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TO 

FROM 

CITY OF GLENDALE 

INTERDEPARTMENTAL COMMUNICAnON 

DATE March 6, 1989 

David H. Ramsay, City Manager 

David J. Thompson, Chief of Police 

SUBJECT Executive Summary - Five Year Plan 

Over the past year, the Pol ice Department has been involved with the 
extensive project of developing a master five year plan for the agency. 
This communication is for the purpose of introducing that plan to you, in 
executive summary form. 

Introduction 

Needless to say, we all take pride in the high quality and professional 
delivery of City services. Through many different perspectives, our 
community is "head and shoulders" above others. Specifically, this holds 
true when we consider the quality of life and feeling of safety that our 
community members enjoy. In fact, when we compare our crime index rating 
with the other 33 California cities with over 100,000 residential 
population, we find a history of being within the top band (those having 
the lowest index ratings). In 1988 we were ranked sixth among these 
cities and, in the past, have been consistently within the top five. This 
ranking represents a long-standing trend of stability in our Part I Crime 
Rate (those eight felony crime categories used by the FBI to determine 
national crime rates). Over the past ten years this rate has seen minimal 
upward fluctuation. Additionally, over the past year we realized a 24% 
decrease in violent crimes against persons. All in all, we have a 
community safety standard to be proud of and, more importantly, 
maintained. 

Problem Statement 

While we have not lost our community standard of safety, we are 
experiencing high volume change within the community, the municipality, 
and specifically within the Police Department. We have identified 
specific indicators that warrant concern and our attention. Collectively, 
these indicators begin to define the parameters of problems that must be 
addressed through policy and action. 

Several component categories are inherently peripheral to this problem of 
rapid change. First, the growth of Glendale has exceeded even its own 
optimistic projections in terms of residential and daytime popUlations. 
Glendale continues to be ranked third in population within the County, 
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behind only the Cities of Los Angeles and Long Beach, and is ranked 
eleventh in the State. Once regarded as a bedroom community, Glendale is 
now on the forefront of emerging as a financial capital. However, these 
socio-economic issues, coupled with our proximity to the metropolitan Los 
Angeles environment, are also surfacing a new set of safety concerns. 
These concerns include such issues as traffic volume, narcotics 
trafficking and use, gang activity, and significant cultural diversity. 
Additionally, we are realizing certain specific crime problems 
characteristic of large metropolitan environments. For example, such 
property crimes as auto theft and auto burglary are rising at an alarming 
rate. 

Secondly, and obviously correlated to our changing environment, we are 
experiencing significant increases in our work loads. Calls for service 
are climbing significantly, along with the variety of different associated 
case loads. In fact, our Patrol Bureau has been plagued with demanding, 
resource draining "spikes" that are growing in frequency, intensity, and 
duration. These "spikes" represent situations where numerous critical and 
essential service situations exist at the same time and consume 
practically all the Patrol Commander's available resources. It is during 
these situations that we have been precariously close to losing our 
ability to pr.ovide immediate essential police service to other emergency 
situations that arise. In fact, it was this specific problem which 
prompted our recent emergency staffing action based on overtime hire­
backs. 

Incidentally, when Dr. Glen Marin met with me early in 1988 to analyze our 
future radio communications needs, he observed that our history to date 
indicated a call for service level that was inherently low for the 
characteristics of Glendale. He predicted that this uncharacteristic 
disparity would suddenly and with assured reliability correct itself. He 
compared it to a "dam breaking" phenomenon to which we are sitting on the 
threshold. 

The third compounding issue involves our past staffing practices with the 
Police Department. We have experienced very controlled and limited growth 
in our sworn and non-sworn ranks over the past decade. We feel this has 
been the by-product of a past City philosophy that ranged from a "no 
growth" stance to one of 1 imited specific growth (in essence a strict 
line-item approach to singular positions). Nevertheless, the end result 
has been a shrinking officer to population ratio {a common industry 
standard is to determine number of personnel for each 1,000 residents}. 

In summary, we are now realizing specific net effects of these interacting 
conditions. First, we are losing our abil ity to provide proactive police 
service within the community. In essence, the workload environment is 
starting to manage us with its demands dictating our reactions. Secondly, 

">~l .. ~ . 
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this situation is stressing our current resources beyond their 
capabilities. We feel both the quality of the work product and the work 
environment are subsequently suffering. Lastly, and of greatest concern, 
is that we are now experiencing times when we are fighting just to 
maintain our essential service capability. That capability equates to 
immediately fielding a 911 emergency call concerning a life or death 
situation and causing a corresponding immediate dispatch and response of a 
police officer in the field. 

Plan Goal and Objectives 

Through our research, analysis, 
produce a document that wi 11 
effectively and efficiently cope 
objectives will serve this goal: 

and planning efforts, our goal is to 
map out well-founded strategies to 

with our pending future. Three primary 

1. To maintain the quality of life and safety expectations of our 
community. (We do not want to slip into the grasp of the 
metropolitan Los Angeles environment!) 

2. To renew our mission and capability to provide full-service to 
the community (underpinned by the consistent product of customer 
service). 

3. To provide the means to aggressively and proactively address our 
specific crime and traffic problems that are increasing at 
alarming rates. 

Our intent is to explore and define the various levels of service required 
by the community and the most appropl'iate means for providing that service 
capacity. These strategies will be weighed in terms of three police 
service levels: 911 Calls For Service (life saving and other essential 
service calls); Order Maintenance Service (police service that proactively 
addresses city and community publ ic safety concerns); and Full Police 
Service (a full service philosophy that emphasizes quality community 
contacts over a wide spectrum of traditional service categories). 

Plan Methodologies 

This executive report will summarize the three different analysis 
methodologies used in our planning. The first section will represent the 
professional assessments of the Police Management Team. The second 
section will base the analysis on the Department1s staffing history. The 
last section will involve comparative analysis with other jurisdictions 
and industry standards. The findings of each of these methodologies will 
be used to develop conclusions and recommendations in 1 ight of our long 
standing mission of providing full-service to our community. 
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We are entering one of the most demanding times of our history and many 
critical policy decisions lie ahead. However, it is also an exciting, 
challenging, and rewarding time period. Already, through this process of 
i ntrospecti on, the management team has become more in tune wi th the 
organization and its inter-related systems. As we open the doors to 
future expans i on, we will reap the uni que opportuni ty to re-thi nk and re­
shape our organization. Affirmative action goals will perhaps never again 
be so accessible. We are approaching the future as an optimistic 
challenge and we hope this plan reflects that end. 

Respectfully submitted, 

DJT /: 1 s 
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ASSESSMENT FINDINGS AND RECQIIMENOATIONS 

As this analysis effort was conducted each segment and approach surfaced 
opinions and conclusions about our organization and its capacity to provide' 
service to the community. Ultimately, the findings led to the identification 
and definition of three specific service capacities. These findings established 
the foundation to predict recommendations concerning the utility of several 
staffing alternatives. 

SUMMARY OF APPROACHES 

The entire organization has been impacted by our changing environment. 
Organizational members have felt the d~mands and stresses of the growing 
workloads. They have witnessed the visible loss of proactive and full service 
capabilities. While struggling to maintain a service orientated philosophy and 
tradition, we are faced with the reality of being reduced to just an essential 
service provider. And now we even find this absolute level of service in 
jeopardy. 

Through their professional assessments, the management team has recognized the 
need to take immediate remedial action to stop this service erosion process. A 
lack of such action will lead to a loss of Glendale's identity, character, and 
"safety" and the absorption of "typical" large metropolitan characteristics. 
The management team's assessments have identified the disparity between our 
current situation and the eventual regaining of our full service capacity. 

Our history has revealed a 30 year period of limited growth in comparison to the 
explosive growth of the City. More specifically, we are completing a decade of 
near non-existent growth, in light of the City's most dynamic period of change. 
Currently, our staffing/population ratio is lower than it was 30 years ago. 

Utilizing a wide variety of comparison bases, the findings indicate that our 
staffing practice is consistently and significantly lower than any of the ones 
identified. 

FINDINGS 

Through this analysis, three specific service types and capacities of police 
service were identified, defined as follows: 

911 Calls - Essential Service - defined as the capability of providing an 
immediate response to a life and death situation. This is dependent upon 
having constant, geographically and strategically placed unites) available 
"on the air." (Example: 911 emergency call of a baby not breathing). 

Order Maintenance - Proactive Service - defined as the capability of 
providing self-initiated work products to address specific city/community 
concerns. This is dependent upon each filed officer having sufficient 
unassigned time during his/her tour of duty to access and address these 
issues (while this varies greatly between jurisdictions, P.O.S.T., Officer 
of Management Services, has recommended a minimum of 33% for unassigned 
time and no more than 33% of the officer's time dedicated to calls for: 
service). Examples would include vacation checks, extra patrol request, 
traffic problem areas, etc. . 
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Full "olice Service - Defined as the capabil ity to provide an efficient 
response time to a wide variety of non-traditional police situations. This 
is dependent upon having a sufficient field force to insure a large enough 
volume of assigned units where such dispatches could occur in a reasonable 
time period and not reduce field numbers to where essential service is 
threatene~ or proactive ability deleted. The best example of this would be 
the "assist the citizen" type calls where full customer service is provided 
(personal field contact rather than phone referrals of refusal to 
dispatch) . 

A unique characteristic of these service levels is that they are hierarchical in 
nature. Subsequently, a level of staffing that will reach essential service 
will only allow that capacity. However, staffing that allows a proactive 
capacity will also insure essential service and a full service capacity will 
allow for the provision of all three. 

The conclusion of this analysis ;s that we have lost full-response and prcactive 
service capabilities and are now on the threshold of having our essential 
service capacity threatened. 

REC()fIII1ENDATIONS 

Staffing Strategies 

The analysis process identified several staffing practices which could be used 
to establish policy standards for the future. This recommendation will, based 
on organizational expertise, predict the service potential for each approach. 
Additionally, the utility value for each will be determined based upon the 
criteria of service capacity and service longevity. Program cost will not be 
considered in determining the utility value of each approach, however, 
approximate first year costs (salary, benefits, M&O, and capital) and the 
approximate cost of reaching the goal over the two year augmentation period will 
be included. 

CURRENT PRACTICE 

Utilizing our traditional line-item approach to personnel additions has not 
significantly changed our officer/population ratio (current at 1.12/1000). 

Service level Capacity-Our current staffing level of 1.12/1000 does not 
represent any potential value in terms of insuring a 911-essential service 
capacity. Our continued retention of this approximate staffing level will 
virtually eliminate any expectation of service other than gll-essential 
service. 

Service level longevity-Our current approach to staffing will not represent 
any value in terms of longevity, as the existing work load will immediately 
consume small incremental increases in personnel and leave us still 
trailing behind in staffing needs. 

Cost factor-Approximated yearly at $140,000 to maintain this ration of 
1.12/100. . 
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HISTORICAL STAMOARD 

Utilizing a historical standard of 1.25/1000 (our highest historical staffing 
ratio): 

~ervice level Capacity-A staffing level of 1.25/1000 will insure our 
"911-ESSENTIAL SERVICE" capacity but not allow efficient/effective access 
to "ORDER MAINTENANCE-PROACTIVE" service or any realistic access to "FULL 
POLICE SERVICE." 

Service level longevity-This approach would require two years to reach the 
standard. During this time period, population and workload changes would 
have increased sufficiently to render the growth ineffective and require 
immediate increases again to reach the standard. For this reason the 
longevity value of this approach is minimal at best. 

Cost factor-First year approximation 
Second year to reach goal 

MEDIAN COMPARISON 

$1,978,505 
401,775 

Of the various comparison basis, the median for the 34 California cities 
represented the most conservative ratio (1.38/1000): 

Service level Capacity-This staffing standard would insure "911-ESSENTIAL 
SERVICE" and open the door to a "ORDER MAINTENANCE-PROACTIVE CAPACITY. II 

However, efficient and effective "FULL POLICE SERVICE II would not be 
realized. 

Service longevity Capacity- U9H-ESSENTIAL SERVICEu should be insured up to 
the fifth year of the program. Proactive service access, absent a 
continuing yearly staffing adjustment to this standard, would be erod~d at 
approximately the third or fourth year due to population and work load 
increases. 

Cost factor-First year approximation 
Second year to reach goal 

PROFESSIONAL ASSESSMENT 

$1,978,505 
1,653,705 

The collective professional assessments of our management team members results 
in a staffing/population ratio of 1.45/100. Although felt to be appropriate for 
our city, this ratio is still behind many neighboring jurisdictions and 
represents a conservative approach: 

Service level Capacity-This staffing standard would allow for the prOV1Sl0n 
of "FULL-POLICE SERVICE", "ORDER MAINTENANCE-PROACTIVE SERVICEu

, and 
"911-ESSENTIAL SERVICE. II 

Service level longevity-Based on the five year projections of this staffing 
approach, a staffing/population ratio of 1.45/100 to 1.50/100 will be 
maintained throughout the life of the program. This should allow a 100% 
longevity of our service capacity, absent any gross disparities with 
predicted and real data relating to population and workloads. 
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Cost factor-First year approximation 
Second year towards goal 

$2,466,336 
2,013,573 

Professional Assess.ent I~lementation Profile 

The immediate and future needs of the department as described in the 
professional assessments present significant planning and logistic issues. We 
readily recognize that implementation of this program must be done in a manner 
which provides for controlled growth and optimum utilization of mew resources 
while not overtaking our capacity to absorb the impacts of recruitment, 
training, and equipment/facility needs. To do this we have designed a model 
which allows for a five year planned approach to organizational growth and \ 
development. We have made preliminary decisions regarding yearly goals in this 
regard. As can be seen on the attached chart we have broken down each requested 
position into a schedule for hiring and assignment. By the very nature of the 
police hiring and training process, new officers must be front loaded into the 
patrol force for initial training. Only after successful augmentation at the 
patrol level can specialized positions such as motor officers and investigators 
be augmented. 

As indicated on the chart, in the first year, all new sworn positions (except 
one dedicated to assisting in the hiring and training process) are assigned to 
patrol This results in some surface disparity with what some managers have 
identified as immediate needs in other areas outside of patrol. In recognition 
of the overall impact on the department we have made difficult decisions and 
recognize that some critical problems must be lived with while a planned 
approach to growth is initiated. By the end of the second year we believe that 
we will have addressed all the current critical need areas and will be in a 
controlled growth system which will produce a staffing level of 262 sworn 
personnel by 1994 with maximum efficiency and appropriate civilian augmentation. 

While this charted plan is very specific the reader must recognize that 
flexibility is a necessary component of this proposal. While requested numbers 
of positions would not change (assuming no change in our projected service 
demands) the time table and specific assignments listed here are only shown as a 
guideline to illustrate how we would implement such a program. The time tables 
and assignments are considered to be accurate but do represent "best case" 
conditions for implementing this staffing augmentation. The needs they . 
represent are very real in their impact on the community and a constant "fine 
tuning" approach is required to maximize benefits of the staffing increases as 
they occur. An in-depth review of this profile is planned for the third year, 
FY 91/92, to insure that we are on target and addressing the needs documented in 
this document. 

(Refer to appendix B-Aumentation Tables and appendix C-Fiscal Analysis 
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PROFESSIONAL ASSESSMENTS 

WORK ENVIRONMENT 

SERVICE LEVEL CHANGES 

Over the past decade, we have seen a significant change in our capability to 
provide "community servi~e" type responses. The reduction of these 
non-criminal, public-relations type incidents represent a departure from our 
long standing mission statement of being a full-service provider to our 
community. 

In order to illustrate this change in the work environment, the following 
analysis is presented: 

During the decade represented from 1977 to 1987 we saw our ability to 
provide non-criminal services decrease, despite escalating demand 
expectations. Additionally, we saw a significant increase in the more time 
demanding police investigations. 

Service Incidents 

Citizen Assists 
Assist the Police 
Special Police Service 

73% Decrease 
55% Decrease 
79% Decrease 

Investigative Incidents 

Felony Investigations 
Misdemeanor Investigations 
Non-criminal Investigations 

COMPLEXITY OF CALLS FOR SERVICE 

66% Increase 
47% Increase 
61% Increase 

As the work environment changed over this decade and began to demand more 
time-intensive investigations, leaving less time for traditional service 
incidents, the complexity of the calls for service increased. Calls for service 
continue to represent a greater demand for time and resources. For example, 
between 1977 and 1988, the following increases were noted in these more complex 
incidents: 

Felony Assault Investigations 
Theft Investigations 
Auto Burglary Investigations 
Auto Theft Investigations 
Arson Investigations 
Burglary Alarm Investigations 

113% Increase 
26% Increase 

167% Increase 
98% Increase 
55% Increase 
76% Increase 

Additionally, we have noted specific rises in traffic accidents and certain 
vehicle related crimes over the past five year period. Because of the growing 
magnitude of these issues, they represent complex workload problems. 
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T~affic Accide~ts 

Total traffic accidents 
Injury accidents 
Non-injury accidents 
Hit and Run accidents 

Burglary of Locked Vehicles 
Theft of Motor Vehicles 

78% Increase 
40% Increase 
98% Increase 

125% Increase 

92% Increase 
97% Increase 

A critical aspect of being able to provide full-police service to the community 
rests upon having sufficient unassigned time to provide proactive service. The 
recommended standard to maintain proactive service is no less than 33% 
unassigned time and no more than 33% dedicated to calls for service. When these 
standards are exceeded we, in essence, lose the ability to manage the workload 
and are forced into a reactionary response mode. In addition to the changing 
complexity of the work environment, available time for officers to address 
community issue~, in a proactive manner, is dwindling. This is best evidenced 
by the noticeable decrease in self-initiated work products over the past five 
year period: 

Hazardous Traffic Citations 
Total Department oUI Arrests 
Vice/Narcotic Patrol Arrests 
oUI Team Arrests 
Traffic Bureau Hazardous Cites 

46% Decrease 
78% Decrease 
52% Decrease 
44% Decrease 

6% Decrease 

During this time period, many of the "specialty" units have experienced a 
significant increase in the amount of calls for service they are assigned to 
handle as the primary unit. For example: 

Traffic Bureau Motor Unit 
DUI Team 

142% Increase 
205% Increase 

Overall arrests by the department for this time period indicates a 30% decrease. 
In referencing this trend, our annual Management Information Report for 1987 
indicated the following: 

U{Arrests) appear to have reached a peak in 1983 and have been showing 
a downward trend since them. Noticeable reductions have occurred in 
oUI, Drunk, Drugs, CHP, Outside Warrants arrests; although arrests for 
Part I Crimes are on the rise." 

The arrest categories indicated in this statement are those that are 
predominately self-initiated work products. Comparatively. Part I Crime arrests 
are most generally the by products of calls for service. Additionally, the 
number of reports generated for this time period increased approximately 30% 
and, as identified in the 1987 annual report, are II ••• reports written primarily 
by Uniform Services Division line personnel." 
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The past five year period (1982-1988) has brought about a dynamic increase in 
the workload handl~d across the agency. This can be specifically illustrated 
using work load indicators such as calls for service for patrol and number of 
cases for investigative services. These increases are significant when viewed 
with limited organizational growth over this time period. 

Patrol Horklo~d and Staffin~ 

Calls for Service 
Authorized Staffing (USD) 
*Actual Patrol Officer Staffing 
CFS/Officer Workload 

27% Increase 
-0- Change 
23% Decrease 
64% Increase 

*Represents an average vacancy factor of 10% 

Assigned Cases 
Authorized Staffing 
Cases/Officer Workload 

27% Increase 
16% Decrease 
53% Increase 

Investigative Se~~ices - Detecti~e Bureau 

Assigned Cases 
Authorized Staffing 
Cases/Officer Workload 

21% Increase "* 
-0- Change 
21% Increase 

* (1977 to 1987 - assigned cases increased 76% with no change in 
authorized staffing) 

The majority of the bureaus in the agency have also reported a work 
environment that has changed and is continuing '1:0 change in a dynamic 
manner. Although the workload may not be so easily quantified into 
calls for service or caseloads, these other support areas are 
reporting a significant increase in both workload volume and 
complexity. The following bureau managers have assessed an increase 
in work load volume and complexity to a point where increased staffing 
needs are immediate: 

Jail 
Records 
Crime Lab 
Property 
Court Liaison 
Personnel/Training 
Administrative 
Budget/Payroll 
Vice/Narcotics 
Air Support 
Traffic 

-increased volume/complexity 
-increased volume 
-increased volume/complexity 
-increased volume 
-increased volume 
-increased volume 
-increased volume 
-incr~ased volume 
-increased volume 
-need for increased flight time 
-increased volume/complexity 
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OTHER ISSUES OF CONCERN 

Another characteristic that does not lend itself to simple quantification is the 
whole changing nature of police work in our city. While we have referred to 
both complexity and volume, this changing nature exceeds even these categories. 
As urban density continues to escalate within our community we are finding that 
our service response is becoming much more time and resource intensive. For 
example, a new aspect of our service involves the response to the phenomenon of 
hate crimes. The investigation of these cases involves resources beyond the 
first responding field officer and even extends to the Chief's office. 
Additionally, a wide battery of legislation mandates extensive investigations of 
specific types of incidents (i.e. domestic violence situations) and implies 
liability if we fall short. These issues collectively highlight the fact that 
the urban density squeeze is forcing us from a "bedroom community" to a large 
metropolitan city. 

Aside from the changing work environment, the issues of a consistent vacancy 
factor and an escalating usage of overtime are of concern. 

Vacancy Factor 

Actual patrol officer staffing has experienced a 10% vacancy factor 
over the past several years. However, this is not a problem unique to 
Glendale as there are currently 5,000 vacant sworn officer positions 
in the State of California. Nevertheless, this issue has increased 
the workload ratio per officer, as illustrated above. We have also 
experienced a consistent vacancy within the Community Service 
Officer/Communications Operator positions. This vacancy factor has 
averaged 20% over the past several years. As a result we have 
suffered a near non-existent capability to deploy field eso's to 
assist our patrol officers in handling non-threatening calls for 
service. Additionally, we have frequently been required to use field 
patrol officers to staff these priority positions. In turn, this 
further depletes available field resources used to provide essential 
service. 

OvertiL?:e Usag® 

The various workload increases have led to a steady climb in expended 
overtime over the past five years (predominantly composed of beyond 
tour and recall normal classifications). This time period has 
experienced a 79% increase in overtime use. This is symptomatic of 
loosing our ability to manage and control the workload given our 
current resources. In fact a significant increase of overtime 
resulted from our emergency staffing action in patrol (hire-backs of 
officers and CSO's to maintain necessary staffing levels over the past 
year) . 
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STAFFING RECOMMENDATIONS 

In analyzing our current work environment and planning for the future of police 
service in this community, our management team has determined staffing growth to 
meet the immediate demands of the environment, to provide the necessary support 
for that growth, and to insure a planned approach to maintain our full-service 
mission to the community in the future. As indicated by the earlier comparison 
bases with other municipalities, the police staffing for the city of Glendale 
remains noticeably behind the established medians. However, as cited by Richard 
Hughes in his 1978 study of the police department, these types of comparisons 
alone have no meaningful validity in assessing our staffing needs. Instead, he 
recommended, where possible, to use more valid and statistically based 
approaches (i.e. such as the IACP Staffing model used in his 1978 study, refer 
to appendix D). Additionally, he determined that such methodologies, coupled 
with professional judgement where necessary, would help decision-makers 
determine the staffing needed. 

