. Programmer II 

Other Civilian Strategic Support 

i Communications 

(Direct Support to Patrol 

lother Civilian Strategic Support 


Sub-Total Non-Sworn ........................................................................................................................................... 


Sub-Total Patrol 1 66.0 i 20.0 .,.~1 20.0 1 20.0 6.0>.........."..".'....,....................... .....................,... ................p 
1 .................. 


Special Opsllnvestiqative Sworn i 41.0 i 11.0 i 7.0 ( 8.0 i 15.0 
;".....................).......................+......................"...................{................... 


Recruitment and Traininq Sworn 3.0 ( - .  2.0 ( 1.0 (
>........................................... ~ " L ~ . "..................."" ...................................... 


Sub-Total Non-Sworn j 33.0 1 5.0 ( 8.0 j 5.0 j 15.0 

Grand Total FTEs 143.0 ! 36.0 37.0 34.0 36.0,~.,."................., 


First Year Costs $20.0m $5.2m $5.0m $5.1m $4.7m 



-- 

San Jose Police Five Year Staffing Plan - FY2009-10 Staffing by Tier 

FYO9-I 0 
TOTAL 

Program Classification FTEs Tier I Tier 2 Tier 3 Tier 4 

Beat Patrol 
BFO Patrol 	 Patrol Officers 

Sergeant 
Lieutenant 

TOTAL PATROL 

Sworn Special Operations and lnvestiqations 
BFO Community Services 	 Sergeant 
BFO Horse Mounted Unit 	 Sergeant 1.0 i 1.o:...................................................................................................................
......................................................................................................................................................... 

BFO Community Services Officer 1.0 I 1.O 
BFO Horse Mounted Unit Officer 
BOI At~to Theft Officer 
BOI Burglary Officer 
BOI Court Liaison llnit Officer 
BOI Day Detectives Officer 
BOI Domestic Violence Officer 
BOI FraudllD Theft Officer 
BOI Gang Investigations Unit Officer 
BOI Juvenile Officer 
BOI SAIU - General Crimes Officer 
BOI NCI Officer 

Sub-Total Sworn Special Operations and Investiqations 	 18.0 f 9.0 5.0 4.0....................."..~., 


Recruitment and Traininq Sworn Personnel 
BOA Training Officer 

Recruitment and Training Sworn Personnel 	 2.0 1 2.0 ........................... 


Non-Sworn 

........................... 
COMMUNICATIONS 
BTS Communications PIS Radio Disp (dispatchers) j 2.0 1 1.O 1.O 
BTS Communications PublSaf Comm Spec (call takers) f 3.0 f 2.0 1.O 

Communications Total 	 5.0 j 3.0 2.0 ........................... 




San Jose Police Five Year Staffing Plan - FY2009-I0 Staffing by Tier 

FYO9-I 0 
TOTAL 

Program Classification -FTEs Tier I Tier 2 Tier 3 Tier 4 

........................~ . <  

Direct Support to Patrol 
COP Crime Analysis Unit Crime Data Specialists 1.0 i 
BOA Central Supply Police Property Specialist II 3.0 i 
BOA Evidence Warehouse Police Property Specialist II 1.0 i 1.O 

Direct Support to Patrol 5.0 i 3.0 2.0 
:."".l"n".n"" .............' 

........................... 


Other Civilian Strategic Support 
BOA Training Analyst II 1.0 
BOI Burglary Analyst II .......................... 1.o1.0 -i........................................................................................ 

BOI Homicide Analyst II 1.0 f 1.O 
COP R&D Analyst II 
BFO Community Services Crime Prev Spec 
BTS Systems Development Unit Information System Analyst ....................................................................................................................1.0 1.O 
BTS Systems Development Onit Network Engineer 1.0 1 1.O 
BTS Systems Development Unit Network Technician II 2.0 j 1.O 1.O.................................................................................................................... 