Following are the professional assessments and recommendations of our managers 
for staffing growth to remedy our current situation and to provide a planned 
approach for the future. These determinations were based upon statistically 
based approaches, where possible, and their professional judgements. Although 
immediate needs are represented, it is understood that these needs collectively 
will exceed our existing hiring and training resource capability. For this 
reason, an augmentation strategy has been developed and will also be presented. 

UNIFORMED SERVICES DIVISION 

Patrol Bureau 

Identified Needs: Officers - an increas9 of 29 positions in FY 89/90 

Assessment: The IACP Manpower formula was used to determine this 
staffing increase. This formula is recognized as a 
preferred approach to determining staffing for balanced 
municipal police service based on the level of calls for 
service and the available work time of personnel (Hughes 
1978). When compared against a variety of industry staffing 
standards this methodology represented a reasonable, 
moderate approach. It is the assessment of Patrol 
management that this staffing increase will insure the 
adequate and timely provision of essential service and allow 
sufficient unassigned time for officers to address community 
issues in a proactive manner. 

Identified Needs: Sergeants an increase of 3 positions in FY 89/90. 

Assessment: This would represent a "bare-minimum" yet an absolute 
required increase to meet increased volume and complexity. of 
the supervisory workload. It is not statistically based to 
meet recommended supervisory/subordinate staffing levels, 
but instead the assessment of patrol management to increas~ 
minimal supervisory field presence immediately (current 
supervisor ~o field unit ratios run as high as one to 20+). 
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Identified Needs: Lieutenant - an increase of 1 position for FY 89/90.· 

Assessment This position would be assigned as an administrative manager 
to the Uniformed Services Division to assist in handling the 
current administrative workload of the largest division of 
the department. Any additional personnel growth will 
further impact the administrative workload. The value of 
utilizing a sworn management position for this function 
would be the relief factor for absent USD managers as well 
as expanding the management capacity to more directly 
oversee peripheral details such as the Galleria. 
(Refer to appendix A-3) 

Identified Needs: Community Service Officers (Communication Center) - an 
increase of 3 positions in FY 89/90. 

Assessment: This increase would help to off-set and manage the 
consistent vacancy factor within this position. Also 
considered a bare-minimum, essential increase, these 
positions should allow patrol groups to maintain full 
staffing of the communications center in order to provide 
critical, essential service. It would also limit the number 
of times officers would have to be taken from the field to 
staff vacant position and will again allow the deployment of 
one civilian report car per shift. 

Five-year Identified Needs: 

Officers 

Assessment: 

CSO's 

Assessment: 

Supervision: 

Assessment: 

FY 90/91 increase 5 officer positions 
FY 91/92 increase 0 officer positions 
FY 92/93 increase 6 officer positions 
FY 93/94 increase 3 officer positions 

Each year represents a statistical assessment, pursuant to 
the IACP model, based upon predicted calls for service 
adjusted for predicted population growth (it should be 
noted, the call for service level for 1988 has surpassed the 
predicted total for 1991. Subsequently, these staffing 
determinations become very conservative). 

FY 90/91 increase 6 CSO positions 

This increase will be mandatory to staff an increase of one 
dispatch position and one operations position as identified 
in our master communication plan. 

FY 90/91 increase 3 sergeant positions 
FY 92/93 increase 3 sergeant positions 

These increases would approach supervisor to subordinate 
ratios as identified and recommended by the ICMA. 

(Refer to appendix A-2) 
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Traffic Bureau 

Identified Needs: Officers - an increase of 4 positions in FY 89/90. * 

Assessment: This initial increase is based upon the professional 
assessment of management to meet the immediate ne~ds for the 
bureau with existing traffic issues city wide. 

Identified Needs: Sergeant - an increase of 1 position in FY 89/90. * 
Assessment: This position is required to maintain appropriate 

supervisory span of control in this growing bureau. 
Additionally, it will be used in the development of 
proactive programs to meet increasing traffic demands of the 
city. 

Identified Needs: Clerical - an increase of 1 position in FY 89/90. 

Assessment: This position would meet the immediate workload needs 
generated from increased paper flow, counter, and telephone 
traffic. Additionally, this position would provide 
additional steno support for the entire USD division. 

Identified Needs: CSO - an increase of 3 positions in FY 89/90. 

Assessment: These positions would be applied to the workload generated 
from escalating parking and traffic control issues. 

Five-year Identified Needs: FY 90/91 
FY 91/92 
FY 92/93 
FY 93/94 

-0- growth 

Assessment: 

4 Civilian Traffic Officers 
2 officer positions (Motorcycle) 
2 CSOs (Parking Enforcement) 
1 officer position (TA Invest) 

These projected growth needs represent the profession 
assessment of management based upon eXisting city population 
and commercial development plans 'and are intended to provide 
a realistic approach to minimum level~ of staffing required 
to accomplish measurable progress in traffic control and 
enforcement. 

* These positions authorized FY 88/89 (March) 

(Refer to appendix A-4) 

INVESTIGATIVE SERVICES DIVISION 

Juvenile Bureau 

Identified Needs: Investigator. - an increase of 1 position in FY 89/90 

SRO - an increase of 1 position in FY 89/90 
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Assessment: This bureau has experienced a 27% increase in the number of 
cases assigned for investigation in the last 5 years and the 
past year brought about the loss of a working investigator. 
Taking into account the fact that an increased number of 
major cases with complex components are often extremely 
sensitive in nature and compound the case management 
problem, the urgency of bringing our investigator staff to 
an acceptable level is clearly apparent. This need is also 
supported by recommended IACP formula ratios. 

Five-year Identified Needs: FY 90/91 - increase 1 investigator, 

Assessment: 

- 1/2 CSO (to one full position) 
FY 91/92 - increase 1 clerical position 
FY 92/93 - increase 1 investigator 
FY 93/94 - -0- increase 

Growth in investigator positions represent investigator to 
patrol officer ratio maintenance pursuant to IACP. These 
positions, coupled with civilian support positions, will 
assist in meeting the escalating volume and complexity of 
the workload. 

(Refer to appendix A-7) 

Detective Bureau 

Identified Needs: Investigator - increase 10 positions FY 89/90. 

Assessment: Professional assessment of bureau management to provide 
adequate and timely essential service in light of the 
increased volume and complexity of the workload. This 
increase would also bring the bureau into parity with the 
staffing ratio median of other comparison cities (14% of 
sworn force assigned as investigators). 

Identified Needs: Sergeant - increase 1 position in FY 89/90 

Assessment: Professional assessment to provide appropriate supervisory 
span of control and to assist with workload volume and 
complexity. 

Identified Needs: CSO - in increase 1 position in FY 89/90 

Assessment: Professional assessment to increase civilian support in 
handling lower priority case loads thereby reducing the need 
for increased sworn staff (currently 1 1/2 positions). 

Five-year Identified Needs: FY 90/91 to 93/94 - maintain 14-15% of sworn 
force ratio 

Assessment Maintenance of this ratio will allow for quality 
investigative services during this time period. 

(Refer to appendix A-5) 
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Vice/Narcotics Bureau 

Identified Needs: Investigator-increase 2 positions in FY 89/90 
CSO - increase 1/2 position (to one position) 

Assessment: Professional assessment to meet current workload and future 
increases and allow for an office based CSO to assist with 
investigations. 

Five-year Identified Needs: FY 90/91 to 93/94 - -0- growth 

Assessment: Initial staffing increases are sufficient. 

(Refer to appendix A-a) 

ADMINISTRATIVE SERVICES DIVISION 

Jail 

Identified Needs: csa - increase 3 positions for FY 89/90 

Assessment: These positions would absorb the increased workload and 
should be considered a priority due to potential legal and 
safety issues related to running a jail operation. 

Records 

Identified Needs: Clerk Typist II - increase 1 position in FY 89/90 
Clerk III - increase 1 position in FY 89/90 

Assessment: The Clerk Typist II position would be used to handle the 
increased volume of the current records keeping and 
processing workload. The Clerk III would assist ;n 
supervising evening and weekend shifts, reduce the 
supervisory span of control, and be responsible for 
preparing adult and juvenile case sealing along with 
discovery motions. 

Crime lab 

Identified Needs: Clerk II - increase 1 position in FY 89/90 

Assessment: This position would be used to assist with answering 
telephones, filing reports, office organization, and 
handling the front counter fingerprinting function which has 
increased 53% since 1984. 
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Personnel and Training Bureau 

Identified Needs: Officer - increase 1 position in FY 89/90 

Assessment: This position would be used for the primary purpose of 
minority recruitment and background investigations and is 
essential if the department is going to obtain any 
measurable affirmative action results. 

~~ AdMinistrative Budget and Supply 

• 

Identified Needs: eso - increase 1 position in FY 89/90 

Assessment: 

Identified Needs: 

Assessment: 

Identified Needs: 

Assessment: 

Bureau manager's assessment to meet current workload volume 
effectively in the administrative officer and budget/payroll 
functions. 

Executive Assistant - add one position in FY 89/90 

This position would civilianize a traditional sworn 
management position and would continue the functions of 
administering the department budget and controlling the 
department's property. This staffing action would release 
one sworn management position to staff the identified need 
for a planning and research section. 
(Refer to appendix A-14) 

Garage 

Equipment Mechanic - increase 1 position in FY 89/90 
Equipment Service Worker - increase 1 position in FY 89/90 
Equipment Supervisor - increase 1 position in FY 89/90 

Bureau manager's assessment to maintain a safe and 
economical fleet in the future. These increases would also 
meet the recommended industry standard of one mechanic per 
22 vehicles (Automotive Fleet Magazine survey) and approach 
parity with comparison municipal and private fleet garages 
in Los Angeles County. The added supervisor position would 
maintain appropriate span of control ratios. 

ASD Five-year Identified Needs: FY 90/91 - 1 Clerk-Stenographer (P&T) 
FY 91/92 1 Clerk Typist II (Records) 

Assessment: 

- 2 Identification Technicians 

This division is responsible for staff and auxiliary 
services which support the general functions of the 
department. These functions are extremely important and 
contribute greatly to the effectiveness of the entire 
organization. As the number of sworn and line personnel 
increase, so do the demands placed on these support 
services. These staffing increases will be used to off-set 
those demands. 

(Refer to appendix A-9, A-IO, A-II, A-I2, A-I3, A-14. A-15) 
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TACTICAL SERVICES DIVISION 

Air Support Unit 

Identified Needs: Officer - increase 1 position (Pilot) in FY 89/90 

Assessment: The addition of one officer to the Air Support Unit would 
allow the formation of a third crew to provide better 
manpower utilization and increased flight time (also 
increasing the availability of this support to escalating 
surveillance efforts. 
(Refer to appendix A-19) 

Management Information/Crime Analysis Systems 

Identified Needs: Communications Supervisor - add 1 position FY 89/90 

Assessment: These systems form a valued part of the department1s 
resources in meeting the national, state and city need for 
information through computerized systems and 
telecommunications. The addition of this position is 
critical to the good management of these support functions 
and would playa key role in future computer applications 
within the department and generating cost saving from such 
efforts. 

Planning and Research 

Identified Needs: Lieutenant - add 1 position FY 89/90 
Administrative Assistant - add 1 position FY 89/90 
Clerk Typist II - add 1 position FY 89/90 
Administrative Analyst - utilize existing position 

Assessment: The creation of this unit is recommended based on the 
identified need to stay abreast with issues of policy, 
procedure, training, planning and research, evaluation, and 
liaison with the City Attorney. 
(Refer to appendix A-18) 

TSO Five-year Identified Needs: FY 90/91 to 92/93 - no growth needs 
identified 

Assessment: Sufficient staffing would exist to provide the agency with 
tactical support over this time period. 
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CHIEF'S OFFICE 

Identified Needs: Assistant Chief of Police - reclassify one Captain's 
position FY 89/90 

Assessment 

SUMMARY 

Administrative Assistant - Add one position FY 89/90 

Due to a need to support the office of the Chief of Police 
in community, city, and department affairs, it is 
recommended that one Captain position be changed in 
classification to that of Asssitant Chief, and that one 
Administrative Assistant position be added. 
(Refer to appendix A-1) 

Based on their professiona1 expertise and assessment of our our current work 
environment, our department managers have recommended a total growth of 54 sworn 
and 20 civilian personnel for 1989. It is their opinion that this growth level 
will allow, once again, for the effective and efficient use of our resources, 
the timely and adequate provisions of essential service, and open the door to a 
proactive, full-device response capability as defined by our tradition, mission 
statement, and community expectations. 

The increase of 54 sworn personnel would provide a 1.45 sworn personnel per 
1,000 population ratio. This ratio would rank the city of Glendale as number 14 
amongst the 34 comparison cities of over 100,000 population (slightly ahead of 
the median). The increase of 20 civilian personnel would provide for a .61/1000 
ratio which would rank us at 18th among the 34 cities. However, the city would 
still rank below the median for municipalities within LA County. 

Despite the immediate needs for these growth levels, again it is recognized that 
such increases exceed our capacity to recruit, hire, and train the personnel. 
For this reason, our augmentation strategy calls for a two-year profile to reach 
these goals. This would request an increase of 28 sworn positions and 11 
civilian positions during the first year of the program (1989-90). 

It is management's opinion that these staffing levels should be maintained as 
bench marks for future growth over the next five years. Increases in sworn 
personnel would be based pursuant to calls for service and case load increases 
where statistically quantifiable, and on work unit analysis where not. 
Non-sworn increases over the next five year period, to maintain the identified 
ratio, would be based upon annual priorities, work unit analysis, and programs. 

-12- III 



• 

• 

• 

• 

• 

• 

• 

• 

• 

• 

• 

. . , 
, . ... 

" ". . ,. 
/I 

I 
" 

.. , 

---­
~ . , '. ' 

I" ''''~It .... 
f,;MvA.;th~up-

~.t It 

:- "i .... 
, .• , ti/ 
• I 

j " .' . 
.b. ) . 
.~) , ! 
t' , 

~ /I ' 

, " 

I 

, . 
" #., 

• . . 



• 

• 

• 

• 
IV. HISTORY OF STAFFING 

• 

• 

• 

• 

• 



'. 

• 

• 

• 

• 

• 

,. 
• 

• 

HISTORY OF STAFFING 

HISTORICAL PERSPECTIVE 

In fiscal year 1959-60, the City of Glendale Police Department boasted an agency 
of 171 personnel. At this point in its history, the agency was serving a 
residential population of 119,442 with a sworn strength of 137 and a civilian 
strength of 34. This equated to an officer to population ratio of 1.14/1000. 
The sworn positions were assigned as follows: 

Police Chief 
Deputy Police Chief 
Police Captain 
Police Lieutenant 
Police Sergeant 
Police Detective 
Police Officer 
Police Woman 

1 
1 
3 
9 

20 
17 
81 

5 

During the late 1970 1s, our sworn staffing level averaged 1.19 officers pe~ 1000 
residential population: 

Year Ratio POQulation Authorized Sworn 

1976 1.20/1000 134,100 161 
1977 1.20/1000 133,920 161 
1978 1. 21/1000 134,200 163 
1979 1.17/1000 138,818 162 
1980 1.16/1000 134,060 162 

The estimated residential population of Glendale increased less than 4% during 
this time period. Conversely, the total authorized personnel for the department 
increased 11% (representing 1 sworn position and 22 civilian positions). 

DESCENDING TREND OF THE PAST DECADE 

In January of 1978, Hughes, Heiss & Associates were retained by the city for the 
purpose of conducting a program and operations audit of the police department. 
Part of the audit1s objective was to document staffing needs for the fiscal year 
of 1978-79 and determine the future number of sworn and non-sworn personnel 
needed in the department. The study was completed at the end of 1978. In 
fiscal 1980-81, the organization saw the first impact in staffing levels. 
Authorized sworn positions were increased by fifteen (15) and civilian strength 
was increased by five( 5). This resulted in an officer to population ratio of 
1.25 per 1000 (which has proven to be the highest ratio in the past 14 year 
history of 1976-1989). 

-1- IV 
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The five year period following these staffing increases saw a near zero growth 
rate for the entire department. Sworn strength remained constant at 177 
authorized positions and civilian strength only increased by 1 position (77 to 
78). However, the residential population of the city saw a steady rise of 8% 
over this time period. As a result, the officer to population ratio decreased 
each year as follows: 

Year Ratio POEulation Authorized Sworn 

1981 1.25/1000 141,176 177 
1982 1.22/1000 144,478 177 
1983 1.20/1000 147,107 177 
1984 1. 20/1000 147,887 177 
1985 1.17/1000 151,713 177 

In 1986, this zero growth period ended with the increase of 2 sworn p~sit;o~s. 
The following three years saw an additional four (4) sworn positions along with 
(2) civilian positions (amounting to a 2% increase for both categories). 
Nevertheless, the residential population continued its steady rise, amounting to 
a 17% increase since 1981. In turn, this again drove the officer/population 
ratio downward: 

Year Ratio POEulation Authorized Sworn 

1986 1.15/1000 155,257 179 
1987 1.14/1000 157,629 180 
1988 1.12/1000 161,900 181 
1989 1.12/1000 165,000 183 

Throughout this segment of history (1976-1989), we have seen the residential 
population increase by 23" (134,100 to 165,000), the sworn strength of the 
department increase by 14" (lSI to 183) and the civilian strength increase by 
60% (50 to 80) for a total department growth of 23~. However, as we near the 
completion of this decade (1981-1989), we have only realized a 3~ increase in 
authorized sworn positions, a 4% increase in civilian positions, and a total 
department growth rate of 2%. 

STAFFING STANDARD 

If the highest officer to population ratio for this historical time period was 
selected as a staffing standard (1.25/1000), it would require an authorized 
sworn strength of 206 currently. This would require the addition of 23 sworn 
positions. 

-2- IV 
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COMPARATIVE STAffING ANALYSIS 

This analysis was conducted for the purpose of establishing comparative bases 
that would consider wide-based law enforcement practices within the State of 
California, geographic and socio-economic characteristics similar to those of 
Glendale, and national industry standards for police staffing practices. 

34 CALIFORNIA CITIES OVER 100,000 POPULATION 

An analysis of the 34 California cities with over 100,000 residential 
populations was conducted for the purpose of determining median 
staffing/population ratios (per 1000) for full time law enforcement employees. 
it was felt that utilization of this broad-based standard would reflect 
state-wide law enforcement practices. Sworn and non-sworn authorized strength 
figures for these categories were obtained from 1987 P.O.S.T. published reports. 
Following are the findings of this analysis: 

Sworn staff median 
Civilian staff median 

1.38/1000 
.61/1000 

Based on current staffing levels, Glendale would rank 33 of 34 with a sworn 
ratio of 1.12/1000. Our current civilian ratio of .48/1000 would rank 31 of 34 
when compared against this available data. 

Based on these median comparisons, Glendale would require an additional 67 
positions to meet this level of staffing in 1989 (46 sworn positions for a 
strength of 229 and 21 civilian positions for a strength of 101). 

(Refer to appendix E) 

NEIGHBORING JURISDICTIONS 

The neighboring jurisdictions were analyzed for the purpose of developing a 
comparative base that would encompass geographic and socio-economic 
characteristics of the county. Included were the City of Los Angeies, the City 
of Burbank, and the City of Pasadena. Also included in the comparison was the 
median staffing ratio for all Los Angeles county municipalities and the twelve 
selected city labor market comparisions as identified by the City of Glendale 
Personnel Office. Presented are those findings and the authorized strength 
level required for Glendale to match them: 

City 
Los Angeles 
Burbank 
Pasadena 
LA Co. Cities 
12 labor cities 
(Refer to appendix 

Ratio 
2.20/1000 
1.60/1000 
1. 54/1000 
1. 50/1000 
1. 50/1000 

G) 

Sworn 

-1-

strength to match 
(359) 
(261) 
(251) 
(245) 
(245) 

v 
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INDUSTRY STANDARDS 

Several authority sources were researched for the purpose of identifying 
accepted industry standards for police staffing. The three most widely 
recognized sources were the Federal Bureau of Investigation (FBI), the 
International Association of Chiefs of Police (IACP), and the International City 
Management Association (ICMA). 

FBI - Staffing recommendations were made in terms of national and 
western state medians. Utilizing the western states median, the 
officer/population ratio offered is 1.70/1000 which would require an 
authorized sworn strength of 227 for Glendale to match. 
(Refer to appendix I) 

IACP - Staffing recommendations are based on statistical formulas 
based on actual work loads (calls for service and case loads). Where 
the work load cannot be quantified, professional management 
assessments are substituted. Utilizing this approach for the entire 
department, a ratio of 1.39/1000 was identified, which would require a 
sworn strength of 228 for Glendale to match. 

I 

ICMA - Staffing ratio was identified based upon the natlonal medians 
of municipalities with a residential population range of 100,000 to 
250,000. This ratio of 1.47/1000 would require a sworn strength of 
240 for Glendale to match. 
(Refer to appendix H) 
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GLENDALE POLICE DEPARTMENT MANAGERIAL PROFESSIONAL ASSESSMENTS 

The following is a series of professional assessments that individual police 
managers have prepared. These assessments represent indepth examinations of the 
individual work bureaus which make up the Glendale Police Department. These 
evaluations present not only how the objectively measurable factors (population 
growth and increased calls for service) have impacted an ever increasing work 
volume, but also the subjective, sometime unmeasurable, changing nature of the 
work itself which is placing increased demands on available personnel . 
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FIVE YEAR PLAN 
STAFFING RECOMMENDATION 
CHIEF'S OFFICE 

COMMUNITY SERVICES UNIT 

As a result of the Herman Sillas Report, we have implemented, on a temporary 
basis, a Community Relations Unit manned by one police agent. This unit 
handles all matters, internal or external, relating to complaints involving 
bias because of race, religion, ethnic origin, or sexual preference. External 
complaints are investigated and documented in accordance with the specified 
departmental order. Internal complaints are being handled just as aggressively 
but with less formality. This officer is also an integral part of the Police 
Department's Human Relations Study Group. 

I recommend that this position be a permanent part of the departmental mission 
and should be accorded permanent status within the organizational structure, 
working directly with the Chief of Police. 

Request one (1) police officer. 

ASSISTANT CHIEF OF POLICE 

Due to a need to support the Office of the Chief of Police in community, 
city, and departmental affairs, I recommend that one captain position be 
changed in classification to that of Assistant Chief. 

The Assistant Chief will still have operational responsibility for a major 
division but will also share in some of the responsibilities of the Office 
of the Chief of Police. The assistant will assume the Office of the Chief 
of Police whenever the Chief is absence. 

Request classification of Assistant Chief and reduce authorized police captain 
position to three (3). 

ADMINISTRATIVE ASSISTANT 

There is a need for an Administrative Assistant to be assigned to the Office 
of the Chief of Police/Assistant Chief of Police to perform those administrative 
tasks associated with the Chief's office; yet, does not require personal 
attention by the Chief(s). 

This position will assist the Chief's office in the preparation of special 
studies, surveys, and collect information on operational or administrative 
programs and projects. The assistant will collect required statistical and 
financial data for preparation of special or regular reports. Also, the 
assistant will be available for answering public inquiries for information 
regarding specific programs, policies, procedures, rules and regulations. 
Additionally, this position will assist the Chief's office in responding 
to routine policy and procedural questions regarding the Police Department. 
This assistant will have a major role in responding to letters of inquiry 
and legislative bills. This position will be ~,vai1able to perform other 
related duties as required. 

Request one (1) new Administrative Assistant position. 
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CITY OF GLENDALE 

INTERDEPARTMENTAL COMMUNICAnON 

DATE November 28, 1988 

TO David J. Thompson, Chief of Police 

FROM U.S.D., Patrol 

SUBJECT STAFFING ANALYSIS AND RECOMMENDATIONS; 
U.S.D. - PATROL (1989-1993) 

BACKGROUND 

The purpose of this analysis is to determine appropriate staffing levels in 
patrol to insure a "full service concept" to our community. Currently, we are 
experiencing a dynamic and changing work environment. The increased demands of 
this environment are consuming the majority of our resources to answer calls for 
service. As a result, our ability to provide a balanced and proactive police 
service has been significantly inhibited. (Refer to attachment #1, "USD Patrol 
Critical Staffing Needs," and attachment '2, "USD Patrol Workload Study-Findings.") 

Through this analysis, we intend to accurately identify our current staffing 
disparity at the sworn line level in patrol. A recommendation will be presented to 
remedy this disparity. Additionally, the recommendation will include planned 
staffing growth, according to statistically predicted calls for service adjusted 
for population increases, for the next five years. Support personnel (supervision 
and Community Service Officers) increases will also be suggested. 

METHODOLOGY 

For this analysis, the conservative guidelines published by the International 
Association of Chiefs of Police (IACP) were selected as the statistical models. 
This formula was felt to be standardized in the profession, proven reliable by 
numerous agencies across the nation, and directly applicable to the patrol function 
as it is based on "calls for service" workloads. 

The IACP manpower formula is composed of two statistical processes. First, the 
"availability factor" must be determined. In other words, it must identify how 
many officers it will take to provide one officer in the field on one shift for an 
entire year. Subsequently, this computation will encompass the following categories 
of lost time: 

- Days Off 
- Vacation leave 
- Holiday leave 

Compensatory leave 
- Sick. leave 

- Injury on duty 
- Training time 
- Court testimony 

Mi sce 11 aneous (meet; ngs, comm; ttees, ' 
associations) 

(Each category w11l be represented by work force mean averages or mandated 
standards.} 
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By comparing total available work hours with actual work hours, an availability 
factor will be identified and used to appropriately adjust staffing. . 

The second computation of the IACP model involves a beat/umbrella formula. This 
formula will determine the minimum number of officers needed to be working on 
each shift to handle the calls for service and other duties of patrol. Baseo on 
IACP research, several standards are included within this formula and are as' 
follows: 

The national average time for handling a metropolitan police call for service 
is forty-five minutes . 

Balanced police service requires no more than 1/3 of an officer's shift be 
allocated to calls for service. (One-third is for directed and preventative 
patrol, and the remaining 1/3 is for administrative duties.) 

- Total number of work hours (calls for service, directed/preventative patrol, 
and administrative duties), divided by the number of available hours on'a 
shift each year, will yield the number of "beats" necessary to handle the 
workload (beats = field units). 

- Whether one or two man units are used, but especially with one man units, IACP 
recommends that "umbrella units" be used at the approximate rate of one for 
each three beats. (The umbrella unit is a roving unit which backs up the beat 
unit and fills in when the beat unit is unavailable to maintain reasonable 
response time levels.) 

Once the beat/umbrella formula identifies field staffing levels, those levels must 
then be adjusted by the availability factor to determine the actual shift staffing 
required. 

The IACP manpower formula will also be used to determine planned staffing growth 
for the future five year period. To establish these determinations, calls for 
service levels and population levels will be statistically predicted. Thesel 
statistical predictions will be based on a ten year history to insure accuracy and 
acceptable confidence levels. Each call for service prediction will be adjusted 
for the predicted population change, to provide functional reliability. Subsequent 
staffing levels for each of the five years will be determined through application 
of the IACP formula to predicted calls for service levels. 

COMPUTATIONS AND FINDINGS 

AVAILABILITY FACTOR 

Total Annual Hours on Shift 

This analysis will be based on the 5-8 plan with an 8 hour work shift. It will 
start with the total number of hours in a shift, and deduct the total hours that 
each officer can be reasonably planned upon to be unavailable to work. 

365 days x 8 hours = 2920 hours 
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Hours Off On Regu1ar Days Off 

Each officer gets two regularly scheduled days off each week, or 832 hours. 

(52 x 2 x 8) 2920 hours - 832 hours = 2088 hours 

Hours Off On Vacation 

Officers in the 1-5 year seniority range receive 80 hours of vacation leave ~er 
year. This seniority range accounts for the majority of patrol staffing. 

2088 hours - 80 hours = 2008 hours 

Hours Off On Holiday Leave 

Officers have 11 paid holidays each year. Each officer is allowed to Ilcarry" four 
holiday leave days for year-end payoff and are encouraged to use the remaining 
seven during the balance of the year. 

(7 x 8 hours = 56 hours) 2008 hours - 56 hours = 1952 hours 

Hours Off On Compensatory Time 

Officers assigned to patrol accumulate significant compensatory leave banks. A 
conservative estimate is that each officer will use one compsenatory leave day 
per month. 

(12 months x 8 hours = 96 hours) 

Hours Off On Sick Leave 

1952 hours - 96 hours = 1856 hours 

The city acceptable standard for sick leave use is 2.6% or six days. Studies have 
indicated that patrol staff meet or slightly exceed that standard. 

(6 x 8 = 48 hours) 1856 hours - 48 hours = 1808 hours 

Hours Off On 1.0.0. or Limited Duty 

Administrative assignments account for an average of two patrol officers per year. 
Other temporary and limited duty assignments estimates total another full officer. 

(52 x 40 x 3/61 Actual Staffing) 1808 hours - 102 hours = 1706 hours 

Hours Off For Training 

Officers attend mandatory on-duty training in the following categories and annual 
quantities: 

12 hours AOT 
12 hours first aid/C.P.R. 
16 hours in-service training days 
12 hours range qualification 

TOTAL 52 hours 1706 hours - 52 hours = 1654 hours 
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Hours Off For Court 

Officers working any shift and not on their days off attend court while on-duty. 
Officers working swing shift are sometimes late to field duty due to court 
appearances. This is estimated at 25 hours per week (20 hours on day shift and 5 
hours on swing shift). 

(25 x 52 weeks/61 Actual Staffing) 1654 hours - 21 hours = 1633 hotirs 

Miscellaneous 

Officers miss regular work duties for such reasons as death leave, emergency'leave. 
GPOA business, safety and other committee meetings, task forces, and relief (~.e. 
desk officer, Operations, jail, etc.). 

(52 x 25/61 Actual Staffing) 1633 hours - 21 hours = 1612 hours 

Net Hours Worked Per Officer 

During the year. the officer on a shift actually only works the following number of 
hours on the shift: 

Total = 1612 hours 

Availability Factor 

The ratio of the actual hours worked on the shift to the total number of hours on 
the shift ;s referred to as the availability factor. It indicates how many 
officers it will take to have one officer working on the shift every day of the 
year. Nationally, it ranges from 1.5 to 1.9 for the 5-8 plan. 

Availability Factor: Total hours 2920 / Actual hours 1612 = 1.8% A.F. 

BEAT/UMBRELLA FACTOR 

In 1987, the Glendale Police Department handled 53,289 calls for service. 
Currently, the indications are that we will hit the 55,000 call for service mark in 
1988 and clearly exceed that number in 1989. Expert opinions have concluded that 
this level of calls for service is low for the characteristics of our city and 
there exists the definite potential for these levels to suddenly explode upwards .. 
Referring to table 5, statistical predictions forecast a total of 55,963 calls for 
service in 1989. Nevertheless, to insure conservity in our ground level staffing 
determinations, the figure of 55,000 calls for service will be used in the initial 
computations. 

Calls For Service Per Shift 

Dividing the calls for service equally between the three shifts for analysis 
purposes, there will be 18,333 calls per shift. 

(55,000 ~ 3) = 18,333 
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Estimate of Hours to Handle CFS Workload 

The IACP national average is 45 minutes per call for service. 

(18,333 x .75) = 13,750 hours of patrol 

Adjustment For Other Duties 

A factor of 3 is used to account for 1/3 CFS, 1/3 preventative patrol, and 1/3 
administrative duties. 

(13,750 x 3) = 41,250 hours of patrol 

Beat Determination 

Total hours of patrol divided by the total hours on a shift in a year will yield 
the number of beats necessary to handle the wor~load. 

(41,250 / 2920) = 14.12 beats required 

Umbrella Determination 

The IACP standard is one umbrella (rover/back-up unit) for every three beats. 

(14.12/3 = 4.7) = 5 umbrella units 

Total Number of Units Required 

The total number of field units needed on each shift is as follows: 

(14 beat units and 5 umbrella units) = 19 units required 

Availability Factor Adjustments 

To adjust required field strength to actual shift staffing, the ratio of 1.8 to 1 
is used (relating to the fact it takes a greater number of assigned officers to 
insure continuous field coverage of beats). 

19 units x 1.8 A.F. = 34.2 = 34 staffed officers per shift 

Total USD - Patrol Required Staffing 

Three patrol groups comprise the 24 hour staffing of the three shifts. 

(34 x 3 = 102.6) = 103 

Current Disparity Level 

Current authorized sworn line staffing for the three patrol groups is 74 officers. 
The IACP formula identified the need for 103 assigned officers in order to provide 
balanced police service. This results in a disparity level of 29 positions 
currently and through 1989. 
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FIVE YEAR PLANNED GROWTH 

Using the IACP manp'0wer formula, staffing levels were also determined for 1990, 
1991, 1992, and 1993. These determinations were based upon three statis~ical 
processes; multiple regression predictions for calls for service, linear 
predictions for population growth, and adjustment factoring of calls for service 
based on population growth. As stated, a ten year base was used for these 
predictions (1977-1987). (Refer to calls for service graph, attachment #3, and 
population graph, attachment #4, and adjustment factor table, attachment #5 
developed by Crime Analyst Altounian.) 

Findings, 1990-1993 

The findings of these statistical predictions and IACP formula computations are 
presented in the following table: 

*Predicted Calls Required 
Year for Service Patrol Staffing 

1990 57,575 108 officers 
1991 59,348 108 officers 
1992 61,283 114 officers 
1993 63,409 117 officers 

(Refer to attachment #6 for actual yearly IACP formula computations.) 

*Adjusted for predicted population growth 

RECOMMENDATIONS - Sworn Lin~ Positions 

We, as an agency, have a long standing tradition as a full-service provider to our 
community. Our commitment to this philosophy has set us apart from other 
jurisdictions. However, the new demands of our dynamic environment are now 
forcing us to fall short of our full-service operational policy. If our mission 
is to remain as a full-service provider to the community, a bold decision to 
allocate the additional and necessary resources will have to be made. 
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We are recommending the adoption of the IACP manpower formula as a conservative and 
appropriate guideline to maintaining our full-service capability within USD -
Patrol. We have found that the IACP formula findings closely par~llel population/ 
staffing ratio medians of both our neighboring jurisdictions and the 34 California 
comparison cities of over 100,000 population. Additionally, the expert opinion of 
the USD - Patrol command staff concurs that the IACP formula findings are valid and 
will prove reliable in our environment. 

Subsequently, the USD command staff joins in recommending the request for allocated 
sworn line positions in accordance with the following staffing and hi~ing time 
1 i nes: 

Staffing (USD Authorized Strength) 

1988 1989 1990 1991 1992 1993 

74 103 108 108 114 117 

Hiring 

1988 1989 1990 1991 1992 1993 

29~5-+-0 t 6.+3 
34,- . 

• 43· ... 
COMMUNITY SERVICE OFFICER POSITIONS 

Immediate Needs 

Community Service Officer/Communications is encountering much of the impact 
of increased demand for service. Service begins as a phone call received 
in the Operations area. 

Two Community Service Officers are responsible for answering 26 incoming 
phone lines. Included in their duties is the responsibility to answer, 
evaluate, and properly route all 911 emergency calls. 

These Community Service Officers are routinely faced with peak demands of 
incoming calls which exceed their ability to answer lines efficiently. One 
highly visible incident can generate dozens of calls within a period of 
only a few minutes. During peak demand periods it is often necessary to 
place even 911 callers on hold. Current communication plans have 
incorporated an additional phone console for these very reasons. 
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Much like the phones, the increase in radio traffic has dictated that the 
radio consoles be staffed with two operators during peak service demand 
periods. It is during these times that the radio operator can be 
responsible for more than 40 units, including but not limited to patrol 
units, motorcycle units, parking checkers, Galleria, foot patrol, lab 
technicians, and investigators. 

The current authorized strength of six Community Service Officers per group 
does not enable us to consistently staff four operators due to the shift 
relief factor. 

That factor is somewhat less than that of patrol officer calculated at 1.7. 
This formula indicates, corroborated by the observations of current patrol 
management and supervision, that current authorized patrol staffing for the 
position of Community Service Officers be increased by 3 to a total of 21 
personnel (7 per Patrol group). This will enable the graveyard shift (when 
demand is the least) to assign one CSO to a day overlap shift (peak demand 
period) as a field report car. 

FIVE YEAR PLANNED GROWTH 

All projections indicate that the demands for services will only continue 
to increase. In accordance with the recommendations of the SCHEMA 
Corporations Master Communications Plan, police communications will be 
expanded with an additional console for both the dispatch and call-receipt 
areas. 

Acquisition and installation of the equipment is expected in 1990. 

The staffing of these positions will require an increase of 3 Community 
Service Officers for each patrol group for a total of 27 authorized 
positions in Patrol (9 per Patrol group). 

It is recommended that this acquisition of the additional 6 CSO positions 
occur in fiscal year 1990-1991 of the five year staffing project. 

PATROL SUPERVISION 

IMMEDIATE NEEDS 

The Uniform Services Division, Patrol Bureau, is a seven-day per week, 24-hour 
per day operation that provides essential police services to the City of 
Glendale. The supervision of personnel assigned to this unit is un~eniably 
critical, as their functions are hazardous, their responsibilities vast, and the 
need for immediate supervision is very real. This demand for supervisory 
availability exists both in the field, where police personnel require direction 
in handling of essential calls for service, as well as tactical situations, and 
within the station itself, where the communications center, service desk,. jail, 
Record Bureau, and other vital areas of support are located. 
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There are three supervisory functions within the Patrol Bureau that are staffed 
out of necessity. They consist of: 1. The Operations Sergeant 
(Station/Communications); 2. The Primary Field Supervisor; and, 3. The Overlap 
Team Supervisor. Staffing of both the Operations Sergeant's and Primary Field 
Sergeant's positions is continuous. The Overlap Field Sergeant's position is 
staffed five days per week, 16 hours a day to coincide with the working hours of 
the two overlap shifts - shifts establ ished to pl"ovide additional resources 
during peak periods and during watch changes of the primary patrol teams. 

The nature of law enforcement operations dictates that incidents of varied 
complexities and hazard levels will be responded to on a continuous basis. It 
is essential that resources dedicated to such field operations receive the 
advantage of supervision, not only for the benefit of the employee but also to 
ensure the proper management of the problem at hand. Like any other service 
delivery function, police resources require direction ana monitoring. 
Additionally, police personnel require assistance in the day to day performance 
of their duties and in their on-going evaluation, training, and development as 
human resources. 

There are several types of police problems to which supervisory responses are 
mandatory, such as incidents of arrest, vehicular and foot pursuits, officer 
involved traffic collisions, racially motivated incidents, escalated 
disturbances, politically sensitive occurrences, major crime scenes, tactical 
problems, and on calls for service where there exists a propensity for violence, 
to name but a few. It must be realized that the serious nature of the incidents 
responded to by this agency has increased proportionately with the growth of the 
city's population and business district. The Patrol Bureau now handles in 
excess of 59,000 calls for service and 200,000 officer-originated incidents per 
annum. Many of these calls and officer observations are complex or of a great 
magnitude with far reaching effects. 

In addition to "reactive" demands, we have a responsibility to ensure that t~e 
level of services provided by our employees meets the needs and expectations,of 
the city and its populace. In pursuing this goal, it is necessary, like in ~ny 
other service-oriented enterprise, to proactively oversee and guide the 
activities of personnel. It has been demonstrated time and time again that, 
police personnel who are supported by adeq'~ate levels of supervision, being 
supervisors who are readily available and visible to their employees, realize a 
higher level of customer service delivery and fewer incidents of complaint for 
misconduct. We are unable to deliver this desired/required level of supervision 
under current staffing constraints, even in the face of our patrol officer 
numbers being at a very low level. 

We presently employ a structured system of deployment that has proved to be 
highly effective in providing police service to the community. This system 
utilized three patrol groups whose authorized strength consists of 1 Lieutenant, 
4 Sergeants, 25 Police Officers, and 6 Community Service Officers each. These 
resources are deployed around the clock in three primary teams working 
2300-0700 hours, 0700-1500 hours, and 1500-2300 hours, seven days per week. 
The primary teams are then supplemented by two overlap teams that work 1100-1900 
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hours and 1900-0300 hours Thursday through Monday to enhance staffing at peak 
periods and to ensure that police resources are available during most peak-hour 
watch changes. Studies of our deployment methodology support the continued ~se 
of this general format, as it distributes our available resources in a manner 
that focuses upon peak service periods, provides for staffing on an around the 
clock basis, and makes efficient use of ali available personnel. 

Both the permanent resident and daytime business populations of the city have 
grown dramatically in past decades and calls for service have increased 
accordingly. Yet, the agency is employing no more field supervisory resources 
than it was some twenty years ago - and, in fact, is deploying fewer. The 
demands and responsibilities placed upon the twelve supervisors assigned to , 
patrol have compounded measurably with the changing environment and it has 
become increasingly difficult to provide adequate supervision with th~s limited 
number of personnel. Scheduling realities simply do not support the ideal of 
staffing three essential supervisory positions on a continuous basis with only 
four personnel, and considering the duties of these supervisors, the staffing 
le~el is proving to be an operational hindrance. When absentee formulas are 
applied to this scenario, i.e., the need for 1.5 to 1.8 personnel to staff each 
individual position continually, many serious gaps in staffing become apparent, 
the same gaps we are now experiencing in real life on a continuous basis. We 
are thus frequently faced with inadequate and only sporadically available 
supervision for our patrol personnel. 

Even absent consideration for sick leave, vacation, holidays, and other absentee 
factors, the staffing of the three supervisory positions is difficult at best. 
None of the three positions is expendable, nor interchangeable. Each of the 
work forces supervised has a readily demonstrated need for such supervision and 
the numbers of personnel presently charged to each of the supervisors is already 
at the outer limits of effective span-of-control, which in the case of police 
field supervisors is established per the ICMA Municipal Police Administration 
manual at one supervisor per six field units. An example is the fact that t~e 
Operations Sergeant typically supervises 4 communications CSO's, 1 Desk Officer, 
and, in the absence of the Jail, Crime Lab, and Records Managers who work only 
business hours while their operations continue around the clock, the supervi~ion 
of 4 Jailers, 1 to 2 Identification Technicians, and 2 to 4 Record Bureau 
employees for a total of 12 or more personnel. Primary field supervisors 
typically supervise 10 to 15 police officers, but the number may run as high,as ' 
18 to 20 depending upon the day of the week; and the overlap sergeants another 5 
to 10 personnel assigned to their teams. These direct supervisory 
responsibilities are also combined with the respective sergeant's other myriad 
of duties. And, as may be seen, the absence of anyone supervisor dramatically 
compounds the responsibilities of any remaining sergeant, leaving him/her with 
an unmanageable number of personnel and duties. Due to this scenario, a good 
deal of essential supervisory work is chronically behind schedule or at times 
not even attempted. 

Distribution of the four sergeants afforded each group results in 3 sergeants 
being assigned to the Primary Teams on Day Shift and Graveyard Shift, 4 to the 
peak Swing Shift hours, and 1 to each of the two Overlaps. This affords us 1 
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Operations Sergeant and 1 Primary Field Sergeant per day on Day Shift and 
Graveyard; 1 Operations Sergeant and 2 Field Supervisors on Swing Shift; and 1 
field supervisor for each of the overlap shifts in optimum attendance. The 
staffing level does not afford for absences of supervisory personnel, 
occurrences of which create serious voids in supervisory staffing. 

The voids created by supervisory absences have most recently been filled either 
by a Lieutenant, who is then distracted from management responsibilities to 
perform line supervision functions; supervisory work shift adjustments, which 
detract from another time frame; or the hire-back of supervisors on overtime - a 
costly endeavor. The need for such staffing action to fill-in for Operations 
and Primary Sergeants who are absent due to leave benefit use is not only 
occasional, it is continuous and chronic to the point that many of the voids go 
unfilled due to the total unavailability of personnel. In such cases field 
units then simply go wholly unsupervised. The Overlap Supervisors, who work in 
conjunction with their assigned teams, and who also are occasionally absent, 
are not generally replaced - their positions go unfilled and their personnel 
then become an additional burden upon the Primary Group's remaining supervisors. 
This scenario occurs an average of three shifts per week throughout the year and 
even more so during vacation and extended sick leave periods when the problem 
becomes very much the norm. 

Even otherwise simple matters such as lunch or dinner relief is a high impact 
issue. Police supervisory positions cannot be vacated for even brief periods of 
time and with only 2 supervisors scheduled to work on virtually any given day on 
each of the Primary Groups, the field supervisor typically relieves the 
operations supervisor for his one-hour break, during which time there is no 
field supervisor available. And, at the same time, when the field supervisor is 
on his/her own break, there is again no field supervision. Thus, aside from the 
supervisor's other responsibilities, such as directing field emergencies, 
authoring evaluations, scheduling, attending court, meetings, or training, 
handling citizen complaints, and counseling employees, there is a considerable 
period of time in each work day where the field resources go under-supervised or 
even wholly unsupervised. And, unfortunately, there is no way of predicting 
when a crisis may arise calling for the immediate presence of a supervisor. We 
have experienced a growing number of incidents requiring immediate supervisory 
responses, and even multiple incidents occurring simultaneously, and have lac~ed 
the personnel to respond. 