BFO Community Services Office Specialist II C 1.0 1 1.O 
BTS Systems Development Unit Systems Applic. Programmer II f 1.0 1.O 
BOA Video Video multimedia producer 1.0 i 1 .0 

I 

Other Civilian Strategic Support 12.0 ) 4.0 5.0 3.0 ........................... 


icommunications 

;Direct Support to Patrol 

;Other Civilian Strategic Support 


Sub-Total Non-Sworn 

Sub-Total Patrol 73.0 f 23.0 f 22.0 22.0 ] 6.0..............................................................................................-................... 

Special Opsllnvestiaative Sworn 18.0 f 9.0 i 5.0 1 4.0 f................................................. .................,..................
"~I'I'I'.I' *................... 

Recruitment and Trainina Sworn 2.0 i 2.0 i - :  - ::.........................<................................................>..................<.................... 


Sub-Total Non-Sworn 22.0 1 - ] 10.0 ] 9.0 ] 3.0 

Grand Total FTEs ! 115.0 f 34.0 37.0 35.0 9.0........................... 


First Year Costs: $16.5m $5.0m $5.2m $4.9m $1.4m 



- - - - -  

San Jose Police Five Year Staffing Plan - FY2010-11 Staffing bv Tier 

FYIO-I1 

TOTAL 


Program Classification FTEs Tier 1 Tier 2 Tier 3 Tier 4 

Beat Patrol 
BFO -- Patrol Patrol Officers 

Sergeant 
Lieutenant 

TOTAL PATROL 

Sworn Special Operations and Investigations 
BFO Community Services Officer 
BFO Horse Mounted CJnit Officer 
BOI Assaults Officer 
BOI Auto Theft Officer 
BOI Court Liaison Unit Officer 
BOI Domestic Violence Officer 
BOI Missing Persons Officer 
BOI Robbery Officer 

Sub-Total Sworn Special Operations and lnvestiqations 

Recruitment and Training Sworn Personnel 
Recruitment and Training Sworn Personnel 

Non-Sworn 

Communications 
BTS Communications 
BTS Communications 
BTS Communications 

Communications Total 

PIS Radio Disp (dispatchers) 
PublSaf Cornm Spec (call takers) 
Sr Pub Safety Radio Dispacther 

2.0 
3.0 
1.O 

6.0 

1.O 
1.O 
1.0 

3.0 

1.O 
1.O 

2.0 

1.0 

1 .O 

Direct Support to Patrol 
COP Crime Analysis Unit 

Direct Support to Patrol 

Crime Data Specialists 



San Jose Police Five Year Staffing Plan - FY2010-I1 Staffing bv Tier 

FY10-1I 
TOTAL 

Program Classification -FTEs -Tier 1 Tier 2 Tier 3 Tier 4 

Other Civilian Strateqic Support 
BTS Systems Development Unit Information System Analyst 1.o 1 .0 
BTS Systems Development Unit Network Engineer 1.O 1.O.................................................................................................................. 

BTS Systems Development Unit Network Technician II 2.0 1.O 1.0 
BOA Fiscal Senior Account Clerk 1 .0 1.0 
BTS Systems Development Unit Systems Applic. Programmer II 1.o 1 .0 

Other Civilian Strategic Support 6.0 2.0 3.0 1.O 

i Commi~nications 

:Direct Support to Patrol 

:Other Civilian Strategic Support 


Sub-Total Non-Sworn 

"...................... 

Sub-Total Patrol i 73.0 1 23.0 j 22.0 f 28.0 f.................................................................................................................. 


Special Ops/lnvesti~ative Sworn i 10.0: 7.0 i 2.0 1 1.0 i...."" "~ " " "  .."............................ V.."" ............................................................. 

Recruitment and Traininq Sworn - .  - : . . :  - .:......""".."........<......................,"...................".I."....................I..................... 


Sub-Total Non-Sworn f 13.0 i 5.0 i 6.0 i 2.0 1 

Grand Total FTEs i 96.0 1 35.0 30.0 31.o
"...................... 