In reviewing the present authorized strength of the agency's patrol sel'geants 
and correlating that figure with absentee ratios and critical staffing needs, 
the conclusion is that present levels of authorized strength are wholly 
inadequate or even minimally meeting the supervisory needs of our existing 
resources and service demands. With priority having to be given to the staffing 
of the Opel'ations Sergeant's position by virtue of its critical nature, our 
levels of field supervision are greatly compromised. This compromise is further 
compounded by the added burden placed upon remaining supervisors when even a 
single supervisor is absent for any reason and when management personnel are 
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supplanted from administrative functions to occupy line supervision positions on 
too frequent a basis. 

The likelihood of multiple incidents occurring which require the presence of 
supervision is real. This has been experienced many times in the past with 
growing frequency and in each case has been found to be tdxing upon our 
operations, as we do not possess the supervisory resources to cope effectively 
with the problems presented. Additionally, when the staffing situation is 
viewed from the standpoint of disaster preparedness, we could be terribly 
lacking in the ability to control resources and provide essential services in 
the event of even a small scale disaster, as a single supervisor will not be 
capable of coping with a city-wide occurrence and multiple activity sites. 
Unlike the Fire Division which staffs each engine company with a supervisor and, 
thus, has numerous (12+) on duty at any given time, we are routinely relying 
upon a single supervisor for all field resources within the city~ The staffing 
scenario, as it exists, is ineffective and costly in both managerial 
displacement and inherently low levels of functional and available supervision. 

When the supervisor1s leave benefits (sick leave, vacation, holidays, etc.) are 
factored in to our staffing scenario, the result is a chronic lack of 
supervisory ability. The impact upon the work force and its ability to provide 
efficient police services is considerable and may represent a substantial 
loss-risk factor. 

It is, therefore, recommended that three additional Police Sergeant positions be 
authorized at this time. The assignment of three additional Sergeants within 
the Uniform Services Division, Patrol Bureau, would alleviate this staffing 
shortage under the prevailing conditions and would provide police personnel with 
the availability of much needed direct supervision. The desire to maintain an 
available field supervisor at all times would become more a reality. These 
three positions would be allocated to patrol via the assignment of one sargeant 
to each of the three respective patrol groups, thus e~hancing the entire 
operation on virtually a continuous, 24-hour, basis and affording the division 
the ability to adequately staff these critical positions. In effect, this 
increase would restore levels of supervision that which the agency enjoyed in 
the 1960 l s when there were five supervisors assigned each patrol group on a 
permanent basis. 

It should be noted, if not emphasized, that this requested increase is proposed 
for the supervision of existing resources. While this increased allotment could 
undeniably expand the work unit1s ability to absorb at least several additional 
personnel that may be assigned in the future, an analysis of span of control and 
general supervisory capacities must accompany any such expansions and 
consideration should be given to the possibility of further enhancing staffing 
levels accordingly. 
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PATROL SUPERVISION 

5-YEAR PLANNED GROWTH 

As has been evidenced within the overview of immediate patrol supervisory neeas, 
the maintenance of an adequate supervisory staff is essential and a matter of 
on-going concern. For this reason, it is necessary to project the future and 
plan the controlled growth of these positions consistent with that of the 
required line personnel that they will be overseeing. 

The ICMA publication on Local Government Police Management (Municipal Police 
Administration), is explicit in this area and has proven accurate, as evidence 
by our own experiences. In addressing the responsibilities of subordinates to 
the Chief of Police, the authors state, "At lower levels of responsibility, area 
and mobility join with complexity as determinants. For example, a sergeant may 
be expected to supervise as many as 10 to 12 patrolmen assigned to intersection 
control at street crossings in close proximity; he should not be expected, 
however, to supervise more than five or six field units covering several square 
miles, except under unusual circumstances." 

The fact that this agency has in recent years been operating day to day under 
supervisory staffing levels that would be identified within the realm of unusual 
circumstances, as used within the leMA publication, rather than that which would 
actually be appropriate for continuous supervision, has taken its toll. In 
order to preserve the future integrity and efficiency of the agency's patrol 
operation, it is necessary to look ahead and a;.:.t in a manner appropriate for the 
avoidance of a repeated shortcoming in supervisory staffing levels. An 
appropriate action in this case is to formulate the growth of the supervisory 
staff consistent with that line of personnel. 

The ICMA sets forth a ratio of one patrol field supervisor to each "five or six" 
field units. Adopting a conservative approach, it is recommended that our 
patrol supervisors be staffed on the ratio of one sergeant per six field units. 
This position correlates directly with the previously stated request for the 
immediate staffing of three additional sergeants and, projecting forward into 
the future, would call for an additional 6 sergeants in the years 1990 and 1993, 
with 3 positions being added in each of the respective years. Thus, when 
combined with our present resoul'ces and immediate request, our patrol field 
supervisory level would be that of 6 field sergeants per patrol group in the 
year 1993, which should be sufficient enough a number to provide adequate 
supervision for those personnel requested through that year. The time line for 
this staffing proposal is as follows: 

Year: 1989 1990 1991 1992 1993 
Officers: 103 108 108 114 117 
Ratio 1:6 17.2 18 18 19 19~5 
Field Sergeant Staffing: 12 15 15 15 18 
Operations Sergeant Staffing: 3 3 3 3 3 
Total Sergeant Staffing: 15 18 18 18 21 
Personnel Requested: 3 3 0 0 3 

"', "~:::':r7 
,:i"-
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The reason for the disparity between that figure calculated at the ratio of 1:6 
and that "staffed" is that patrol supervisory positions are distributed in 3's 
to accommodate the three patrol groups. Thus patrol supervisory staffing numbers 
are always divisible by 3. In remaining conservative, the numbers arrived at 
via the ratio were rounded down and remain below that figure established via the 
formula. As the plan calls for a gradual, programmed approach for growth, 
optimum supervisory strength is not approached until the year 1993 when the last 
three of the nine requested positions are added. 

Another development to be given consideration in the formulation of the five 
year plan as a whole, is that it will ultimately entail the recruitment and 
hiring of a number of new personnel. For a considerable period of time 2-4+ 
years) the patrol force will be staffed with a very high percentage of young, 
inexperienced patrol officers who require higher levels of supervision and 
training than do tenured personnel. Therefore, the instillment of higher 
supervisory levels is an essential element of the overall plan's success. 

kh 

\~ ........ ---------------------



1990 

CFS Time 

Adjusted For 
DP & Admin: 

Beats: 

Umbrell a 
Factor: 

Total Beats: 

A. F.: 

Total Staff: 

1991 

( .75) 

(3) 

2920 

- 3 

Beats + 
Umbrella 

(1. 8) 

( 3) 

1992 

(.75) 

(3) 

-2920 

-3 

+ 

(1. 8) 

(3) 

ATTACHMENT #6 

IACP MANPOWER FORMULA 

1989 1990 1991 1992 1993 
55,000 57,575 59,348 61,283 63,409 (See Tables) 

57,575 - 3= 19,192 Area CFS Per Shift 

19192 x .75 = 14.394 Hours Per Shift 

14,394 x 3 = 43,182 Total Hours 

43182/2920 = 14.79 Beats Required 

14.79 - 3 = 4.9 = 5 Umbrella Beats 

15 + 5 = 20 Beats per Shift 

20 x 1.8 AF = 36 Officers Per Shift 

36 x 3 = 108 Officers for Patrol in 1990 

59,348 - 3 = 19,783 Area 

19783 x .75 = 14837 Hours Per Shift 

14837 x 3 = 44511 Total Per Shift 

44511/2920 = 15.24 Beats Per Shift 

15.24 - 3 = 5.1 Umbrella Beats 

15.24 + 5.1 - 20.34 = 20 Per Shift 

20 x 1.B = 36 

36 x 3 = 108 Officers for Patrol in 1991 

61283 - 3 = 20428 

20428 x .75 = 15321 

15321 x 3 ~ 45962 

45962/2920 = 15.74 

15.74 - 3 = 5.2 

15.74 + 5.2 = 20.94 = 21 

21 x 1.B = 37.8 = 38 

38 x 3 = 114 Officers for Patrol in 1992 
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1993 

(.75) 

(3) 

-2920 

-3 

+ 

( 1.8) 

(3) 

63,409 - 3 = 21,136 

21136 x .75 = 15852 

15852 x 3 - 47,556 

47556/2920 = 16.28 

16.28 - 3 = 5.43 

16.28 + 5.43 = 21.71 

21.71 x 1.8 = 39.08 

39.08 x 3 ~ 117 Officers for Patrol in 1993 
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DATE: 

City of Glendale 
INTERDEPARTMENTAL COMMUNICATION 

September 23, 1988 

TO: David J. Thompson, Chief of Police 

FROM: Captain Brook Mc Mahon, Lt. Edey, Lt. Shade, and Lt. De Pompa 

SUBJECT: USD Patrol Critical Staffing Needs 

BACKGROUND 
The traditional environment of the City of Glendale has presented the police 
department with a reserved and manageable workload. However, over the most recent 
years, the city has experienced a dynamic period of growth and change. This high 
volume of development has created new workload demands for the police department. 
Specifically, this dynamic condition has demonstrated the capability of producing 
spontaneous and very sharp service demands. These high service demands, or 
"spikes," are becoming increasingly intense, longer in duration, and more frequent 
in occurrence. As a result, USD Patrol has experienced a total exhausting of 
available resources when these conditions occur. 

PROBLEM 
This dynamic potential has created a significant increase in our calls for service 
and general workload. This increase is not only comprised of a larger quantity of 
calls for service, but also calls of greater complexity. In turn, this has 
resulted in greater demands upon our line level personnel. 

This situation has become problematic based upon current staffing levels and 
personnel shortages. The patrol division is currently allotted 75 patrol officer 
positions. However vacancies, 100 assignments, and academy positions have 
accounted for a patrol staff vacancy factor of 20%. Of the 61 officers presently 
assigned to Patrol, five officers are involved in field training and are not yet 
capable of functioning as single officer field units. Considering these factors, 
we are currently experiencing a functional 25% reduction in the patrol work force. 

Of equal concern is our inability to maintain authorized strengths in the ranks of 
our CSO Dispatcher classification. To date, we are 12% below strength. 
Specifically, we have three vacancies (two open positions and one probationary 
position employee off on extended sick leave). Additionally, another eso 
dispatcher is being processed as a police officer recruit to be hired in October. 
This leaves us with the potential of having four vacant positions, a 28% vacancy 
factor. Filling these vacant positions remains a problem. Many of those who apply 
frequently fail the testing process, background investigation, or just lose 
interest in pursuing the job. For example, the last application period resulted in 
a list of 27 candidates, three of which we were able to acquire. A new test will 
be given which should result in approximately 30 candidates. However, it will 
still require several months of processing before we can actually hire for the 
vacant positions. Due to the CSO staffing demands, we are frequently force~ to 
further deplete the already deficient patrol force by assigning officers to 
adequately staff the communications center. 
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This staffing dilemma has had, and will continue to have, a dramatic impact upon 
all facets of our patrol operations. Personnel are consistently being denied leave 
requests, individual sick leave usage often drops deployments to critical levels, 
and calls for service are often delayed for considerable periods of time. It has 
become necessary for service oriented activities to be curtailed in favor of faci­
litating the provision of essential services. The mode of operation within the 
division has become almost wholly reactive, with calls for service dictating the 
activities of our resources. Another factor is that our line level personnel are 
beginning to demonstrate objective signs of job frustration. 

In addition, there is a concern that this growing workload and low staffing levels 
may someday jeopardize our ability to provide lifesaving responses. Public 
expectation that a call on the 911 system will bring about an immediate emergent 
response by police personnel may someday be unrealistic. 

FINDINGS 
Based upon the collective experience, expertise, and personal observations of 
patrol management and supervision, specific required staffing levels have been 
identified. These guidelines are currently used in determining leave approvals (as 
identified by an analysis of our projected deployment). The following graph 
represents these identified staffing levels according to day of week and 4-hour 
time blocks. 

S M T W T F S (Operations/Field) 

0300-0700 3/10 3/7 3/7 3/7 3/7 3/7 3/10 
0700-1100 3/7 3/7 3/7 3/7 3/7 3/7 3/7 *(201 M-F) 
1100-1500 3/10 4/10 4/10 4/10 4/10 4/10 3/10 *(201 M-F) 
1500-1900 4/14 4/14 4/14 4/14 4/14 4/14 4/14 
1900-2300 4/14 4/14 4/14 4/14 4/14 4/16 4/16 
2300-0300 3/12 3/12 3/12 3/12 3/12 4/16 4/16 

* Creation of field eso car by D.T. hire-back; current staffing 
has not permitted such an assignment . 

It is our finding that there is a critical need to maintain these required staffing 
levels. By maintaining consistency in these staffing levels, we are more likely to 
sufficiently meet the actual essential service demands of the city. However, sick 
leave and 100 situations frequently prevent this level of staffing. Additionally, 
a large volume of leave requests are denied, despite significant accumulations, in 
an attempt to maintain this staffing. For example, year to date there has been 82~ 
shift periods. Of these, 333, or 41%, resulted in frozen deployments (no time off' 
allowed) due to minimal staffing. For the remaining deployment period (October 1 
through October 29), there are 87 shift periods. Of these 87, 56 represent frozen 
deployments (64%). If each shift is considered, we are faced with a 90% frozen 
deployment for day shift, an 83% factor for graveyard, and a 21% factor for swing 
shift. Of the total 885 work shift periods available for the year through the 
current deployment (October 29, 1988), 389 (44%) represent frozen deployments. 
While these totals only reflect sworn officer staffing, similar conditions ~xist 
within the Operations function. Specifically, minimal eso staffing has most 
generally only allowed the staffing of three out of the four Operations consoles. 
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As of September 1, 1988, it was determined that 81 employees within Uniform 
Services Division had a combined total of 222 holidays that would not be available 
for carry-over into the next calendar year. It can be readily assumed that the 
next deployment period, which will carry us through the end of this year, will 
reflect the same high level of restricted deployments. This finding presents a 
significant concern when viewed in relationship to the accumulated holiday leave 
that must be used in this remaining time period. 

In an attempt to manage workload demands with minimal staffing levels, several 
alternative options have been initiated. These options have included a 
restructuring of day-off assignments according to statistical studies of our 
workload and information identified in our annual reports. Additionally, we are 
using a differential response plan (which involves screening, prioritization, 
holding calls, ,'econtacts with service requesters, and geographic position of 
units). We have also explored the possibility of shifting resources within the 
agency. We have found, however, that all other divisions are experiencing the" same 
increased work with minimal staffing, even at authorized strengths. The bureaus 
are too critical in function or producti~e to consider movement to the patrol 
function. This finding also applies to the Special Enforcement Detail, Traffic 
Bureau, and Drunk Driving Enforcement Team, each of which already provides a great 
deal of support to the patrol function. The reduction of staffing within any other 
functional bureau or detail would simply result in a reduction of other essential 
services to the community. The summary finding of these alternative options is 
that those now in place are insufficient, and looking to other areas for permanent 
staffing would not be optimal at this time. 

RECOMMENDATIONS 
Our recommendation is to maintain these required staffing levels in a consistent 
manner. It is proposed that this staffing be accomplished on an overtime basis, 
wherein personnel are assigned work shifts above and beyond their normal tours of 
duty. 

Such overtime assignments would most likely exist in the following options: 

1) Beyond Tour (8-hour tour plus 4 hours overtime) 

2) Recall Normal (4 hours of overtime plus an 8-hQur tour) 

3) Recall Normal on Days Off (8 hours overtime) 

Predominantly, 4-hour time blocks should be used in order to facilitate greater 
convenience to the employee and less likelihood of job burn-out, Additionally, it 
is recommended that when possible a field CSO car be created by overtime hire-backs 
to staff the time period of 0700-1500 hours, Monday through Friday. The projected 
results of these recommendations would be as follows: 

1) A maintained ability to provide an immediate response to life threatening 
situations or in-progress crimes of a serious nature, 

2) A maintained ability to provide a timely response to crimes occurred 
and crime investigation situations (generally within one hour). 

3) A maintained ability to provide a reasonable response to lower priority 
incidents such as parking complaints (handled within tour of duty). 
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4) No ability to provide a guaranteed response time to abandoned autos 
abatement (however, these are generally handled within the same date of 
requesi:) . 

5) To present at least limited opportunities for pro-active police service 
such as district accountability and special problem tracking. 

It is recommended that this approach continue as a temporary program until 
authorized strength is achieved (the practice of overtime staffing would be 
accomplished on a diminishing scale as new personnel are allotted). 

FUNDING 
Currently, the police department has six vacant officer positions. Additionally, 
our department has a history of operating with officer vacancies ranging from 5-10 
positions. Within the salary account, funds allocated to those positions have 
resulted in a 3-4% unused balance each fiscal year. Those salary funds allocated 
for positions that are currently vacant should sufficiently fund the overtime 
necessary to accomplish the proposed staffing immediately. The reliability of 
operating with continued position vacancies should allow funding to maintain the 
operation of this program until adequate levels are reached through conventional 
recruiting and training methods. Additionally, the funding could be effectively 
applied in practice to the staffing of both police officers and community service 
officers within the patrol function. 

Respectfully submitted, 

-" -:7 II _r .... t .t".£.:....~ 

B~ook J. Mc Mahon 
Commander, Uniform Services Division 

BJM/RE/DSS/RLD/icj 
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CITY OF GLENDALE 

INTERDEPARTMENTAL COMMUNICATION 

DATE March 3, 1989 

TO David J. Thompson, Chief of Police 

fROMCaptain Brook McMahon, Uniform Services Divisions 

SUBJECT PROFESSIONAL ASSESSMENTS - 5 YEAR STAFFING PLAN 
(ENVIRONMENT CHARACTERISTICS, WORKLOAD CHANGES, 
LEVEL OF SERVICE) 

GENERAL CHARACTERISTICS OF GLENDALE 

The City of Glendale has realized steady growth, both in population and area, 
since its establishment as a community in 1884. Incorporating as a city in 
1906, then consisting of only 1,486 acres, Glendale has come to be recognized as 
a residential, financial, and commercial center of few equals. The city 
presently consists of approximately 32 square miles of geography and recent 
population estimates place the permanent resident count at 162,000+, which does 
not include the undocumented alien population of the city. The growth of 
Glendale has exceeded even its own optimistic projections. Glendale continues 
to be ranked third in population within the county, behind only the cities of 
Los Angeles and Long Beach, and is ranked eleventh in the state. 

A suburb of Los Angeles, Glendale has historically been regarded as a. bedroom 
community, providing the business persons of the greater Los Angeles area with 
clean, respectable, and convenient residential and commercial areas that boast 
full services and, very importantly, safety. The city's government has been so 
successful throughout its history that Glendale continues to be comprised of 
some of the most highly demanded and valuable real estate in the nation, as well 
as one of the most fiscally sound and well managed budget bases to be found in 
any municipality. Our downtown financial and retail centers are renown and our 
residential neighborhoods respected for their cleanliness and aesthetics. 

Maintaining the quality of life within our community is a matter taken seriously 
by all who reside and work within the city, and it is no simple nor inexpensive 
matter. The tr~nds of society in general have acted to influence life within 
Glendale in what are ofttimes negative ways. Like other areas, Glendale has 
been subjected to the introduction of a new wave of criminal activity that is 
often highly organized and representative of a departure from traditional 
elements. This wave of activity, attracted to the city by virtue of its growth 
and affluence, focuses primarily upon property crimes and is very difficult to 
combat absent a commitment of a full compliment of law enforcement resources. 
High levels of police visibility and proactivity are virtually the only means of 
detecting, thwarting, or at least displacing the element to elsewhere. We have 
attempted over the past several years to address this via a closer management of 
existing resources and directed activities, however, our resources are becoming 
disproportionately sparse in comparison to the size and complexities of the 
populations served and are simply insufficient . 
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The city has historically staffed its police department in a manner that was 
appropriate for the providing of law enforcement services to a predominately 
residential region. Such areas can survive very well with minimal police 
officer to population ratios. However, we are no longer a bedroom community. 
The city has grown to represent a vast and highly respected business center unto 
itself, and has brought into its boundaries a major influx of construction, 
peop1e, and vehicular traffic, as well as a new criminal element. We now see 
high-rise buildings on Brand Boulevard, massive retail areas in the form of the 
Gallerias, and expanding hillside and canyon development consisting of high 
priced executive homes occupied by residents who expect high levels of service. 
These, combined with the traditional Glendale that still exists beneath all the 
new development and which maintains the same rights to and expectations of ' 
service, represents a major challenge to law enforcement in this and coming' 
years. 

The demographics of Glendale are in a constant state of flux. We are seeing new 
and highly diverse cultures introduced to our populace daily. The city's 
services and school district are facing new challenges in attempting to cope 
effectively with these changes and in peacefully melding these cultures together 
with empathy. The police officer of today is realizing the true impact of this 
changing environment by having to respond to calls for service that are of a 
nature not known in the old Glendale. Officers are having to maintain peace in 
the face of cultural clashes that few persons understand and which spring from a 
diversity of value systems, while simultaneously they are attempting to curtail 
the new wave of criminal activity that is brought by many of our new residents 
and those of surrounding areas. The insurgence of ethnic gangs is just one 
example of this trend. And the police are at the same time attempting to 
maintain high levels of service to the city by addressing the crime that seems 
to always exist, regardless of the culture or location. 

LAW ENFORCEMENT ENVIRONMENT 

Crime rates and levels of police service are topics that are of great interest 
to many persons residing and doing business within any community. It is also an 
area given serious consideration by persons and businesses considering 
relocation to a community. The residents and business persons of the City of 
Glendale have historically prided themselves in and felt a strong sense of 
security as a result of their being within what has historically been a well 
policed municipality with a commendable crime index ranking. But, with the 
dynamics of growth having taken hold of the city and transformed it from a small 
town, bedroom community into a major financial and retail center, our level of 
law enforcement effectiveness has been negatively impacted to the point that our 
index ranking has fallen measurably and the security felt by many within the 
area may be a false sense. We are simply ill equipped to deal effectively with 
the big-city environment we have come to exist within. 

As is evidenced by reports generated by the city's Planning Division, the growth 
of the city has been accelerating in the past decade with the introduction of 
sizeable residential deveiopments, some of which are isolated within canyons, 
and high density office space, which house literally thousands of commuting 
workers - the occupants of both our residential and commercial areas require 
police protection and expect a timely response to criminal incidents. The 
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commercial development has caused the greatest impact, as daytime population 
figures and traffic volume have become virtually immeasurable with ~stimates 
ranging from 275,000 to 375,000 dependant upon the source queried. The Glendale 
Galleria alone estimates daily attendance figures of 60,000, with as many as 
100,000+ persons per day v;~it;ng the mall during the holiday season. Combine 
with this the construction of major office structures, as well as those soon to 
be erected, such as the Carnation and Galleria III projects, and it may readily 
be seen that daytime population figures can be staggering. 

We have seen ourselves fall from a highly commendable ranking of #1 in the crime 
index rating of California cities of over 100,000 population to a less 
distinctive #6 in 1987. And that figure is expected to slip even further in the 
near future. Several additional cities have either been incorporated or have 
reached that 100,000 mark and will be included within the index; and those with 
lower index rankings, such as Santa Clarita, will act to only further displace 
us. It is estimated that by the end of the year 1989, absent corrective 
efforts, the City of Glendale may fall to #9 in the ranking. 

Why is it that our crime rate is rising and our position slipping? While there 
are innumerable factors involved, one of the major concerns that may 
dramatically impact this phenomenon is that the City of Glendale is very simply 
under policed. We presently maintain an authorized level of 182 sworn 
personnel, which represents a ratio of 1.123 officers per 1,000 permanent 
population (182/62,000). The state average is 1.382 per 1,000 (222/62,000). 
Which translates into the fact that our police services have failed to grow with 
our pORulation and, therefore, is physically incapable of maintaining the high 
levels of service that were so well appreciated in past decades. One simply 
cannot effectively and efficiently police a Cadillac city with a Pinto engine. 
The patrol resources are simply spread so thin as to represent minimal physical 
police presence and visibility and support services, such as detectives, are 
overwhelmed with case volumes to the point of having to sacrifice quality in the 
interest of quantity. it should also be noted that authorized strengths are 
optimum and seldom maintained due to vacancy rates and long-term employee 
absences. 

The police problems faces in this community are very real. We do in fact hav~ 
gang, auto theft, burglary, and graffiti problems that are challenging our 
resources and causing financial loss to our populace. We also have measurable 
levels of all other known crimes that only act to compound the challenges of 
providing law enforcement services to a city of this size. We must not lose 
sight of the fact that we are a suburb of crime ridden Los Angeles, which while 
bolstering our image in comparison to itself, represents a source of very 
transient criminally-oriented persons who do not hesitate to cross boundary 
lines, if they are even conscious of them. To combat the criminal element 
existing within and accessing our neighborhoods and business centers we have a 
need to staff adequately, not only to the established nighttime population but 
also to the estimated daytime population, which is highly disproportionate and 
representative of a great deal of our policing workload. 
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WORKLOAD ISSUES 

COMPLEXITY 

Between 1977 and 1987 reported calls for service increased by less than 9%. 
That figure is of concern because it does not reflect the dramatic change which 
was being experienced in our ability to handle the service level demand. The 
number did not explain why the patrol force was no longer able to provide the 
level of service that was delivered a decade ago. It failed to illustrate that 
police response to calls for service were frequently delayed nor why it is now 
commonplace for only one patrol unit in the city to be available for response to 
calls. These characteristics were not present a decade ago. 

The nature of the job has changed. Increased call complexity demands more of 
our resources in personnel, time, and equipment. The non-criminal service 
related calls have been and continue to be replaced, with increasing frequency, 
with time intensive investigations as illustrated below: 

ACTIVITY 1977 1987 INCREASE 

Felony Assault Investigations 175 373 113% 
Theft Investigations 3822 4822 26% 
Auto Burglary Investigations 758 2027 167% 
Auto Theft Investigations 671 1328 98% 
Arson Investigation 67 104 55% 
Accident Investigations 1328 2153 62% 
Burglary Alarm Responses 3258 5694 76% 

As the nature of calls for service changed so did the enforcement demands. 
Reports increased 29%, citation issuance rose 38%, and 32% more arrests were 
made in 1987 than in 1977. 

Procedural changes, many legislatively mandated, have affected law enforcement 
demanding more of our resources. Domestic violence, custody searches, missing 
persons investigation and reporting, Haz-Mat, warrant requirements, crisis 
intervention techniques, child abuse investigations, industrial death 
investigations, adult abuse investigations, DUI investigations, traffic 
collision reporti~g, and narcotic influence evaluations have all be affected by 
changes in investigative procedures, reporting requirements, or operating , 
policies. Each change makes the related tasks more complex requiring addition'al 
time to complete the task. 

CALL FOR SERVICE AND STAFFING HISTORY 

This section will provide an overview of the history for calls for service and 
U.S.D. staffing for the five year period (1982-87) preceding 1988. This five 
year history will be used in contrast to 1988 totals for the purpose of 
determining percent of change in the following areas: 
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- USD Authorized Sworn Staffing 
- USD Staffed Sworn Positions 

USD Vacancies 
- Actual Patrol Officer Staffing 
- Total Calls for Service 
- Call for Service Workload per Patrol Officer 

Calls for Service 

Records generated from the Police CAD System, compiled ~y our Crime Analyst, and 
reported in our annual statistical reports indicate the following totals: 

1982 
1983 
1984 
1985 
1986 
1987 

46,676 
46,710 
50,424 
49,877 
51,008 
53,289 

As 1988 records are not complete at this time, our Crime Analyst has 
statistically predicted the call for service total for 1988 to be 55,554. 
Additionally, it has been determined that a change in the processing of 
abandoned autos eliminated a significant number of calls for service from being 
recorded. This program was in operation from June 1987 until June 1988. 
Hand-record monthly averages from the Traffic Bureau have indicated that 
approximately 7,000 calls for service were not captured by the CAD System for 
this time period. Subsequently, both 1987 and 1988 totals should reflect an 
additional 3,500 calls for service each, as follows: 

1987 56,789 
1988 59,054 

USD Staffing 

Records maintained by our Crime Analyst have identified authorized, staffed, and 
vacancy levels for USD during this time period. To determine actual levels of 
Patrol Officer strength for each year, management, supervision, and other USD 
assignment positions were deleted from "Staffed Levels." This information is 
reflected in the following chart: 

1982 1983 1984 1985 1986 1987 1988 
USD Total 
Authorized 114 114 114 114 114 114 114 
Staffed 110 104 109 104 104 103 101 
Vacancies 5 9 5 10 10 11 11 

Patrol Bureau 
Patrol Officers 87 76 80 76 76 75 67 
(Includes DUI & K-9) 

*Galleria 0 4 4 4 4 4 4 
*Footbeat 0 1 1 1 1 1 1 
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Traffic 
Motors & Traffic 
Investigator 

8 8 9 

- For each year, December figures were used. 

8 8 8 11 

* - DUI and Canine Teams - 4 positions each authorized to USD strength in 
1981. 

- Galleria Detail - formed using Patrol authorized strength in 1983. 
- Footbeat - formed using Patrol authorized strength in 1983. 

Call for Service/Staffing Ratios 

Based on the collected date, the following call for service/Patrol Officer 
ratios were identified and the calls for service per officer computed: 

1982 46,675 CFS/87 Offi cers = 536 CFS per Officer 
1983 46,710 CFS/76 Offi cers = 615 CFS per Officer 
1984 50,424 CFS/80 Officers = 630 CFS per Officer 
1985 49,877 CFS/76 Offi cers = 656 CFS per Officer 
1986 51,008 CFS/76 Offi cers = 671 CFS per Officer 
1987 56,789 CFS/76 Officers = 757 CFS per Officer 
1988 59,054 CFS/67 Officers = 881 CFS per Officer 

(It should be noted, Patrol Officers [including DUI and Canine] are the primary 
responders to calls for service. Galleria, Footbeat, and Motor Officers also 
respond to calls for service, however, these details are on duty only 1/3 of the 
work day. The calls for service which they handle represent a minimal portion 
of the daily total). 

Change Percentages 

Percentages of change were calculated for each of the following categories (1982 
to 1988): 

USD Authorized Strength: 114 to 114 = -0- Change 
USD Staffed Strength: 110 to 101 = 8% Decrease 
Patrol Officer Staffing: 87 to 67 = 23% Decrease 
Total Calls for Service: 46,676 to 50,054 = 27% Increase 
Calls for Service per Officer: 536 to 853 = 64% Increase 

(The rate of vacancy started at 4% in 1982 and ranged to 10% in 1987 and 1988, 
and averaged 8% for the entire time period) . 
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LEVEL OF SERVICE 

QUALITY 

The Glendale Police Department prides itself on striving to maintain a "full 
service" concept as part of its police mission. This full service philosophy 
has enabled us to enjoy the effects of high levels of citizen satisfaction and 
support. 

Over the past decade there has been an evolutionary decrease in our ability to 
provide and maintain a full service concept. 

Once a rarity, delayed response to calls is now unfortunately commonplace. 
There are many times when only one unit is available for response to calls. 
Full service demands the time necessary to carry out such functions. The 
available time is quickly disappearing. 

Services which have historically been offered and practiced have steadily 
declined. Residential vacation checks, extra patrol requests, citizen 
assistance, and other service related calls are either not provided or have been 
drastically reduced in frequency. 

The emphasis, out of need, has shifted to more "traditional policing" duties 
which by their nature demand higher priority. 

"Service Related" Incident Decline 

ACTIVITY 1977 1987 DECREASE 

Citizen Assist 19,209 5,261 73% 
Assist Police 1,914 868 55% 
Special Police Service 2,005 422 79% 

IITraditional Policing" Incident Increases 

ACTIVITY 1977 1987 INCREASE 

Felony Investigations 6,495 10,782 66% 
Misdemeanor Investigations 8,964 13,144 47% 
Non-Criminal Investigations 48,814 78,515 61% 

Out of budgetary necessity many communities have been forced to eliminate all 
"serv ice related" functions and policy modifications have had to be made 
regarding police response to criminal investigations. It is hoped that Glendale 
will not follow that same course. 

PERSONNEL STAFFING 

Aside from sworn line staffing levels, other personnel staffing conditions exist 
which effect cur capability to provide service. Here the level of service has 
been impacted by our hindered ability to provide civilian support and 
supervisory screening to the workload. These conditions have exited consistently 
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throughout 1987 and 1988, and are defined as follows: 

- A near non-existent deployment of Field C.S.O. (201 cars) 
- A vacancy factor of 1 to 2 CSOls per each Patrol groupls Operations team 
- A frequent staffing of only two supervisors on a shift. 

Field C.S.O.ls 

The Field c.s.o. position is designed to provide direct support in handling low 
priority calls for service. This, in turn, allows the sworn field officer 
increased availability for directed/preventive patrol or calls of a more serious 
nature. Additionally, lower priority calls are responded to in a more 
expeditious manner. 

However, the consistent vacancy factor within Operations has required field 
trained C.S.O.ls to staff Operations positions on a continual basis. 
Subsequently, there rarely exists the capability of staffing the Field C.S.O. 
position. 

Operations 

The Operations team is designed to be staffed by civilians under the supervision 
of a Police Sergeant. This team performs the most vital function of recelvlng 
initial emergency calls for service and dispatching them to field resources. 
Civilianization of this function has allowed sworn staff resources to be 
dedicated to the actual provision of service. 

Again, the consistent vacancy factor within these teams have created priority 
staffing demands. These demands are frequently satisfied by using sworn field 
officers to staff vacant positions. In turn, this depletes available field 
resources used to provide essential service. 

Supervision 

Each Patrol group is staffed with four (4) supervisory positions. By design, 
the supervisors assigned to the field playa critical roll in assuring the 
quality of provided service by monitoring the handling of incidents, providing 
immediate correction and development of subordinates, and reviewing completed 
work products in detail. 

However, the availability factor of supervisors (based on leaves, training, 100 
situations, administrative duties, etc.) has frequently resulted in only 
staffing two supervisors on a shift. Because of the need to staff the O.S. 
position, these situations result in the deployment of only one field 
supervisor. The geographic size of the city and volume of work far exceed the 
quality control capability of one supervisor . 

kh 

. -'Y\ ,,' d··i' /il !II t_ 
~~ain Brook McMahon 

Uniform Services Division 
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CITY OF GLENDALE 

INTERDEPARTMENTAL COMMUNICAnON 

DATE March 8, 1989 

TO Dave Thompson, Chief of Police 

FROM Captain Brook McMahon 

SUBJECT ADDITIONAL PERSONNEL 

We are requesting one additional/new management position for the Uniform Services 
Division. This position would be for a Patrol Administrative Lieutenant. The 
duties would include: 

(1) Involvement with the administrative revisions/investigations for personnel 
within the division. These would include officer involved shootings, 
personnel complaints, and reviews of policies and procedures. Currently 
with the Police Officer's Bill of Rights, we assign a Lieutenant and 
Sergeant to handle those complaints handled by Patrol. These are time 
consuming, and may involve numerous interviews with witnesses. 

(2) Liaison with the Galleria Detail. The Galleria is becoming more active 
each year. 1988 had in excess of 20 million visitors. As Galleria 
III approaches, there is a need for management coordiantion. Currently 
a Sergeant handles the responsibility and supervision of the unit. 

(3) Compiling divisional statistics for quarterly reports. As we look at 
increase of calls for services with available manpower. it is necessary 
to do ongoing reviews. 

(4) 

(5) 

Proper flow management. The Patrol Commanders are constantly involved 
with reports, reviews, and projects. With rotating shifts. it is often 
necessary for them to modify their work hours in order to complete their 
projects and make the committee meetings. Overtime has also increased. 
A serious effect is that they are greatly reducing their opportunity 
to provide their patrol group with the group coordination and leadership 
that is needed. 

Coordinate budget preparation and requests for patrol and traffic units 
with the Budget Manager. 

(6) Coordinate fleet management with the garage and property management 
officer. 

(7) Prepare executive summaries and reports as needed . 

(8) Fill in when the Captain is gone due to vacation leave, school, illness, 
or other assignment. Currently a Patrol Lieutenant is taken from his 
group and perfo 1L'ms as the "acting Captain". This is another time that 
the Patrol Lieutenant is taken away from his group. 
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(9) With increase of personnel, there will be a greater. need for direct 
supervision and management. A concern is the coordination of quarterly 
performance reports and training records, especially for the new officers 
on probation. 

Respectfully submitted, I~ 

(·-··~)W~ 
~OOk J. McMahon 
Commander, 
Uniformed Services Division 

BJM/mbs 
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CITY OF GLENDALE 

INTERDEPARTMENTAL COMMUNICAnON 

DATE December 22. 1988 

TO Acting Chief Captain Glynn Martin 

FROM Lieutenant Ray Edey 

SUBJECT 5 Year Plan - Traffic Bureau Staffing 

The following is a projection of the U.S.D .• Traffic Bur~~u's staffing needs 
throughout the five year plan. Please refer to the attached documentation 
for a historical perspective of these personnel requests. 

The first two years on the plan are comprised of the proposal for Traffic 
Bureau staffing enhancement that has already been submitted to the City 
~anager's office by Chief Thompson. It is felt that the positions included 
within that segment of the plan represent immediate needs essential to the 
effective operation of the bureau in coping with existing traffic issues. 

The remaining three years of projected needs are based upon existing city 
population and commercial development plans. These essentially represent 
a realistic picture of the minimum levels of staffing required to accomplish 
measurable progress in traffic control and enforcement. 

TRAFFIC BUREAU 5-YEAR PLAN 

Year 

1989 
1990 
1991 
1992 
1993 

Totals 

Clerical 

1 
o 
o 
o 
o 

Respectfully submitted. 

~~Lt. U.S~~~ Acting Commander 

RAE/icj 

CSO Parking & 
Traffic Control 

3 
o 
4 
o 
2 

9 

Officer 

4 
o 
o 
2 
1 

7 

~ 
1 
o 
o 
o 
o 
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DATE: July 29, 1988 

CITY OF GLENDALE 

INTERDEPARTMENTAL COMMUNICATION 

TO: Dave Ramsay, City Manager 

FROM: ]ave Thompson, Chief of Police 
Brook Mc Mahon, Captain 

SUBJECT: Traffic Pr~blems and Congestion in the City of Glendale 

The increase in population, retail businesses and financial institutions has resulted 
in a commensurate increase in demands for police traffic s8rvices. The present and 
predicted rise in traffic volume is 3-5% per year. The volume of total reported . 
accidents is also rising. In 1986 there were 2,919 total accidents, whereas in 1987 
there were 3,027. In the first six months of 1988 there have been 1,694 tota~ 
accidents, as compared with 1,437 for this period in 1987. This amounts to a~181 
increase. 

To impact the problems inherent with increased traffic flow, the rising accidlnt 
rate; and the many other traffic related problems enumerated in this report, it will 
be necessary to increase the present manpower and equipment of the Traffic Bureau. 

The Traffic Bureau is comprised of one lieutenant, one sergeant, ten motor officers, 
eight parking enforc~ment officers, and 15 crossing guards. The general respon$i­
bilities of the Traffic Bureau include traffic law enforcement, traffic accident 
investigation, parking law enforcement, abandoned vehicle storage, public education 
(bicycle safety and seat beft safety programs), and the safe street crossing of 
school students. The mission of the Traffic Bureau is to provide that level of 
service that insures the greatest measure of safety and expedient travel on the 
roadways. ' 

The following changes in the Traffic Bureau are needed at the present time to deal 
with traffic problems. 

MOTOR OFFICERS 
The primary function of motor office'rs on the Glendale Police Department is the 
enforcement of state and local traffic laws. 

A spin-off of traffic enforcement is the revenus that is acquired by the City. 
Eighty-four percent (84') of the bail (fines) acquired by the court for accident 
producing violations (moving violations such as speed, red lights, right-of-way, 
etc.) is given to the City. Traffic law enforcement efforts by one motor officer 
results in a minimum acquisition of $5,487 to the City of Glend.rein one month, or 
$65,844 a year. The cost of the motor officer is $73,633 a year, which includes 
saJary, benefits, hazard pay, ~otorcycle, and new officer equipment. 

An additionai responsibility of motor off'icers ;s regulation of traffic flow. 
Because motorcycles can move througn congested areas where cars cannot, they can be 
used to traverse to locations where gridlo~k or other congestion is occurring. 
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Attached to this report is an analysis of comparable cities with motor officer 
assignments. In most cities, the motor officers handle the traffic accident investi­
gations. In addition, some cities also utilize special accident investigation units 
or cars. 

Presently our motor officers do not have the primary responsibility to investigate 
accidents. This should be changing in the near future as the calls for servict 
continue to rise and keep the patrol units busy. 

Our accldent rate has been increasing. There was a total of nine fatalities in 1984, 
ten in 1985. five in 1986, and ten in 1987. Currently, in the first seven months of 
1988, we have experienced ten fatalities. In 1987 we had a total of 2,157 non-injury 
accidents and 860 injury accidents. In the first six months of 1988. we have had 
1,463 non-injury accidents and 508 injury accidents. 

Another function of motor officers is the handling of calls for service that are not 
traffic related. Calls for service increased from 51,008 in 1986 to 53,289 in 1987. 
This amounts to a 4.5~ increase. The increasing demands for police service result in 
times when patrol units are not available to handle emergency calls. Motor officers 
are then dispatched as the primary responding units. 

To resolve traffic related problems, we are requesting to incrtase the motor efficer 
detail by four (4) additional officers. Speed is a basic problem related to traffic 
enforcement. One successful approach is the use of radar. To expand and continue 
the necessary radar enforcement efforts in Chevy Chase Canyon, and other selected 
areas of the city, it wil1,be necessary to purchase ten (10) new hand-held radars. 
Four of these units will be used by the additional motor officers and six will be 
assigned to the Patrol groups. two to each group. This will insure a concerttd. 
continual, around-the-clock radar enforcement effort. 

Support equipment that could enhance speed enforcement is a mobile traffic zone radar 
unit. This device ;5 the size of a scoreboard which is placed on a roadway and 
displays to oncoming drivers the posted speed limit, as well as the actual speed of 
vehicles approaching the device. This is a very educational means of reducing 
speeding in a selective area.. The total cost per unit ;s $6,000. Wt are requesting 
two units. (Brochure information for this M.T.Z. trailer is included.) 

Special events handled by our motor officers are: Days of Verdugo Parade, Montrose 
Christmas Parade, Armenian Church Holy Days, Annual 5k and 10k run in Verdugo 
Woodlands, A~n1an Olympics, and numerous other special events. Motor officers also 
have an extensive involVeMent in intersection control and traffic flow in the down­
town area, particularly around the Galleria I and Galleria II complexes, during the 
holiday season from Thanksgiving to New Vears. 

Because of the present minimum manpower, motor officers are deploytd during two basic 
time periods, 6:30 am to 3:00 pm and 10:30 am to 7:00 pm. There is no motor officer 
deployment on Sunday. The proposed increase in the motor officer detail would result 
in deployment every day of the wgek. It would also provide for more motor officers 
to be on duty later in the day when traffic accidents increase in numbers and become 
more serious in nature. It would also allow for motor officers to be on duty on 
Friday and Saturday evenings until 11 :00 pm. 
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SUPERVISION 
Presently the motor sergeant'spends minimal time in the field. With the traffic 
situation, as well as the expanded motor squad, it is important that he be in the 
field to supervise and support his detail. 

It is recommended that we employ another sergeant to handle administrative duties, 
which include: scheduling, deploying, and supervising the parking enforcement 
officers; recruiting, selecting, deploying, and supervising the crossing guards; 
handling numerous telephone calls; handling numerous walk-in citizens regarding 
citations, vehicle impounds and traffic accident investigations; coordinating with 
the traffic engineer and other city officials regarding traffic problems; creating 
traffic related educational programs for the community and supervising and evaluating 
existing programs; maintaining membership and actively participating in traffic 
focused committees and organizations, both government and community based, as a 
responsibility shared, wi~h the Motor Sergeant and Traffic Bureau Commander. The, 
involvement w)th citizens on the phone and in person uses an average of three hours 
of the Sergeant's work day. It is a major priority that the position of 
Administrative Traffic Sergeant be added to the Traffic Bureau. (Organizational 
charts for the current and proposed changes are included.) 

PARKING ENFORCEMENT OFFICERS 
Eight parking enforcement officers provide parking enforcement and abandoned car 
storage on 330 miles of Glendale streets and 28 metered parking lota and 10 u~tered 
parking lots. With the rise irl general population, there is " concurrent escalation 
of parking law violations and abandoned vehicles. To successfully control th1s 
problem, it is requested that we increase the detail by three officers. The Street 
Section is at the present time changing the street sweeping signs so that enforcement 
will occur each week instead of every other week. 

The change to the automated parking citation program should not have an impact on the 
parking checker. The financial savings on this program will be seen with the 
elimination of the printing of tickets and the time saved in the data processing. 

A new parking enforcement officer is needed for this additior.al enforcement. 'Also, 
meters are presently being installed at the parking lot on Verdugo south of Mountain. 
This lot is used in the evening by Glendale College students and the meters will be 
in effect. However, with the presrmt limited manpower, there is no one to enforce 
parking lot regulations in this l~t at night. W\th more officers, WI could provide 
enforcement until 8:00 pm. The anticipated revenue from one parking checker is 
$168,300 per yoar. The cost of a p'arking checker to include wages, benefits, uniform 
allowance, and vehicle and equipment is $54,670. 