First Year Costs $14.7m $5.2m $4.6m $4.9m 



San Jose Police Five Year Staffing Plan - FY2011-12 Staffing bv Tier 

FY11-I2 
TOTAL 

Classification 	 - - - -FTEs Tier 1 Tier 3 Tier 4Program 	 Tier 2 

Beat Patrol 
BFO 	 Patrol Officers 66.0 f 20.0 23.0 23.0 -

Sergeant 4.0 f 2.0 2.0 
Lieutenant 1.0 f 1.0 

I 

TOTAL PATROL ...........................71.0 1 23.0 25.0 23.0 -


Sworn Special Operations and lnvestiaations 
BFO Community Services Officer 
BOI Assaults Officer 
BOI Auto Theft Officer 
BOI Court Liaison Unit Officer 
BOI Domestic Violence Officer 

I 

Sub-Total Sworn Special Operations and Investiqations ,.........................f 4.0 1.O
5.0 , 

Recruitment and Traininq Sworn Personnel 
Recruitment and Training Sworn Personnel 

Non-Sworn 

Communications 
BTS Communications PIS Radio Disp (dispatchers) f 7.0 ; 2.0 3.0 2.0 -
BTS Communications PubISaf Comm Spec (call takers) ;j 3.0 f 1.0 2.0.........................:................................................................................ 

B'TS Communications 	 Sr Pub Safety Radio Dispacther f 2.0 f 1.0 1.O 

- :BTS Communications 	 Super. PIS Radio Dispatcher j 

Communications Total 	 ...........................f 4.0 6.0 2.0 -
12.0 

Direct Support to Patrol 
COP Crime Analysis Unit 	 Crime Data Specialists 

Direct Support to Patrol 



San Jose Police Five Year Staffing Plan - FY2011-12 Staffing bv Tier 

Program 

Other Civilian Strateqic Support 
BTS Systems Development Unit 
BTS Systems Development Unit 
BTS Systems Development Unit 
BTS Systems Development Unit 

Other Civilian Strategic Support 

jCommunications 
:Direct Support to Patrol 
:Other Civilian Strategic Support 

Sub-Total Non-Sworn 

Sub-Total Patrol 
Special Opsllnvestinative Sworn 
Recruitment and Traininq Sworn 

Sub-Total Non-Sworn 

Grand Total FTEs 

First Year Costs 

FY I I - I2  
TOTAL 

Classification - - - - -FTEs Tier 1 Tier 2 Tier 3 Tier 4 

........................... 


Information System Analyst 1.0; 1.0 
Network Engineer 
Network Technician II 
Systems Applic. Programmer I1 1.0: 1.0 

I 

5.0 : 2.0 1 .0 2.0 -........................... 


71.0 .i 23.0 25.0 1 23.0 1 -
).......................""1.........."
................ 


5.0 i 4.0 : 1.0 : - . -.........................:....................i.ii.ii.ii.i..............................L................. 
- .  - . - .  - . -............................................."" - .........................................-................. 

18.0 1 7.0 : 7.0 1 4.0 f -

I 

94.0 f 34.0 33.0 27.0 -
:........................., 


$15.2m $5.2m $5.2m $4.8m 



ADDENDUM B 

SJPD FIVE -YEAR STAFFING PLAN ADDENDUM 

Description/Justification: Technology Support Staff 
Contact: Captain Chris Moore 

Programming and Infrastructure Support: 
The Police Department has approximately 1,476 desktoplmobile devices, 87 network devices, 
and 25 other disparate computer systems. In addition, there are over 110 separate databases and 
seven outside networks attaching to local, state, and federal databases that the unit maintains. 
Several staffing evaluations' conducted support increasing resources within the Police Systems 
Development Unit to sustain existing department needs. 

One of the most mission-critical of all computer systems at the Police Department is the 
Computer Aided Dispatch (CAD) system. Realistic staffing levels to provide adequate 2417 
support for CAD and manage the demands of the system are closer to four or five Systems 
Analysts as opposed to the existing two. 

Within the Police IT Infrastmctclre Stc~dy completed in January 2005, an analysis of department 
databases was conducted after a thorough audit and survey of each unit. As a result, 56 of the 
110 databases were deemed "critical" or "high priority" systems. However, none of the 56 
critical databases is currently being supported by existing IT staff because resources are spread 
too thin. As a result, these programs have not been converted, nor are they able to be changed 
into another format. Contin~led support for programming is required to maintain the existing 
databases and managing the growing infrastnlch~re within the department. 