The abandoned vehicle problem is escalating and one parking enforc.ment officer 'can 
no longer successfully deal with this increased volume. One of the new officers 
would be deployed to as!ist with th'is problem. This will be cost effective in that 
Patrol Officers will no longer have to assist th~ Traffic Bureau in this function 
and, thereby, will be relieved to engage in other calls for service. Th, Police, 
Division presently handles 7,000 calls for service a year in the area of abandoned. 
impounded, and stored vehicles. These calls for service resulted in 1987 a total of 
3,496 cars being impounded, stored, or abated--2,031 of these vehicles were handled 
by the Traffic Bureau. 

For the first six months of 1988, Patrol has towed 1,448 vehicle and 895 of these 
were by the traffic unit. 
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CROSSING GUARDS 
There are presently 15 crossing guards with the responsibility of safely crossing 
hundreds of school children across intersections. This is a job of dedication in 
that their on-duty shifts involve three separate time 'periods (morning, noon, and 
afternoon) and each period amounts to only 1 to 1-1/2 hours. Additionally, the 
extended periods of time between on-duty periods necessitates the guards leaving and 
driving to work three times a day at an expense and inconvenience not realized by the 
average worker who drives to work only once a day. Crossing guards are also exposed 
to inclement weather. Lastly, in that they are contract agents, and not City 
employees, they do not enjoy the benefits of regularly employed City ~orkers. 
Crossing guards perform this vital function for only $5.65 an hour. A comparison 
study of nine other cities shows the average hourly wage to be $5.82 an hour. 
Because of these problems, it has become increasingly difficult to hire new crossing 
guards. There are presently no potential new crossing guard prospects and none on 
reserve, and we presently have one position unfilled. Recruitment options that 'will 
be explored are placing job flyers at the City'Personnel Division and State Employ­
ment Development Department, and advertising in local newspapers. 

When school crossings have no crossing guards, motor officers and parking enforcement 
officers are used at a much higher rate of salary. This also pulls the. away from 
their normal duties. Increasing the hourly rate of our crossing guards will be a 
definite aid in our recruitment efforts. 

Last year motor officers and CSO's spent approximately 150 hours f111ing in a. 
crossing guards. This has a cost factor of $2,270 in salary cost and a loss of 
approximately $12,507.50 in enforcement revenue. Total cost was approxi~ately 
$14,777.50. . 

One alternative would be to contract with a privat. service for crossing guard 
service. This is being looked into. 

The following are changes in the manpower of the Traffic Bureau that will be nee~ed 
to deal with future traffic problems. 

INTERSECTION CONTROL OFFICERS 
The use of motor officers to relieve grid10cked intersections will be one solution to 
this problem. However, as traffic increases, officers will be engaged longer periods 
of time. It is not cost effective to deploy motor officers in this function. ~ 
solution might be to create a new position called intersection control officers at a 
substantial savings. 

CLERICAL SUPPORT 
We are request1~g to add a clerk typist to the traffic division. Currently one 
secretary aSSigned to the Uniform Services Division provides stenography services for 
the captain, four lieutenants, 14 sergeants, and the traffic accident investigator. 

The secretary's daily activities are interrupted by handling incoming phone calls for 
the traffic unit, as well as performing the duties of a receptionist greeting those 
individuals walking in requesting traffic information, or having a complaint. On an 
average there are approximately 80-100 such phone calls and 10-15 visitors per day. 

In addition, we have found the new personnel evaluation takes a greater amount of 
time to type as they are now 4-5 pages in length. Quite of tan. these evaluations are 
typed more than once, as numerous revisions are made. This secretary is typing more 
than 100 of these, as well as those for the community service officers. 
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9. Driving ~ the Influence 
The expansion of the motor officer detail during the evening hours may increase 
the number of DUI arrests through an increase in traffic stops. The polic~ 
department recently submitted a proposal to the State of California, Office of 
Traffic Safety, for training its officers in the detection of drug use (under 
the i nfl uence) . 

10. Hit and Run Traffic Accidents 
Thereisa definite statistical correlat'ion between hit and run traffic 
accidents and DUI arrests. As the expanded evening motor officer detail 
increases DUI arrests, hit and run accidents may decline. 

This report documents the following requests which are: the increase of one sergeant 
(administrative traffic sergeant); the increase of four (4) motor officers (and four 
motorcycles); the increase of three parking enforcement officers (and' three parking 
enforcement compact automobiles); one clerk-typist; two Mobile Traffic Zone Radar 
Devic~s, and ten hand-held radar units. 

This review concentrates on the needs of the Traffic Bureau. It is only part of a 
forthcoming study of the Pol'ice Division that will encompass all anas of "valuation, 
including manpower and resource needs. This analysis will be completed in th. early 
part of 1989. 

R.~P~ctf~ ~ 
~t<.vt: --"~ 
Dave Thompson 
Chief of Police 

i cj 

Attachments: M.T.Z. Brochure 
Traffic Personnel Survey 
Current Organizational Chart 
Proposed Organiz&tional Chart 
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Proposed Organizational Chart 
for the Traffic Bureau 

LIEUTENANT 
TRAFF I C BUREAU COMMANDER 

.--_Z _____ ,------.' 
MOTOR DETAil 

SERGEANT 

14 
MOTOR 

TRAFF I C OFF f CERS 

ADMINISTRATI VE 
TRAFF I C SERGEANT 

I 
- ACCIDENT 

INVESTIGATOR 

I 1 
.. PARKING CONTROL 

CSO·S 

~ CLERK ~YP,IST I 
15 

... SCHOOL 
CROSSING GUARDS 
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Present Staffing & OrganizaUonal Chart 
for the Traffic Bureau 

LIEUTENANT 
TRAFF I C BUREAU COMMANDER 

TRAFF I C SERGEANT 

I .. ACCIDENT 
INVESTIGATOR 

10 
~ MOTOR 

TRAffiC OffiCERS 

8 .. PARKING CONTROL 
eso's 

15 ... SCHOOL 
CR()SS I NG GUARDS 
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DO HOTOR ARE H/O's ACCIDENT 
SWORN NUMBER OF OFFICERS PRIMARY HANDLERS < INVESTIGATION SHORT FORM 

POPULATION OFFICERS MOTOR OFFICERS HANDLE T/ A's OF T/A's UNITS FOR PDO's 

BURBANK 87,000 146 12 & 1 Sgt~ Yea Yes No CHP555-03 

No t 
CHP555-03 SANTA HONI{;A 93,000 158 6 & 1 Sgt. No Patrol & CSO's No 

INGLEWOOD 103,000 187 9 & 2 Sgta. Yes Yes No CHP555-03 

No 
PASADENA 120,000 210 11 & 1 Sgt. Yes Patrol & eso's No CHP555-03 I 

I 
: 

GARDEN GROVE 130,000 165 4 Yea Yea No Yes/their fol'?ll 

TORRANCE 130,000 236 16 & 3 ~gta. Yea No Yes/ll Ofers. Yes/their form 

SAN BERNARDINO 138,000 244 10 & 1 Sgt. No 
No 

Patrol & CSO's No CHP5SS-03, 

GLENDALE 165,000 183 10 & 1 Sgt. I Yes No (Patrol) No No 

HUNTINGTON BEACH 185,000 210 19 & 2 Sgts. Yes No Yes/8 Ofers. CHP555-03 , 

RIVERSIDE 220,000 270 20 & 2 Sgts. Yes No Yes/6 Ofers. No 

SANTA ANA I 220.000 350 16 & 3 Sgts. Yes No Yes/4 CSO's Yes/their fOnl 

ANAHEIM 246,000 326 25 & 3 Sgts. Yes No Yea/7 Ofers. . CHP555-03 

LONG BEACH 415,000 695 14 & 2 Sgts. Yes Yes No Don't Report 
PDO's 

----
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CITY Of GLENDALE 

INTERDEPARTMENTAL COMMUNICAnON 

DATE December 21, 1988 

TO Captain Mc Mahon 

FROM Sgt. W. Dreye: 

SUBJECT Projected Traffic Bureau Staffing Needs 

The following personnel requests indicate future required minimum staffing levels 
based on the assumption that the initial request for personnel was entirely 
approved. The initial request will take two years to completely staff. 

YEAR THREE 

Parking Enforcement Officers (CSQ's) = Increase 1 
Intersection Control Officers (CSO's) = Increase 1 

This increase is based on the continued completion of numerous building projects 
within the redevelopment area, combined with the continued residential population 
growth proJ2cted. In order to efficiently enforce parking regulations, and 
to assist in reducing traffic congestion, the increase in both of these posit~ons 
is essential. 

YEAR FOUR 

Motorcycle Officers - Increase 2 

The continued increase in traffic volumes due to completion of ~edevelopment 
projects require the use of these specialized units during heavy traffic periods 
to respond to accidents. emergency calls, and to assist with traffic congestion 
problems. These additional units will further allow better coverage on three 
shifts daily which was started with the initial request. 

YEAR FIVE 

Parking Control Officers (CSO's) = Increase 1 

The completion of redevelopment projects, combined with continued increase in 
population, will require these personnel to continue to effectively respond 
to complaints and to enforce parking ordinances. 

Accident Investigator = Increase! 

The continued yearly increase in traffic volumes results in an increase in reported 
collisions. It is projected at this time, based on forecasted growth, that an 
additional accident investigator will be required to effectively investigate 
and process reported collisions. 

WBD/icj 



• 

• 

• 

.' 
• 

• 

•• 

CITY OF GLENDALE 
INTERDEPARTMENTAL COMMUNICATION 

DATE: January 30, 1989 

TO: Captain Brook Mc Mahon, Commander 
Uniform Services Division 

FROM: Lieutenant Rodger Simon, Commander 
Traffi c Bureau 

SUBJECT: Five Year Projection of Manpower and 
Equipment Needs of the Traffic Bureau 

Traffic accidents are continuing to rise, as is traffic congestion. Studies a~e 
projecting an ever increasing escalation of traffic related problems in the future 
as the population and concurrent vehicle registration increase. To help comb\at 
these problems it will be necessary for the Police Division to expand the Traffic 
Bureau. Increasing the manpower of the Motor Officer Detail can result in a halt 
to the ever increasing rise in traffic accidents and a means to alleviate traffic 
congestion problems, such as gridlock. Please see Annex H1 for a detailed analysis 
of the responsibilities, performance, capabilities, and future expectations of the 
Motor Officer Detail. 

The rise in motor vehicle registration and traffic flow has increased problems 
related to the regulation of parked vehicles and has resulted in the need for 
additional parking enfcrcement officers. It is the primary responsibility of the 
parking enforcement officers to issue parking violation citations to create an 
orderly circulation of parked vehicles. Additionally, to remove from the city 
streets those vehicles that are abandoned, or left standing for long periods of 
time, creating a neighborhood unsightl iness. Please see Annex #2 for further 
explanation. 

Crossing guards have the very important responsibility of safely crossing thou­
sands of school children across some of the busiest streets in our city. Although 
their responsibility is great; their pay is nominal, their working conditions are 
poor, and they work without the fringe benefits afforded to city employees because 
they are contract agents. Please see Annex #3 for additional details. \ 

Intersection control officers will have to be utilized in the future to regulate 
the anticipated increase in traffic flow at city intersections. There are 
different approaches in fi 11 ; ng th i sneed. Please see Annex #4 for spec i fi c 
suggestions. 

The four man Orivlng Under the Influence (O.U.I.) Detail has been in operation 
since 1982. This has been an effective means of combatting the death and injury 
producing results of drunken driving. Please see Annex H5 for a detailed analysis 
of t~is program. 

Annex #6 is a breakdown of the cost of deploying the positions of motor officer 
and parking enforcemen~ officer. 

Annex H7 is a project1~n of the anticipated manpower needs for the Traffic Bureau 
in the next five year p~riod . 

RFS/ i cj 

Attachments 
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MOTOR OFFICERS 
The primary mission of motor officers is to enforce traffic laws. The main reason 
that traffic laws are enforced is to reduce traffic collisions. Traffic accidents 
in the city of Glendale are on a rise in 1988. From January through December, 
there were 2,605 reported property damage accidents, compared with 2,157 for the 
same period last year. There were 922 injury accidents compared to 860. 

During this period, motor officers issued 9,859 citations for hazardous moving 
violations. This figure breaks down to 107 per month per officer, or 8.4 per daly. 

The accepted means to measure the effectiveness of traffic law enforcement as it 
relates to the reduction of traffic accidents is called the enforcement index. An 
enforcement index is that point at which the volume of hazardous moving citations 
and arrests (D.U. I. and H&R) either stops the increase or begins to reduce the 
number of injury traffic accidents. In other words, a certain number of citations 
for hazardous moving violations (speed, right of way, red lights, etc.) should be 
issued for every reported injury accident to effect the accident rate. Some 
pol ice departments have found that an enforcement index of 20 is sufficient to 
effect the accident rate. Other departments have had to increase their index to 
over 30. The present enforcement index in Glendale is 14. It follows that the 
number of accidents will continue to rise unless the enforcement index 'is 
increased. 

From January through December, 1988, the total number of citations for hazardous 
moving violations was 12,944 for the total department. In addition, there were 
838 D.U.I. arrests and 25 hit and run-arrests. During this period, the Motor 
Officer Detail, which averaged eight working officers, issued 9,859 hazardous 
citations, which accounts for 71% of the department total. 

The Patrol Bureau cannot be relied upon to substantially increase the volume of 
hazardous moving citations due to increasing demands for service and varied 
duties. The responsibility lies with the Traffic Bureau. However, the presently 
constituted Motor Officer Detail is already producing at an advisably efficient 
rate. The only answer is to increase the number of motor officers. Enlarging the 
Motor Officer Detail by four (4) additional officers would provide the manpower 
needed to increase the volume of hazardous moving citations necessary to reach an 
effective enforcement index. 

During this last twelve month period, if the presently allocated 10 man Motor 
Officer Detail had been producing at full strength, plus the productive efforts of 
the proposed increase of four offi cers, there cou 1 d have been enough hazardous 
moving citations issued to have resulted in an enforcement index of 23. This is 
based on ideal conditions, i.e., no long term illnesses or injuries, no motorcycle 
proficiency course, and all 14 officers issuing an average of 107 hazardous 
citations per month. The Motor Officer Detail would have issued 17,976 citations 
and combined with the Patrol Bureau's 3,948, the total would have been 21,924. 
This fs the productive effort that is needed in the future to stop the increase or 
reduce the number of injury traffic accidents in this city. 

An additional responsibility of motor officers is on scene regulation of traffic 
flow. Because motorcyc 1 es can move through traffi c congested areas where cars 
cannot, they can be used to traverse to locations where gridlock or other conges­
tion is occurring. There is ~ other means for police officers to get through 
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ANNEX III Page 2 of 3 

heavily congested~. Traffic flow in the city of Glendale is already heavy. 
Future increases will demand increased utilization of motor officers in this 
function. The appearance, by itself, of motor officers at gridlocked intersec-

. tions has the effect of modifying the driving behavior of passing motorists. They 
are not only impressed to resist gridlocking, but they are also more careful in 
other aspects of their driving. it should be noted, however, that the time spent 
by motor officers in this function sidetracks them from their primary duties of 
traffic law enforcement (and resultant revenue) and accident investigation. 

Another duty of motor officers is the on scene investigation of traffic accidents. 
Motor officers are often the first police units to arrive at an accident scene due 
to the traffic congestion that is usually present near the accident location. 
Motor officers are well educated in traffic accident investigation and they are 
mentally "in tune" to this fUnction due to their everyday focus on traffic in 
general and traffic law enforcement specifically. As a result, motor officers are 
designated as "primary responders" to investigate traffic accidents. This has an 
added advantage in that patrol units are relieved to handle their ever increasing 
demand for services. As traffic flow increases, and traffic accidents increase, 
motor officer involvement in traffic accident investigation will also increase due 
to their comparative ease in responding to traffic accident scenes and degree of 
expertise. It should be noted that the Glendale Pol ice Department affords its 
citizens the most complete service that is possible in the area of traffic acci­
dent investigation. Please see included General Order #688 for specific details. 
Motor officers are also called upon to make the extensive investigations that are 
necessary in major accident cases such as those involving fatalities. There was a 
total of nine fatalities in 1984, in 1985 there were 10, and in 1986 there were 
o~ly five. In 1987 there were 10 and 1988 ended with 12. 

An ancillary function of motor officers is the handling of emergency calls for 
service. Calls for service increased from 51,008 in 1986 to 53,289 in 1987. This 
amounts to a 4.5% increase. In 1988, calls for service increased another 4.3% to 
a total of 55,554. The ever increasing demands for police service result in tim~s 
when patrol units are not available or close by to handle emergency calls. Motor 
officers are then dispatched as the primary responding units. Motor officers 
begin their career as patrol officers, and, therefore, are experienced i. handling 
any type of call for service they are assigned. On many occasions, motor officers 
are the first to arrive at the location of an emergency call even though they are 
not the assigned primary responding unit. This is, of course, because of their 
ability to drive through traffic faster than a police car. As traffic flow in­
creases, and calls for service increase, motor officer involvement in non-traffic 
related calls will continue to rise. 

It is important to note that in the first nine months of the year, January through 
September, the Moto,' Officer Detail issued 7,585 citations for hazardous moving 
violations. The average was 116 per month per officer, or 9.5 per day. In the 
last three months of the year, motor officers were called upon to handle a large 
amount of calls for service that the Patrol Bureau would normally handle. Because 
the Patrol Bureau is under strength to handle the escalating calls for service, 
the motor officers increased their activity in this area by 176%. However, this 
resulted in their being drawn away from their primary function of traffic law 
enforcement and reduced the average per month per officer to 107 hazardous moving 
citations, or 8.4 per day. 

The conclusion is twofold. First of all, to effectively reduce the accident rate, 
it will be necessary to increase the number of motor officers. But, secondly, to 
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ANNEX III Page 3 of 3 

allow them to concentrate on their primary duties of traffic law enforcement, it 
will be necessary to increase the Patrol Bureau manpower so that motor officers 
will not be frequently called upon to handle Patrol Bureau calls for service. 

Motor officers are not only involved in the aforementioned functions, duties, and 
responsibilities, but they are also called upon to handle unique problems a'nd 
events. There is a high expectation by the citizens of our community that the 
Traffic Bureau will professionally and expeditiously handle these special 
problems. An example of these problems is speed enforcement control -through the 
use of radar. There is a continual involvement in this area in numerous locations 
in the city throughout the year. This process involves numerous man hours and a 
great deal of effort, but is absolutely necessary to reduce the accident producing 
consequences of vehicular speed. A good example is the concerted and continual 
program of speed enforc~ment by radar in Chevy Chase Canyon, Canada Blvq., 
Glenoaks Blvd., Sunshine Drive, La Crescenta Avenue, and several other locations. 
Another example is the use of motor officers to decrease traffic congestion and 
double parking at elementary schools when parents are dropping off or picking up 
their children. This problem has been recently escalating. They also have to 
focus attention at the high schools due to the dangerous driving behavior of some 
students before and after school hours. Additional problems are created due to 
the continual development of commercial and business buildings in the downtown 
redevelopment area. Motor officers are called upon to relieve the often inescap­
able resultant traffic congestion. City management "Impact of Construction" 
meetings assist the Police Division in projecting motor officer involvement at 
these building sites. The aforementioned situational problems that necessitate 
motor officer involvement continues to escalate, spreading out the resources of 
our presently limited numbered motor detail. 

An example of events that involve motor officers is their participation in the 
handl ing of vehicle and crowd control at special community events. These are 
numerous, spread throughout the year, and in several different locations. Examples 
of these special events are the Days of Verdugo Parade, Montrose Christmas Parade, 
Armenian Church Holy Days and visits by the Armenian Pope, Annual 5k and 10k run 
in Verdugo Woodlands, Armenian Olympics, and numerous other special events. Motor 
officers also have an extensive involvement in intersection control and traffic 
flow in the downtown area, particularly around the Galleria I and Galleria II 
complexes, during the holiday season from Thanksgiving to New Years. 

***** 
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INTERSECTION CONTROL OFFICERS 
At the present time, the use of motor officers to relieve gridlocked intersections 
is an effective solution to this problem. However, as traffic continues to build 
up, it wi 11 be necessary to pas it i on these offi cers at these i ntersecti ons for 
longer and longer periods of time. It is not cost effective to deploy highly paid 
motor officers for long periods of time in this function. Their other duties are 
more important, as enumerated in the beginning of this report. Therefore, it will 
be necessary to emp loy intersect i on control offi cers. These offi cars woul d be 
employed in the Civil Service category of community service officer, which would 
allow transfer flexibility. If there are lull periods at their assigned intersec­
tions, they could be used to perform parking enforcement functions, abandoned 
vehicle storage, or any of a number of community service officer functions in the 
police building. 

Intersection control could also be performed by sworn police officers. There are 
advantages in this idea because of the sworn officer's Peace Officer powers. When 
not needed for intersection contro 1, these offi cers cou 1 d be used to walk a 
footbeat in the business areas and also to assist the Galleria Detail in the 
Galleria shopping mall. They could perform all of the normal functions of foot­
beat police officers, whereas a civilian intersection control officer could not. 
The obvious presence of footbeat officers has the effect of suppressing criminal 
activity and maintaining peace and public safety, They are also in position to 
take immediate enforcement and arrest action. Lastly, due to the nature of their 
ass i gnment, they can gain rapport w; th bus; nessmen and assert a hi gh 1 eve 1 of 
public relations with citizens that is difficult for the motorized police officers 
to estab 1 ish. The po 1; ce department presently dep 1 oys one pol ice offi cer for 
foot beat duties in Montrose and the downtown Glendale area. This venture has been 
extremely successful. 

***** 
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ANNEX 112 

PARKING ENFORCEMENT OFFICERS 
Eight parking enforcement officers (parking checkers) provide parking law enforce­
ment and abandoned car storage on 330 mi les of Glendale streets and 28 metered 
parking lots and 10 unmetered parking lots. There is a great deal of public con­
cern in the area of vehicular parking. With the rise in general population. there 
is a concurrent escalation of parking law violations and abandoned vehicles. The 
Parking Enforcement Detail issued an all time high of 81,657 parking citations in 
1988. To successfully control this ever increasing problem, it is "recommended 
that we increase the Parking Enforcement Detail by three officers. Parking 
enforcement officers are community service officers, and they're employed at a 
considerably lower pay scale than sworn police officers. Increasing the Parking 
Enforcement Detail will insure a more conscientious effort in dealing with parking 
law violators in general. It should be taken into consideration the fact that 
100% of parking fines are deposited in the City Treasury. The Street Secti~n has 
changed the street sweeping signs so that enforcement will occur each week instead 
of every other week. This has resulted in the demand for a much accelerated pro­
ductive effort on the part of our Parking Enforcement Detail. One of the new 
parking enforcement officers is needed for this additional enforcement 
respons i b i 1 ity. 

Meters have been installed at the parking lot on Verdugo south of Mountain. This 
lot is used in the evening by Glendale College night students and the meters will 
be in effect. However, wi th the present 1 imited manpower, there is no one to 
enforce parking lot regulations in this lot at night. One of the new officers 
will be deployed until 8:00 pm to handle this problem and other parking problems 
occurring mainly in the downtown area in the early evening. The abandoned vehicle 
problem is escalating so rapidly that the one Parking Enforcement Officer present­
ly assigned this duty can no longer successfully deal with this increased volume . 
One of the new officers will have to be deployed to assist with this ever 
increasing problem. This will be very cost effective in that high paid patrol 
officers will no longer have to assist the Traffic Bureau in this function and, 
thereby, wi 11 be re 1; eved to engage in important crime suppress i on and apprehen­
sion duties. The Police Division presently handles 7,000 calls for service a year 
in the area of abandoned, impounded, and stored vehi cl es. The Traffi c Bureau 
alone impounded, stored, or abated a total of 2,054 vehicles in 1988. 

***** 
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CROSSING GUARDS 
Since September, 1988, our crossing guards have been working at a contract rate of 
$5.65 per hour. A $0.30/hour increase was previously granted in the 1988-1989 
Budget, from $5.35 per hour, in response to a $0.50 per hour increase request. 
The approved request left their salary at $1.28 per hour below the average of four 
neighboring cities average of $6.93 per hour (Burbank, Pasadena, La Canada­
Flintridge, and L.A. City). 

People qualified to be hired as crossing guards are extremely difficult to locate. 
Very few contacts are received from the public concerning interest i~ becoming a 
crossing guard. It is extremely difficult to find someone willing to work three 
separate shifts on a daily basis, usually some distance from where they 1 ive. 
Further, the increased demands on crossing guards as a result of tremendous over­
crowding at area elementary schools make full-time staffing hard to maintain. 
Crossing guards are very mIlch aware of the salaries paid in neighboring cities and 
we run the risk of being outbid for their services. 

Currently, we are fortunate to have sixteen quality crossing guards on a full-time 
basis. However, if we hope to retain their services and quality performance, we 
must become competitive in base salary inducement. Other cities, having recog­
nized this fact already are currently offering benefit packages in addition to 
salary in an effort to keep their crossing guards. The city of Los Angeles, for 
instance, recently gave all their crossing guards city employee status complete 
with medical and workmenls compensation benefits, liability insurance, and an 
M.O.U. contract which will enhance their base pay to $7.50 per hour after two 
years. L.A. City had until last year been under contract to the IIAll City Manage­
ment Co. 1I for crossing guard services. Attached to this request is a contract 
proposal offered by IIAll City Management Co .. II You can see that our proposed 
increase in the 1989-90 Budget request of $68,039 is still significantly lower 
than the $99,064 program that IIAll City" is offering. Also attached is a proposal 
from Coleman Security Service, Inc., another independent crossing guard service 
organization much like "All City.11 Their proposed budget for one year is $98,375. 

It is strongly recommended that we consider at least a $1.28 per hour increase for 
our current crossing guards. This raise will bring their salary even with the 
four city average of $6.93 mentioned above. The results would be as follows: 

Total Yearly Increase 
+ $12,567 

per hour x 9818 hours = $55,472 

per hour x 9818 hours = $68,039 

The following reflects the current hourly rate now paid to crossing guards in four 
of o~r neighboring cities. 

Burbank 
Pasadena 
La Canada-Flintridge 
L.A. City 

$7.28 
6.15 
7.50 
6.80 to 7.50 

*(Four city average of $6.93 is achieved by using L.A. City hourly rate of 
$6.80 per hour) 
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ANNEX 13 Page 2 of 2 

Finally, we need to look at incurred cost for relief of crossing guard positions 
by C.S.O. personnel due to illnesses and lack of reserve guards. Currently, we 
are experiencing an approximate relief table of 35 hours per month. This projects 
out to roughly 315 hours of relief over a nine-month school year. Under the stan­
dard C.S.O. salary wage of $14.05 per hour, the projected cost for reliefs is 
$4,425.75. 

As C. S. o. park i ng checkers issue rough 1 y ten cites per hour worked, it woul d 
result in a loss of 3,150 citations due to crossing guard reliefs -through the 
school year. With each citation generating nearly $14 in City revenue, the aggre­
gate loss to reliefs is approximately $44,000. 

It is easy to see the financial impact felt by inadequate staffing in this area. 
It is hoped that this salary increase will provide the impetus for a continuous 
stability and quality performance in so critical a service. 

***** 
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ASSESSMENT OF THE OUI DETAIL (TEAM 16) 
In analyzing the productive efforts of the O.U.I. Detail, several questions need 
to be answered. To simplify and condense this report, each section will begin 
with a question followed by its answer. 

Since the inception of the D.U.I. Detail, how many D.U.I. arrests have been made 
by the total department and how many by Team 16? 

There is a problem in acquiring the needed statistics to completely-answer this 
question. Print-out CM-35 shows the total arrests made by the entire Pol ice 
Division for a given year categorized by type, including D.U. I. (Summary #1). 
However, computer print-out CM-06, that records the production efforts of Team 16, 
does not categorize arrests, but offers only totals. Summary #2, is a breakdown 
of those production efforts of Team 16 for the years 1982 through 1988. 

How have the D.U.I. arrests changed over the years? 

The years 1982 and 1983 were banner years for O.U.I. arrests in our city. In 1982 
the D.U.I. Detail was formed and began an extremely active and specialized program 
of D.U.I. enforcement. D.U.I. arrests escalated to a department high of 1490 
(Summary HI). The D.U.I. Detail made 1,020 misdemeanor arrests that year, the 
vast majority of which, no doubt, for D.U.I. (Summary #2). A curious thing 
occurred the following year, in that department total D.U.I. arrests declined only 
7%, whereas Team 16 arrests dropped 15%. Calls for service rose dramatically that 
year which probably accounts for this drop. 

In 1984 D.U.I. arrests declined considerably to a Department total of 888 and a 
Team 16 total of 617. 1985 witnessed a continuing drop of department total D.U.I. 
arrests to 784 and 465 for Team 16. In 1986, total department D.U. I. arrests 
dropped slightly to 771, whereas Team 16 increased to 504. In 1987, total depart­
ment D.U.I. arrests increased to 898, however, Team 16 arrests declined to 451, 
which is slightly below the total in 1985. In 1988, total department D.U .. I. 
arrests declined to 838, but Team 16 arrests increased to 531. 

What factors influence the number of D.U.I. arrests by Team 16? 

In analyzing Summary #2, there does not appear to be a correlation between calls 
for service (by itself) and arrests. There is a correlation between hours worked 
and anests. The decline in arrests in 1987 is apparently the result of the 
extraordinary rise in calls for service, the highest in Team 16's history, coupled 
with the lowest hours worked since the Team was formed. In 1988, the number of 
calls declined, the number of hours worked rose, and the result was an increase in 
the number of arrests. 

How much! and in what manner, is the D. U. 1. Deta 11 used in handl i n9 calls for 
service? 

Patrol Commanders do not normally use D.U.1. units for routine patrol calls. 
However, when patrol units are tied up on calls and there are not sufficient or 
readily available units to handle a serious call, D.U.I. units are assigned. 
There was a drpmatic increase in the use of D.U.1. units. to answer calls for 
service from 1986 to 1987. In 1986 D.U.I. units responded to 474 calls, 
increasing to 639 calls in 1987. One possible explanation for this increase is 
that calls for service rose during the normal duty hours of the D.U.I. Detail. 
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During the time period of 1900 to 0300 hours, there was a daily average of 50.32 
calls for service in 1986, increasing to 53.73 in 1987. (Statistics for the more 
exacting time period of 2000 to 0400 hours are not available.) It shculd also be 
considered that the nature of calls for service from 1900 to 0300 hours are 
usually of a more serious nature causing more officer involvement than at other 
time periods. 

Another factor that should be taken into consideration is that between June I, 
1986, and May I, 1987, the four man S.E.D. unit was assigned to no"rmal patrol 
during the hours of 1900 and 0300. This means that patrol was beefed up for seven 
months of 1986, but only five months of 1987. Also, one S.E.D. cfficer was trans­
ferred out of the detail in April, 1987. S.E.D. involvement in patrol during this 
time period relieved D.U.r. units from answering a certain ameunt ef calls for 
service, the degree to wrich is unknown. Other facters, such as daily patrel 
strength and deployment, and the nature of the calls fer service would also. have 
to be analyzed to. make a final determinatien in this matter. This weuld entail an 
exhaustive study. 

Hew many drivers arrested by the D.U.r. Detail were under the influence ef alcche1 
er drugs, er a combinatien? 

Summary #3 is a categorized, but incemplete, hand tallied, breakdown of the pre­
duction efforts of Team 16 for 1987 threugh 1988. Prior logs were net stored. 
Computer print-outs do not break down D.U.I. arrests into. alcehel or drugs. Frem 
January ef 1987 threugh 1988, Team 16 made 982 arrests ef drivers under the 
influence, accerding to cemputer print-eut CM-06. Thirty-eight ef these arrests 
were fer being under the influence of drugs er a cembinatien ef alcehol and drugs, 
accerding to. D.U.I. Team logs. 

Is D.R.E. training being utilized in the D.U.r. functien? Hew many evaluatiens 
are being made? 

Summary #3 shows that frem January, 1987 through 1988, the D.U.I. Detail cenducted 
D.R.E. evaluations of 29 suspects that culminated in arrests fer the D.U.I. 
Detail. During that same two year peried, they cenducted 68 D.R.E. evaluatiens 
that resulted in arrests for other efficers. It sheuld be neted that during that 
peried, Team 16 arrested 122 suspects fer drug related vio1atiens (net D.U.r. 
drivers). There is no. deubt that D.R.E. training was breught into. play in these 
arrests, although a thereugh D.R.E. evaluation was net conducted. 

Has there been an increase in accidents involving drivers under the influence ef 
a1cehe1? 

Summary #4 shows that frcm 1982 thrcugh 1987 traffic accidents invclving D.U. r. 
drivers have nct fluctuated more than 18 accidents frcm one year to. the next. The 
exceptJen is 1985 when, for some unknown reasen, the DUI/TA's drepped frcm 214 in 
the prier year to 168. The statistics indicate no. cerre1ation between DUI/TA's 
and D.U.I. arrests. From 1982 through 1986 D.U.I. arrests have steadily declined. 
1987 shewed a 16% increase, and, in fact, it is the highest tetal year since the 
two. banner years of 1982 and 1983. D.U.I. arrests declined slightly (6%) in 1988. 
However, DUI/TA' shave fl uctuated up and down wi th arrests apparentl y havi ng no. 
effect. 
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Has there been in increase in Hit and Run accidents? 

Hit and run accidents have steadily been on the rise from a total of 359 in 1982 
to 840 in 1988. Each year has shown an increase with no downward fluctuation. 
There is a correlation between hit and run accidents and D.U.I. arrests from 1982 
through 1986. As the arrests decreased, the hit and run accidents increased. The 
exception is 1987 when, for no apparent reason, both categories increased. 
Typically, in 1988, D.U.I. arrests declined and hit and run accidents increased. 

Is the D.U.I. Detail sufficiently self-sufficient or are most of ttfeir arrests 
subsequent to patrol officer observations? 

Here again, this report is hampered by only having needed information from the 
last two year period. Summary #3 shows that of the D.U.I. arrests made by Team 16 
during this period, 612 were by observation of the D.U.r. Detail and 238 were 
originaliy observed by patrol personnel. 

Should the D.U.I. Detail continue in its oresent function or should these officers 
return to Patrol? 

The attached statistical summaries show that the D.U.I. Detail (Team 16) has been 
productive in the past and continues to be productive. There is a need for 
experts in this field. Half of the vehicular deaths in our nation are still 
caused by the drinking driver. We should continue the D.U.I. program because it 
has been productive, there is a need for specialized experts in this field, and 
the Glendale Police Department has an obligation to continue its established 
emphasis in the fight to reduce the death and injuries of innocent citizens on our 
highways. 

Summary #1 1982-1988 
D. U . 1. ARRESTS 

TOTAL DEPARTMENT 

Felon~ Misd. Total 
1982 11 1479 1490 
1983 14 1372 1386 
1984 21 867 888 
1985 20 764 784 
1986 21 750 771 
1987 16 882 898 
1988 19 819 838 

Average = 904 per year or 75 per month ( 1982-1987) 
835 per year or 69 per month (1984-1988) 

Summar~ #2 TEAM 16 PRODUCTION 

Hours Felony Misd. Felony Misd. 
Call s Obs. Assists Worked Arrests Arrests Complaints Complaints Reports 

1982 172 2261 799 4235 58 1020 16 818 1031 
1983 410 2917 1057 4333 66 868 20 770 1024 
1984 302 2681 1087 3666 59 617 16 410 587 
1985 399 2167 1140 2642 47 465 31 440 518 
1986 474 1770 1431 2742 58 504 52 475 519 
1987 639 1207 1189 2308 53 451 47 433 472 
1988 525 2837 1926 3265 76 531 60 506 621 



• ANNEX '5 Page 4 of 4 

Summary #3 
1987-1988 

• TEAM 16 PRODUCTION 

D.R. E. 
DRUG TEAM 16 DRUG OTHER 

D.U.1. ARRESTS ARRESTS ARRESTS EVALS. ARRESTS 

Not Drugs or Not Not Assisting • 1987 Obs. Obs. Alc. Comb. Obs. Obs. Obs. Obs. Others 
Jan (1) 22 -2 23 -1- -1- -0- -3 -0 1 3 Feb (1) 20 0 20 0 0 0 0 0 0 6 Mar (No available statistics) 
Apr (1) 21 14 35 0 0 0 0 0 0 9 May 27 12 39 0 8 0 2 0 6 23 

•• June 35 9 43 1 3 0 1 0 1 12 July 30 14 42 2 8 2 5 0 3 21 Aug 19 6 25 0 11 0 0 0 2 23 Sep ( 1) 13 2 14 1 1 0 2 0 0 2 Oct 33 12 44 1 3 1 1 1 5 29 Nov 21 15 34 2 7 0 3 1 0 11 Dec 31 17 45 3 3 0 0 0 0 19 • 1988 
Jan 26 17 40 3 0 1 0 0 3 12 Feb 29 12 37 4 3 7 4 0 2 12 Mar 24 19 38 5 8 5 2 0 13 17 Apr 15 11 21 5 4 6 0 1 8 4 • May 23 14 23 4 3 5 0 0 3 21 June 28 9 37 0 1 3 0 0 3 19 July 23 9 31 1 3 2 0 0 2 19 Aug 29 6 33 2 3 2 2 0 2 6 Sep 32 14 44 2 1 6 1 0 7 22 Oct 31 6 36 1 1 6 0 0 4 11 Nov 29 14 43 0 0 0 0 0 0 17 • Dec 51 4 55 0 1 3 0 0 3 18 

Summary #4 1982-1988 
TRAFFIC ACCIDENT - ARREST COMPARISON 

i 
D.U.1. Hit and Run D.U.I. Arrests Team 16 Arrests '. T/Als TLAls Total Deet. D. U. 1. and Other 

1982 194 359 1490 1078 
1983 211 373 1386 934 
1984 214 431 888 676 
1985 168 469 784 512 
1986 184 559 771 562 • 1987 202 605 898 504 
1988 189 840 838 607 

NOTE: Statistical data for this comparison was derived from computer print-outs CM-35 and CM-06. Print-out CM-35 categorizes arrests for the entire Police Division. However, computer print-out CM-06 that records the production efforts of Team 16 does not • categorize arrests, but offers ~ totals. 

***** 
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PROJECTED TRAFFIC BUREAU STAFFING NEEDS 
The following personnel requests indicate future required minimum staffing levels 
based on the assumption that the initial request for personnel was entirely 
approved. The initial request will take two years to completely staff. 

Parking Enforcement Officers (CSO's) - Increase 2 
Intersection Control Officers (CSO's) - Increase 2 

-
This increase is based on the continued completion of numerous building projects 
within the redevelopment area. combined with the continued residential population 
growth projected. In order to efficiently enforce parking regulations. and to 
assist in reducing traffic congestion, the increase in both of these positions is 
essential. 

Year Four: Motorcycle Officers - Increase 2 

The continued increase in traffic volumes due to completion of redevelopment 
projects require the use of these specialized units during heavy traffic periods 
to respond to accidents. emergency calls. and to assist with traffic congestion 
problems. These additional units will further allow better coverage on three 
shifts daily which was started with the initial request. 

Year Five: Parking Control Officers (CSO's) - Increase 2 

The completion of redevelopment projects, combined with continued increase in pop­
ulation, will require these personnel to continue to effectively respond to com­
plaints and to enforce parking ordinances. 

Accident Investigator - Increase 1 

The continued yearly increase in traffic volumes results in an increase in 
reported collisions. It is projected at this time. based on forecasted growth, 
that an additional accident investigator will be required to effectively investi­
gate and process reported collisions. 

***** 
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HISTORICAL DEVELOPMENT OF THE GALLERIA; 
CURRENT ACTIVITY LEVELS; IMPACT ON POLICE SERVICES 

GALLERIA HISTORY 

In 1976 the Glendale Galleria Mall opened its doors for business. With 938,000 
square feet of the retail space and 165 stores, the Galleria was considered, 
even at that time, one of the largest retail complexes in Southern California. 

During the Galleria's first full year of existence (1977), there were 483 total 
Part I crimes reported. Between 1977 and 1983, the Galleria experienced an up 
and down trend which ended with a total of 795 total reported Part I crimes in 
1983. Considering the size of the mall, these crime figures were relatively low 
and encompassed mostly property crimes. 

The 1983 figure of 795 reported Part I crimes was the highest in the Galleria's 
then eight year history. This is no surprise considering that 1983 was the 
first full year of operation for the new Galleria Detail and Community Service 
Center which began its operation in November of 1982. The presence of officers 
in the mall created ease for merchants to report criminal incidents, which 
caused an increase in reported crimes. At the initial inception of the Detail, 
three officers and one sergeant drew assignments at the service center. Based 
on a study into the background of the mall, it would appear that merchants were 
pleased overall with the service center concept. In 1983 a fourth officer was 
added to the Detail due to increased calls for service, reports, and arrests 
being generated as a result of the service center. Also in 1983, a Community 
Service Officer was assigned to the Detail to provide public relations and 
merchant education programs. 

In October of 1983, Galleria II opened for business and thus increased the mall 
by 38% by adding an additional 361,000 square feet. Galleria II added 83 new 
stores, which was an increase of 50% over existing retail establishments. With 
this added area of retail shops came an increased demand for police services. 
In 1985, the first full year of Galleria II operation, the total reported Part I 
crimes jumped by 73% over the average Part I reported crimes between 1977 and 
1983. Calls for service also increased in 1984 by 55% over the average calls 
for service level between 1980 and 1983. Since the opening of Galleria II, the 
mall has consistently shown over 1,000 Part I reported crimes. Even with the 
sharp increases in reported ct'ime as a result of Galleria II, the figures still 
do not appear to be excessive if the size of the mall is taken into account. 

Currently, the Galleria has grown to be the second largest retail complex in 
California, second only to South Coast Plaza in actual size. The Galleria is 
third in retail sales volume behind South Coast Plaza (Costa Mesa) and Del Amo 
Fashion Center (Torrance). The Galleria covers over 1-1/4 million square feet 
in retail area and the entire complex covers 34.5 acres of downtown commercial 
land . 
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STUDY OF ACTIVITY LEVELS 

In 1983, prior to Galleria II, the mall experienced 11-1/2 million shoppers with 
over 4-1/2 million cars having parked in the parking structure. This meant an 
average of nearly 32,000 people and 12,465 cars per day. In 1984, with Galleria 
II in operation, visitation jumped by over 6 million people a year, and vehicle 
traffic increased by over 3 million. These levels have remained constant over 
the last three years with the Galleria currently averaging over 18.5 million 
people and 7.5 million cars per year. The daily visitation level is 56-55,000 
people and 20,600 cars. With these vehicle traffic and population levels, the 
Galleria should be considered a sleeping giant which has potential for major 
impact upon police services. 

Based on the enormous visitation and traffic figures for the mall, and their 
comparison with reported Part I crimes, it would appear that the mall is 
enjoying a near crime-free atmosphere, at least on the surface. In 1987, there 
were a total of 1,146 reported Part I crimes in the mall and a total of 1,153 
police reports written. Of the total reported crime figure, 1,041 involved 
incidents of theft or retail burglary. The average reported property loss over 
the last three years had been 1.2 million dollars per year with reported stolen 
property recoveries averaging just over 223,500. When considering the size and 
activity levels of the Galleria, the reported figures appear extremely low, and, 
in our opinion, were not indicative of true criminal activity that would 
normally be associated with a volume level of 18 million people. Concerned with 
what we may be missing and unaware of, a study was initiated in an effort to 
gain a more accurate picture as to Galleria crime levels. The study involved 
both enforcement activity and research into the five major department stores in 
the mall. 

In gathering data from the five major stores (Broadway, J.C. Penney, Buffums, 
Mervyns, and Nordstroms), we were able to obtain the necessary information with 
the agreement that individual store loss figures not be mentioned nor made 
public. By adding individual store figures together, it has been determined 
that the five major stores alone lose a total of 4.5 million dollars a year in 
stolen merchandise. This is due to both internal theft (embezzlement) and 
external theft (shoplift/burglary). Retailers use certain guidelines in 
determining what percentage of loss is due to specific types of theft - internal 
or external. Using these guidelines, it is conservatively estimated that 45% of 
retail theft is due to external (non-employee) activity. The five major stores 
lose at least two million of their total 4.5 million to external theft. This 
two million dollar external theft figure is 114% higher that the total reported 
1987 loss figure for the entire mall, yet it represents a loss figure for only 
the five major stores. There are still another 243 stores in the mall that must 
be considered. The 243 smaller stores in the mall lose an estimated 2.5 million 
dollars each year due to all theft, one million of which is attributed to 
external shoplift/burglary (once again these are conservative estimates). 
Adding these figures to those of the major stores, we see that the mall as a 
whole suffers a total of seven million dollars a year due to all internal and 
external acts of theft. The external acts of shoplift/burglary are responsible 
for three million (45%) of the seven million total figure. The 1987 reported 
loss figure reflects only 13% of the actual total loss of seven million dollars 
and only 31% of the actual external figure of three million. 
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We have yet to discuss the percentage of loss due to internal acts of theft 
(employee embezzlement) which can be responsible for 50-60% of losses suffered. 
More loss is suffered through internal theft than by acts of shoplifting, and 
internal theft is more difficult to detect and control. Currently, major 
department stores have the responsibility of identifying and controlling the 
embezzlement problem. By the nature of this crime, it is nearly impossible for 
police personnel to prevent this type of activity without specialized units 
which would consume unreasonable amounts of resources. This problem should 
remain the responsibility of store security forces. But what about smaller 
establishments who do not have the ability to employ security personnel? In 
these smaller stores, embezzlement goes virtually unchecked. There are not easy 
answers to this problem. 