As the department contintles to increase technology and infrastnlchlre, technology support staff 
must follow. Increases in support and maintenance due to the completion of technological 
projects, s11c11 as the County-wide Mugshot Database; Electronic Citations; Commercial Wireless 
Broadband; Digital Evidence migration; On-line automation of Traffic Reports; Deployment of 
TeleStaff scheduling software; Projected replacement of the Records Management System 
(RMS); Projected deployment of a investigative Case Management System; Projected 
deployment of an Automated Field Reporting (AFR) system; and participation in the Microwave 
Interoperability expansion. 

'The San Josc Poliec Dcpartmcnt Infrastructure Study (1105); Tilc Public Technology Institute (PTI) Rcport on CAD (1105); Thc Civil 
Grand Jury Invcstigalion (04105); Thc Public Safety Corc Scrviccs Area (PSCSA) Rcport (.3105); SJPD IT Infrastructure Study (112005); 
SJFD Shatcgic Plan (212005); Ccntral IT staffing analysis (312005); University of Michigan IT staffing study 



Programming and 
Infrastructure Support FY07-08 FY08-09 FY09-10 FY10-11 FYll-12 

I st Year Costs $ 487,000 $ 217,646 $ 228,528 $ 239,955 $ 251,953 

On-going Costs $ - $ 485,688 $ 725,028 $ 987,088 $1,273,542 
Total Programming & 
Infrastructure Support $ 487,000 $ 703,334 $ 953,557 $ 1,227,043 $1,525,494 

Syste~ns Application Programmer 

Info Systems Analyst 2.0 

Total Positions 2.0 2.0 2.0 2.0 

Desktop and Network Support: 
Indu~stry standards for desktop support recornrnend one technician for every 15 desktop systems. 
A minimum standard for desktop support rnaridates one technician for every 50 desktop systems. 
Using the rnore coriservative guide, the recommended network technician compliment for Police 
should be approximately 30 technicians. Presently, there are two technicians for department- 
wide desktop support; this limited staffing has iiot been able to rneet the dernand for their 
services. 

The department has a wide array of network components supported by Network Engineers. 
Presently, the department has two Network Engineers to provide 2417 support Windows Server 
administration, UNIX administration, SQL data administration, and all other network servers 
attached to the backbone, including a total of 27 IJNIX, Core, and Applications servers. With 
additional IT support staff, the department will be able to provide staggered sclledulirig as well as 
support the complete network backbone. 

Desktop and Network 
Support FY07-08 FY08-09 FY09-10 FY10-11 FY 11-12 

I 1st year costs $ 447,354 $ 251,402 $ 263,972 $ 277,170 $ 291,029 

On-going Costs $ - $ 444,060 $ 716,762 $ 1,015,624 $ 1,342,580 
Total Other Civilian Strategic 
Support $ 447,354 $ 695,461 $ 980,733 $ 1,292,794 $ 1,633,609 

Network Technician I1 2.0 

Network Engineer 2.0 2.0 2.0 2.0 2.0 

Total Positions 4.0 2.0 2.0 2.0 2.0 



Description/J~~stification: Bond Projects 
Contact: Captain Gary Kirby 

Drivers' Training Facilitv Staffing: 
POST requires officers to receive drivers training every three years. The Driver's Training 
Facility will be used primarily to provide Police and Fire personnel with defensive driving 
training and driver training that rriirnics all the scenarios personnel encounter. Fully equipped 
vehicles are required to allow the scenarios to be as real as possible. Aspects of another driver 
training facility located in Alameda County will be included into the plan. 

Utilization will primarily be for Police and Fire, with availability to other City departments and 
other agencies as the schedule permits. This facility is due to come on-line January 2009. The 
specific training needed for this type of facility requires that personnel be hired in the year prior 
to its opening. The Department is currently developing a revenue offset plan for the maintenance 
and operation costs by renting the facility to other law enforcemerit agencies in the area. 

Driver Training Facility 
Staffing FY07-08 FY08-09 FY09-10 FY10-11 FY11-12 

Costs: 
Personal/Nonpersonal 

I st Year Costs $ - $ 547,077 $ - $ - $ 


Recn~it Salary Savings $ - $ (17,650) $ - $ - $ 


Marked Vehicles @$52,755 $ - $ 886,284 $ - $ - $ 


Unmasked Vehicles $ - $ 176,846 $ - $ - $ 
Driver Training Facility 

1st Year Costs: $ - $ 1,592,557 $ - $ - $ 


Personal/Nonpersonal 
On-going Costs $ - $ - $ ,381,461 $ 400,534 $ 420,561 

Marked Vehicle M&O @ $9,100 $ - $ - $ 160,524 $ 168,550 $ 176,978 
IJnlnarked Vehicle M&O @ 
$3,060 - $ - $ 16,868 $ 17,712 $ 18.597 
Driver Training Facility 
Ongoing Costs: $ - $ - $ 558,854 $ 586,796 $ 616,136 
Total Driver Training Facility 
Staffing Costs: $ - $ 1,592,557 $ 558,854 $ 586,796 $ 616,136 

Positiorzs: 

Sgt 

Officer 


Total Positions 


Marked Vehicles 


Unmarked Vehicles 




Substation Staffing: 
The Police Department has developed a comprehensive staffing model for both the patrol and 
investigations functions directly related to the implementation of the Southern substation. The 
agreed upon allocation of resources (400 personnel) being reassigned from the Bureau of Field 
Operations (including Special Operations), Investigations, Operations Support Services 
(RecordsJFingerprints) and other civilian support staff, did not include the need for duality of 
service in the areas of the Pre-Processing Center (PPC) and the Main Lobby (Information 
Center). 

The minimum staffing levels for both PPC arid the Main Lobby require that both locatioris be 
staffed on a 24-hour basis with sworn personnel. PPC will be staffed with one sergeant and two 
Officers per shift, covering both sides of the week, totaling the addition of six Sergeants and 
twelve Officers. The Information Center - Main Lobby will be staffed with one Sergeant and two 
Officers each for the day and swing shifts, and one Officer for the midnight watch, resulting in 
an additional four Sergeants and ten Officers to cover the week. In order for staff to be hired, 
trained and ready for work when the substation opens, filnding will need to be available for a 
minimum of six months in FY08-09. 

Additionally, the Department of General Services has projected they will need 15 new positions 
for vehicle maintenance and custodial services for the facility. Garage staff and custodial staff 
will need to be added just prior to opening the Substation as they directly s~~ppor t  the patrol 
fi~nction and the facility. 

Substation Totals FY07-08 FY08-09 FY09-10 FY10-11 FY 11-12 
costs: 
Substation Sworn Personnel 

1st year Cost $ - $ 1,285,433 $ - $ - $ 

Substation Direct Support 

1 st year Cost $ - $ 1,744,915 $ - $ - $ 

Other substation Strategic Support 

1 st year Cost $ - $ 172,837 $ - $ - $ 


Total Substation - 1st year costs $ - $ 3,203,185 $ - $ - $ 

Substation Sworn Personnel 
Ongoing Cost $ - $ - $ 2,797,384 $2,937,253 $3,084,115 
Substation Direct Support $ 
Ongoing Cost $ - $3,492,492 $3,667,117 $3,850,473 
Substation Strategic Support 
Ongoing Cost $ - $ - $ 342.750 $ 359,887 $ 377,881 

Total Substation - Ongoing Costs $ - $ - $6,632,625 $6,964,257 $7,312,470 

I Total Substation Costs $ - $ 3,203,185 $ 6,632,625 9 6964,257 $ 7,312,470 / 
I Note: 1st year Personal Services costs slioiviz at 50%. I 

StafJirz: 
Total Substation Sworn Staffing 32 

Total Substation Civilian 

Staffing 44 


I Total Substation Staffing 76 

Substation is scheduled to open in September 2009. Calculations include Personal and Non-Personal Expenses w/ 5% COLA. 




General Services Department Expense: 

FY 07-08 FY 08-09 FY 09-10 FY 10-1 1 FY 11-12 
Custodians $1 84,392 $184,392 $184,392 

Meclianics $427,908 $427,908 $427,908 

Senior Mechanics $305,552 $305,552 $305,552 

Clerical-Office Specialist $48,906 $48,906 $48,906 

GS Non-Personal $14,000 $14,000 $14,000 

Total General Services Expense: $908,758 $908,758 $908,7581 

Description/Justification: Air Support Unit 
Contact: Captain Diane Urban 

Police Helicopter: 
The Police Department currently maintains helicopter services in Sari Jose for half of the week 
only. The existing helicopter was purchased in FY2000-01 and is sched~~led to be replaced after 
10,000 flight hours. Based on SJPD usage, this is a ten year replacement cycle and is expected 
to be replaced in FY20 10-1 1. 

The original plan for the Department was to enhance the helicopter program by adding a second 
helicopter. A second helicopter will expand the time and areas covered during critical iricidents 
and extend the usefulness of the existing helicopter. Safety isslles, risk management, 
maintenance, pilot training, insmance issues, comrnt~nity outreach (presentations and handling 
con~plaints), liaison with the Federal Aviation Admiriistration (FAA), recordkeeping, and 
budgeting are just some of the many parts and respo~isibilities of successf~~lly sunning the 
program. Currently, the Air Support Unity (ASU) is commanded on a co-lateral basis with 
command of both the helicopter and fixed wing air s~lpport fimctions. With the plans of 
expansion to a second helicopter and providing seven day week coverage, it is necessary to add a 
Lieutenant to be exclusively responsible for all aspects of the ASU. Given the 
visibility, liability and overall usefillness that a properly managed ASU call provide, having a 
Lieutenant commanding the Unit as one cohesive entity would mirror the command stnlcture 
that is already found in other TJnits within the Department. In addition to the Lieutenant, 
personnel required to staff a second helicopter and allow for services on both sides of the week, 
would include the addition of three pilots/observers (two Officers and one Sergeant). 

In addition to expanding helicopter services for the fill1 week, the purchase of a second helicopter 
will allow a proper rotation cycle based on air-hour usage of the aircraft so that both helicopters 
do not require replacement at the same tirne. The ongoing maintenance costs incl~lde $183,000 
annually for the helicopter's maintenance; $5,000 for electronics and repairs; $6,000 a month for 
filel; and $9,100 annually for hangar fees. Staff training costs for the pilots are approxitriately 
$10,000 annually. The Department will co~ltinue to pursue grant filnding to offset the cost of 
training new staff. 

Allowing for helicopter slipport d~lring a fill1 week and a reliable fixed wing asset is an absolute 
necessity for a city of a million people. The Police Department anticipates the expansion of the 
Air Support TJnit and will pursue all opportunities of acquiring a second aircraft, using grant 
funds where possible, purchasing the airframe in one fiscal year and the avionics and equipment 
in the second fiscal year. 



Air Support Unit Staffing 
costs: 
Personal + Staff Nonpersonal 
1st Year Costs 

Recniit Savings 

Marked Vehicles @$52,755 

Helicopter Purchase/Replace~nent 
Pilot/Observer Flight Gear and 
Equipment 
Helicopter Maintenance and 
Operations 

Liability Insurance 

Training Costs 

Air Support Unit - 1st Yr. 

Personal + Staff Nonpersonal 
On-going Costs 

Marked Vehicle M&O @ $9,100 
Helicopter Maintenance and 
Operations 

Liability Insurance 

Training Costs 

Air Support Unit - Ongoing 

Total Air Support Command 

Positions: 

L,t 

Sgt 

Officer 


Total Positions 


Marked Vehicles 


Helicopters 




The following table summarizes the total costs by year for items included in this addendum: 

RECAP FORECAST SPECIAL PROJECT STAFFING FY07-08 FY08-09 FY09-10 FY10-11 FYll-12 Total 

Substation - 3,203,185 6,632,625 6,964,257 7,312.470 24,112,537 
Driver Training Facility - 1,592,557 558,854 586,796 616,136 3,354,343 
Desktop and Network Support 447,354 695,461 980,733 1,292,794 1,633,609 5,049,951 
Programming and Infrastructure Support 487,000 703,334 953,557 1,227,043 1,525,494 4,896,428 
Air Support Unit Staffing --589,618 651,057 683.610 3,211,518667.179 620.054 

Total 5 Year Staffing Plan Cost 1,601,533 6,784,155 9,745,823 10,721,947 11,771,319 40,624,777 

Total Sworn 4.0 1 36.0 1 40.0 
Total Civilians 8.0 1 48.0 1 4.0 1 4.0 1 4.0 68.0 
Total Positions 12.0 84.0 4.0 4.0 4.0 108.0 
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SAN JOSE--	 Memorandum 
CAI'II'AL OF SILICON VALLEY 

TO: 	 Robert L. Davis FROM: Lt. Dale Morgan 
Chief of Police Police Personnel 

SUBJECT: Retirement Survey 	 DATE: August 1,2006 

Approved 	 Date 

Background 

In June 2002, the City Auditor presented his report on the "Audit of the San Jose Police 
Department's Method of Projecting Sworn Officer Retirements and Other Separations". One 
recommendation of this audit was for the Police Department to expand the current attrition-based 
approach for projecting sworn retircmel~ts to include longer tenn impact of retirements using 
demographic considerations. The Police Department's response to the audit included the 
developmcnt of a survey of retirement plans of those employees nearing retirement eligibility. 

The first retirement survey was conducted in 2003 and actually had poor response from eligible 
staff. IIIMay of 2006, the San Josc Policc Pcrsonnel Unit was tasked with the assignment of 
redesigning aqd conducting another retirement survey. This survcy solicited infonnation 
regarding rctiremcnt plans from the Department's sworn personnel who are within rctiremcnt 
age. The purpose of this survey is to forecast long term attrition for this department in order to 
plan for hiring in a inartller that will maintain the level of services that the comrnunity currently 
enjoys. This survey will bc used to help forecast future attrition rates in order to more effectively 
plan for and hire 11cw officers. In the past the department has relied only on past attrition rates 
and scheduled retircmcnts. This survey reflects planned service retirements only; it does not 
account for disability retirements, and other reasons for separation from the Policc Department 
and reciprocity allowances. 

The Personnel Unit solicited the assistance of the Police Officers Association (POA) in 
conducting the survey. 'The Personnel Unit developed a survey in which we could expect the 
highest amount of voluntary response with the highest possible accuracy rate fro111 a targeted 
segment of sworn officers. 

The Personnel Unit identified 460 officers who were within five years of normal retiranent age 
and years of service. The Department members contacted were sworn members with 20 or more 
years of service or 45 years old or older. 

Using current business survey principles a short survey was developed which asked the members 
age, ycars of service, if they planned to retire in the next five years and what month and year that 
they planned to retire. 
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In ordcr to rcceive thc most credible data the Departnlent decided to make the survey 
anonymous. In order to ensure that the survey had no duplication and a high percentage of 
response and reliability, the member who was calling gave their name, which was checked off on 
one list as responding. A separate tally sheet, which did not include the officer's name, was used 
to create the anonymous survey data. Sworn members were givcn the option of calling Police 
Personnel, the Police Officer Association or emailing Lieutenant Morgan, the Commander of the 
Personnel Unit. 

Analysis of the Survey 

The survey results are displayed in the attached first two charts. The first chart, "Results by 
Month", shows the planned scrvicc retirements from now to Scptcmbcr 1,2015. Thc second 
chart, "Results by Year", shows the same data in ycar blocks with the cxception of the first block 
which is the remaining six months of this ycar. The remaining two charts show the age 
demographics of sworn department members and the years of service with the department. 

Projected attrition levels will bc at record levels due to the large amount of hiring that was 
conducted 20 to 30 years ago. There are 351 officers on the department with more that 20 years 
of service. There are 390 officers who are 45 years or older. Agencies across the nation are also 
anticipating the need to increase hiring to at least maintain their department's current staffing 
levels. 

Results of Survey 

The Personnel lJnit had a 98 percent response to the survey. 
All but 1 1 mcmbcrs rcspondcd to the survey, 449 out of 460. 
168 membcrs did not plan on retiring within the next five years. 
53 percent of sworn staff is over the agc of 40. 
55 Sworn Officcrs plan to retire by January 3 1,2007. 
99 Sworn Ofiicers plan to retire by January 3 1,2008 
166 Sworn Officcrs plan to rctire by January 3 I ,  2009 
205 Sworn Officers plan to retire by January 3 1,2010 
260 Sworn Officers plan to retire by January 3 1,201 1 

Inlpacts of Proiected Retirements on Recruitment and Hiring 

In addition to the projcctcd attrition pattcms thcrc are additional dynamics that are going to make 
recruiting and hiring morc difficult. The demographic area that agencies typically recruit, 25-32 
year olds, has shrunk by nine percent last year and is expected to continue to shrink. The 
military, N.A.S., C.I.A., F.B.I., Border Patrol and Homeland Security are just some of the 
agencies that have increased thc draw on the same demographic area that we recruit. Other 
police agencies are also reporting that a larger percentage of recruits are not living up to the high 
standards of law enforcement and are denied employment. The San Jose Police Department has 
also found that a larger percentage of recruits are not passing backgrounds. In 2005, out of two 
hiring cycles of a total of 1560 applicants, less than 100 applicants completely passed 
background checks. 
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San Jose also has the additional recruiting challenge of not having a budget that would allow for 
mass information recruiting. The cost of living in the area has become an insurmountable hurdle 
for many of thc perspective recruits. 

The Hire Ahead Program as directed by Council was to ensure that no vacancy in sworn 
personnel remained vacant over 90 days. If we build in the revised atlrition patterns bascd on 
projected retirement, rather than past attrition, then vacancy calculations will exceed the ability 
of the department to self-fund the Hire Ahead Program with vacancy savings. A hiring reserve 
may be nccdcd to anticipate the extra cost associated with the hiring of anticipated vacancies. 

A secondary consideration is our ability to run academics to handle the increase number of 
recruits. Currently thc Police Department has two academies that can handle up to fifty recruits 
each. Any larger academy would be hard to manage logistically and still provide excellent 
training. The logistics of Ilaving additional academies in a year would have to be dcveloped with 
the increased numbers of recruits needing training. 

Conclusion 

The information obtained from this survcy will bc incorporated into the Staffing Plan needs 
projection and into future hiring projections. Personal retirement plans can always change for the 
individual, depending on personal circumstances and decisions. Some may retire before the 
planned datc on the survey and others may decide to stay longer. Regarding other attrition, 
officers not within the retirement age may also decide to leave early for different reasons. This is 
a secondary considcration when reviewing staffing plans and recruitrncnt and hiring projections. 
This survey will be completed again within thrce years. Actual monthly retirement patterns will 
be incorporatd into the bi-annual hiring projections as part of the Hire-Ahead Staffing and 
Recruitment Program. Based on this information the Department should increase its hire a head 
program. 

1-1. ~ a l ;  Morgan 
Police Personnel Unit 
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San Jose Police Sworn Retirement Survey 

Results by Month 


May 2006 


Total 
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San Jose Police Sworn Retirement Survey 

Results by Year 


May 2006 


Sum of 06-01-2006 Sum of 02-01-2007 Sum of 02-01-2008 Sum 0102-01-2009 Sum Of02-01-2010 Sum of 02-01-201 1 

1001-31-2007 1001-31-2008 1001-31-2009 1001-31-2010 1001-31-2011 1001-31-2012 
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San Jose Police Department Sworn 
Age Chart May 2006 

Sworn DOB 

5.59 

Ago 30.39 

Apo 40 - 49 

Years of ServiceISworn 
Yoam of Sowlce 