As we can see, our reported loss figures reflect only a fraction of actual 
losses in the mall. It is evident that the vast majority of theft related 
incidents are going unnoticed and are not detected until property inventories 
are conducted by the stores. 

Anothel' disturbing statistic is the small percentage of recovered property when 
compared to actual losses rather than reported losses. Of the three million 
dollars lost to shoplift/burglary incidents, less than $300,000 was recovered 
(1987). This reflects only a 9% recovery rate of shoplifted property. 
Comparing the recovery value to the total shoplift and embezzlement losses (7 
million) for the mall, it reflects a mere 4% recovery rate. 

With further gathering and computation of data, the study determined that the 
average loss per external shoplift incident is $119.00. Dividing this figure by 
the total yearly loss due to external theft (3 million), we find that over 
25,000 individual incidents of external theft occur each year within the mall. 
Total reported theft/burglary incidents for 1987 were only 1,041. This reported 
figure is only 4% of the actual theft activity. The 4% figure deals merely with 
incidents of external theft. If we include acts of internal employee 
embezzlement, we find a staggering 58,824 incidents of internal and external 
theft occurring each year. Based on total hours of mall operation each year, 
the above incidents of theft equate to the following: 

An external shoplift/burglary incident occurs every nine minutes in the 
mall. 

Combining external and internal incidents, there is an act of theft every 
four minutes. 

From an analysis of the crime data discussed thus far, it is obvious that store 
security and police personnel are inefficient in their attempts to recognize and 
apprehend shoplift activities. Due to the volume of people visiting the mall 
and the high volume of theft activity, store security and police pel'sonnel are 
simply overwhelmed. 

In addition to the research aspect of this study, an experimental enforcement 
program was also initiated. In analyzing police operations at the mall during 
ApI'i1 and May of 1988, there appeared to be no enforcement plan or direction for 
beat officers to follow. In an attempt to make the police function more 
effective, a more goal-oriented and directed approach was taken. To measure the 
results, an experimental oepration was run in June utilizing a more aggressive 
overall approach. A balance of uniform and plainclothes officers were used . 
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The goal was to see if the effort would yield a higher arrest and stolen 
property recovery rate. The effort proved successful as a total of 15 
self-initiated cases and 23 arrests were made, totalling $2,758 worth of stolen 
property recoveries. The Galleria Detail was responsib1e for an additional 34 
self-initiated cases, 63 arrests, and $21,490 in recovered stolen property. 'Of 
these cases, three involved the identification and apprehension of suspects from 
organized theft rings. 

Part of the overall police enforcement effort is to develop a more effective 
working plan with store security personnel and our office. Greater rapport has 
been developed and joint investigative efforts are increasing. More sustained 
innovative police efforts are imperative if there is any hope of gaining control 
over the theft problem. 

Although we rely heavily on store personnel to identify and apprehend theft 
suspects, it is an unfortunate fact that security personnel are primarily 
young, inexperienced, and lack training. For these reasons, corporate policy 
for retail establishments restrict the ability of security personnel to exercise 
their full authority under the Penal Code. Corporate officers fear poor 
decision-making by security personnel which lead to civil actions. This 
situation may raise a question as to the commitment level of retail companies to 
do their part in curtailing retail offenses. We may also ask why the police 
should put forth such a sustained effort if the stores are not equally as 
willing. In answering this question, we must realize that if our mall has a 
reputation as an "easy target" it can draw an undesirable criminal element to 
our city. Our directed enforcement play was instrumental. We have been 
identifying and apprehending serious law violators. Although arrested for a 
"mere ll property crime, many of those al'rested have been dangerous offenders, 
i.e., wanted robbery fugitives, wanted extortionists, and out-of-state fugitive 
parole violators, to name just a few. We must resist the thought that theft 
suspects are just property offenders and that incidents of theft are just random 
acts. Many offenders have violent backgrounds and 40% of all theft suspects 
arrested in our mall have some type of drug or narcotic addiction. Further, 
with the passage of tougher laws making residential burglary a mandatory felony 
with state prison time, thieves are turning to I'etail theft and auto burglary as 
alter~ative ways to steal for profit. The retail thief has rapidly learned that 
a piece of retail merchandise can be stolen and then refunded for 100% of its 
value - something that cannot be done with other types of stolen property. 
Lastly, we must be aware that if the Galleria is chosen by criminal offenders as 
a place where they can easily make a living, we may not only draw a negative 
element to our city, but they will remain here so as to live close to where they 
"work." In order to deter this criminal element, we must establish and maintain 
a reputation that can only be achieved through an innovative, efficient, and 
aggressive approach. Establishment of this reputation will also deter other 
types of activity in the mall such as street gang loitering, and other juvenile 
groups who find the mall an increasingly more popular place to IIhang out" and 
cause nuisances. 

This study has exposed what has been up to now a mass of hidden activity. It 
shows that our reported Part I crime data reflects a mere fraction (4%) of 
actual activity, and in no way reflects true crime trends in the mall. It is 
also important to note that all the data referred to in this report concern only 
those acts associated with straight embezzlement, shoplift, or retail burglary. 
The data does not deal with the frequency of acts or amount of losses associated 
with check and credit card crimes, fraudulent credit applications, or loss of 
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merchandise due to the burglaries or thefts of commercial delivery vehicles from 
mall loading docks. 

GALLERIA EXPANSION 

The Galleria was referred to earlier in this report as a sleeping giant since 
the volumes of visitation and activity were larger than most people realized. 
Yet, as large a complex as the Galleria is, it has not seen the end of its 
growth. There are currently negotiations in progress for expansion into Phase 
III. It is anticipated that the mall will gro\'J by 61% of its current size when 
Phase III adds another 800,000 square feet (tentative figure). This third phase 
will consist of a mixture of commercial office and retail space. Approximately 
one half of Phase III will be committed to retail shops with the possibility of 
three additional major department stores. The Phase III retail area will be 
larger than Phase II. In 1984, Phase II meant an additional six million 
visitors per year. Using this statistical reality as a basis, we can assume 
that Galleria III could increase yearly visitation by another six million, 
increasing yearly totals to 25 million, or an average of nearly 70,000 per day 
(28,000 cars travelling to and from the mall between 1000 - 2230 hours). It is 
further anticipated that the Glendale Galleria will surpass its competitors and 
become the highest retail volume mall complex in the state. 

Negotiations for Phase III are expected to take one year. From that time, 
another year will be used to prepare and draw constructions plans. It will then 
be two years in construction with an estimated opening date in 1992 . 

-5-
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WILLFUL 
HOMICIDE 

YEAR G CITY 
TOTAL 

1976 - 1 

1977 - 5 

1978 - 8 

1979 - 8 

1980 - 2 

1981 - 6 

1982 - 7 

'1983 - 8 

1984 - .If 

1985 - 4 

1986 - 5 

1987 - 6 

• • • • • 

CITY OF GLENDALE 
COMPARATIVE ANAL YSIS OF PART I CRIMES 

~ -

• 

Crimes Agaiast Persons - ~. Crimes Against Property , ,. 

FORCIBLE ROBBERY 
AGGR. BURGLARY THEFT MOTOR VEil. 

ARBON RAPI ASSAULT (Ea, L Allto) THEFT 

G CITY G CITY G CITY G CITY G CITY G CITY G CITY 
TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL TOTAL 

- 18 - 154 - 147 6 1.781 83 3,396 7 645 N/A 40 

1 21 4 190 4 203 43 2,020 398 3,822 33 671 N/A 67 

- 16 12 216 3 173 45 2,052 448 3,363 41 699 N/A 59 

1 18 6 244 4 201 51 2.119 642 3.689 66 815 N/A 56 

- 39 7 293 3 254 33 2,596 479 3,680 52 941 lilA 58 

- 3i1 4 307 2 258 34 2,il78 567 3,900 43 710 N/A 80 

- 22 16 337 2 199 58 2.268 444 3.835 56 837 N/A 99 

- 19 11 256 2 210 104 2,121 609 iI,008 68 826 1 98 

- 32 12 238 7 190 224 2,103 735 3,975 107 8i12 - 87 

- 17 9 263 3 195 291 1.916 655 iI.D8S 128 922 - 152 

- 21 10 226 2 296 342 1.768 746 5,006 90 1.093 L 137 

2 28 7 227 6 373 299 L809 742 Lf.822 89 1.328 1 10il 

8ource:-CM-66 • CR-26 Printout. 

• • 

CRIME INDEX 
TOTAL 

G CITY 
TOTAL 

96 6,182 
. 

483 6,999 

549 6,586 i 

770 7,150 I 
574 7/863 I 
650 7,773 I 
576 7,60il I 
795 7,5LJ6 I 

1,085 7,471 I 

1,086 7.557 

1,191- 8,552 

1,146 8.697 
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1982 

1983 

1984 
1985 
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CALLS 
FOR !oBSERVA iN~ 

SERVICE 

t~ ~~ QT ~~s QT ~QT~~ ~ qi! 
0lj ~ ~~ ~ ~ ~ ~q '" q 'l; 41; 

• LI02 .. 873 

* L157 • 4911 

1)7 991 154 4911 

l,hRI. L012 907 L143 

1,4hh LG57 1,214 L676 

• Ll~ 1,19(, 1.352 R~7 

1,294 1,539 460 964 

1,345 1.545 46] }'008 

CITY OF GLENDALE 
MAJOR POLICE WORKLOAD ACTIVITIES 

IN GALLERIA I & II (R.D. 89 & 90) 

TOTAL DATA PROVIDED BY G.P.D.'S 
ARRESTS CITATIONS GALLERIA DETAIL 

~~ ~ ~~ ~ ~/~ Co q QT~~ ~T ~ t::J~~~ t}; 0' ~PECIAL <>l W 0lj ~ f3- DETAIL CO IN HRS. ~q ~, ~q ~ 
'l; 'l; ,- ~ .. 459 • 602 .. • • • • .. 579 • 202 • • .. .. • 

49 489 -- 127 10) 67 ) 54 34.S Hrs 

1.04 639 88 128 1,1'» 845 9) 427 314.5 Hrs 

772 LOlHi 8~ 127 1,181 983 112 321 366.0 Hrs 

796 88C 102 150· 1,195 I,ORI 93 245 67.5 Hrs 

985 1,276 lOt; 157 1,299 1,195 124 188 52.0 Hrs 

B76 1,093 136 201 1.032 1,153 127 242 257.6 Hrs 

• ,',",",FP"i"" ,",~'c~',,,"-

SOURCE 
8er,eaDl'. r.o. A CIl-30 

PROPERTY 
STOLEN IRECOVR"D 

($) ($) I 
436.261 87,102 

, 
I 

289.634 60.165 

439.661 108.789 

119L525 103,231 

833,252 117,554 

1. 540. 352 181.976 

1,213.799 20"."66 

934,146 284.511 

NOTA BENE: *G 11 . S b' d . f N 19H2 a erla u statIon starte reportIng dS 0 ov. . 
ANALYSIS OF 1987 DATA 

.1985 CH-30 Calleria figures for Calls for Service, 
Observations.and Citations vere estimated. 

87" OF GAI.LERIA C. F. S. WERE HANDLED BY GALLERIA DETAIL 
46" OF GALLERIA OBSERVATIONS WERE HANDLED BY GALLERIA DETAIL 
80" OF GALLERIA, ARRESTS WERE HANDLED BY GALLERIA DETAIL 
68" OF GALLERIA CITATIONS WERE HANDLED BY GALLERIA DETAIL 

IN ADDITION,TIIE DETAIL PERFORMED 1,032 ASSISTS, 242 SHAKES AND127 
DETENTIONS , WROTE 1,163 REPORTS, AND WORKED 267.0 HOURS ON SPECIAL 
DETAILS. 
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CITY OF GLENDALE 

INTERDEPARTMENTAL COMMUNICATION 

DATE March 3, 1989 

TO 

FROM 

Chief David J. Thompson via Captain Thomas M. Rutkoske 

Lieutenant Roger L. Brown 

SUBJECT PROFESSIONAL ASSESSMENT OF DETECTIVE BUREAU 
STAFFING NEEDS 

In 1988 a total of 11,704 cases were assigned to the Detective Bureau; this 
figure represents 43% of the total number of reports written by department 
personnel. The 1988 figures represented a 22.5% increase over the 1982 workload 
and a 79% increase over the 1977 workload. During the past ten years the number 
of personnel assigned to the Detective Bureau has remained constant while the 
workload has increased dramatically. 

Current staffing for the Bureau ;s 15 investigators, 2.5 CSOs, 3 sergeants, and 
1 lieutenant. This is exactly the same staffing we had five years ago and only 
1 investigator more than we had ten years ago. During this period the average 
number of cases handled per month per investigator/CSO has increased by over 
twenty cases. The workload increase over this ten year period is demonstrated 
below: 

Invest's # CSOs Total # Cases Ave. Caseload Part I Crimes 
Assigned Assigned Assigned Assigned 

1977 14 2 6,533 34.1 6,999 

1982 15 2.5 9,548 45.5 7,604 

1987 15 2.5 11,540 54.95 8,697 

1988 15 2.5 11,704 55.73 8,685 

The 1988 Part I Crime totals show an increase of 24% over the 1977 totals and 
14.2% increase over the 1982 totals. 

The increased workload over the past ten years has created new problems in 
managing the caseloads of the individual details and in maintaining a high 
quality in our investigations. In addition to the large increase in the number 
of cases assigned, there are othel' factors which have contributed to the 
difficulty in managing the workload of our personnel. Legislative changes such 
as the 1986 domestic violence laws, and the recent Youngblood decision have 
placed new demands on our personnel. Additionally, the presentation and 
prosecution of major cases has become increasingly more difficult and extremely 
time consuming due to demands placed upon us by the courts as well as the 
District Attorney's office . 
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PROFESSIONAL ASSESSMENT OF DETECTIVE BUREAU STAFFING NEEDS 
March 3, 1989 
Page 2 

In order to determine an adequate staffing level to meet the current demands I 
considered our present staffing level from five different perspectives. These 
are outlined as follows: 

1. Comparison of 1977 average monthly caseload per investigator/CSO to the 
1988 average monthly caseload. In 1977 the average was 34.1 cases per 
month and the 1988 average was 55.73 cases per month. 

In order to meet the 1977 workload average we would need to add thirteen 
(13) investigators. 

2. 1987 Detective Bureau workload survey of several major California cities. 
(See Attachment A). From this data we considered the average number of 
cases per investigator per month in several California major police 
agencies. 

Glendale is very high in the Detective Bureau caseload when comparing our 
average number of cases per month/per investigator with the average 
caseloads of the other agencies. 

In attempting to come up with a average caseload for these cities I 
eliminated the Glendale figures and the highest and lowest figures of the 
other agencies. The average caseload per man/per month for the remaining 
ten agencies is 41.57 cases. 

In order to meet this 1987 caseload average we would need to add eight (8) 
investigators. 

3. 1987 Detective Bureau workload survey of several major California cities, 
(Attachment A). From this survey I looked at Detective Bureau staffing 
from the standpoint of the percentage of sworn members that were assigned 
to the investigative function within the various agencies. Of the fourteen 
cities shown, Glendale is lowest in the percent of sworn personnel assigned 
to investigations. 

Again, I eliminated the Glendale figure and the figure for the highest and 
lowest of the other agencies and determined that the average percentage of 
sworn members assigned to investigations in the remaining agencies is 
14.1%. 

In order to meet this average percentage we would need to add ten (10) more 
investigators. 

4. Ratio Pay't I Crimes per investigator (Attachment B). Using the same cities 
utilized for the workload survey I determined the ration of Part I Crimes 
(Crime Index) experienced by the agency to the number of investigators 
assigned to the detective function. 
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Glendale was very high in terms of the number of Part I crimes per 
investigator in 1988 at 580. The average of all agencies was 362; the 
average of the other cities minus Glendale was 343; the average of the 
other agencies minus Glendale and the highest and lowest of the other 
agencies was 327. 

To meet these averages we would need to add nine (9), ten (10), or eleven 
(11) officers respectively. ----

5. IACP Model Formula for Detective Assignments - This IACP formula for 
detective assignments is based on specific Part I Crimes, and excludes 
Juvenile Bureau, Vice/Narcotics, and Intelligence officers. The crimes 
they utilize in their formula are Homicide, Forcible Rape, Robbery, 
Burglary, and Auto Theft. They indicate that effective departments usually 
are staffed with detectives at a rate of approximately 1 investigator per 
60 specified crimes. 

Glendale's total of those specific crimes for 1988 was 3,500 (6 + 32 + 222 
+ 1610 + 1630). That number divided by 60 is 58.33, indicating that 58 
investigative assignments could be justified in the Detective Bureau. 

In order to meet this figure we would have to add forty-three (43) 
investigators. 

Since 1977 the police department's authorized strength has increased from 222 to 
260. At the same time the authorized staffing for the Detective Bureau has 
increased by only one and this was in 1979 when an additional investigator was 
added to the Robbery/Homicide Detail. As previously mentioned, the workload 
during this same period has increased by 79% in terms of caSdS assigned. The 
aforementioned comparisons are only of limited value considering the many 
differences in operating practices and service levels which exist among the 
various police agencies. These comparison figures do, however, clearly indicate 
that Glendale is well below the Detective Bureau staffing levels of other 
agencies. 

Our current experience in the Detective Buceau is that due to the tremendous 
volume of cases our investigators are all backlogged in their caseloads, often 
do not have the time to complete the routine tasks necessary for a complete and 
effective investigation, and are rarely able to engage in proactive enforcement 
efforts which are extremely important in effectively carrying out the 
investigative function. We are no longer able, on a regular basis, to conduct 
such activities as: surveillances of known suspects, sting operations on known 
receivers, second hand dealer inspections and pawn slip follow-ups, follow-up 
investigation on Glendale stolen vehicle cases involving "in custodies" in other 
jurisdictions, cultivation of informants, and regular attendance or our 
investigators at multi-jurisdictional monthly meetings. For the most part we 
are able to do only that which is absolutely necessary in attempting to keep up 
with the daily workload. In many cases we are unable to conduct timely 
follow-ups of workable leads and in many others we cannot sustain efforts to 
serve arrest warrants in order t;,} meet "due diligence" requirements. 
Additionally, we do not have sufficient manpower to become involved in any 
multi-jurisdictional proactive programs such as N.O.R.S.A.T. 
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Over the past ten years the workload of the Detective Bureau has slowly 
increased to the point that we cannot function at an effective level with the 
present number of personnel. If we are to meet the demands placed upon the 
Detective Bureau and provide a high level of service to the community it is 
essential that additional personnel be assigned to the investigative function. 
I recommend that one (1) Sergeant, ten (10) police officers, and one and one 
half (1.5) Community Service Officers be added to our authorized staffing level . 
These positions would be utilized as follows: 

Sergeant - Auto Theft/Gang Detail 

At the present time the Auto Theft Detail is supervised by the "Administrative 
Sergeant." This supervisor must wear four hats in carrying out the duties of 
his position. In addition to handling the duties of the administrative 
sergeant, he is also responsible for the direct supervision of the Auto Theft 
and Bunco/Forgery Units, and more recently also has been coordinating the. 
activities and organizing the department's Gang Detail. At the present time 
this Sergeant is available to supervise the activities of the Auto Theft 
Detail only about 50% of his work week. Since 1984, auto thefts have 
increased a total of 93.5% in the City of Glendale and auto related crimes are 
the most significant crime problem in the city in terms of affecting the crime 
rate. I do not believe that the activities of the Auto Theft Detail can be 
carried out as effectively as they might be as long as the responsibilities of 
this supervisor are so wide ranging. The assignment of an additional sergeant 
would allow for one sergeant to handle the administrative duties and the 
supervision of the Bunco/Forgery Detail, and one sergeant to supervise the 
Auto Theft and Gang Units. It is our goal to become more proactive in auto 
theft and gang enforcement, and the more proactive we become the more 
important the need for adequate supervision becomes. 

2 Police Officers - Auto Theft Detail 

The workload of the Auto Theft Detail has increased tremendously since 1984 
and during 1988 the Detail was assigned 46% of the Detective Bureau total 
caseload. During the past five years the workload of this Detail has 
increased 49%. During 1988 auto thefts and auto burglary incidents totalled 
3,698 and amounted to 42.5% of the total Part I crimes reported in the city. 
It is quite apparent that if we are to be successful in curtailing the 
increase in Glendale's crime rate we must concentrate our efforts towards 
combating auto related offenses. In an attempt to meet the demands of the 
increased workload of the Detail we reassigned one investigator from the 
Burglary Detail to the Auto Theft Detail in mid 1987. At the present time 
there are three investigators assigned to auto theft. Two additional 
investigators are needed to handle the increased workload and provide for some 
proactive enforcement efforts. 

2 Police Officers - Gang Detail 

Over the past several years gang activity throughout Los Angeles County has 
greatly increased and Glendale is no exception. Several local gangs are 
active in the city and gang members from other areas often frequent the city 
to engage in criminal activity. Gang members are responsible for a 
significant number of auto thefts, auto burglaries, burglaries, assaults, 
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purse snatches, and strong armed robberies occurring within the city. We now 
have a need to become more effective in our gathering of gang intelligence 
information and in the investigation of gang related offenses. We have 
identified eight (8) separate gangs in the city and have knowledge that 
members of seventeen (17) other gangs reside within the City of Glendale. We 
have a current need for personnel to be assigned on a full time basis to 
investigate gang related activities and it is recommended that two additional 
investigators be assigned to a gang unit within I.S.D. This unit would be 
responsible for the follow-up investigations of all crime reports where gang 
members are suspected of being responsible. In addition, these officers would 
be responsible for collecting gang intelligence information and maintaining 
gang files. They wQuld also be responsible for liaison with gang units of 
other law enforcement agencies, local schools, Parks and Recreation Division, 
and for coordinating our department's gang suppression efforts. 

3 Police Officers - Robbery/Homicide Detail 

Since 1985 the workload of this Detail has increased by 35%, from 1637 cases 
in 1985 to 2212 in 1988. Much of this increase has been due to the 1986 
changes in the laws regarding domestic violence incidents. These changes have 
resulted in both an increase in the number of cases assigned and an increase 
in the number of "in-custody" cases. During 1988 this Detail handled a total 
of 472 domestic violence cases and this amounted to over 20% of the total 
workload for the Detail. In addition, the Detail handled a total of 437 
"in-custody" cases which require immediate priority handling. All of the 
cases assigned to investigators of this detail are "crimes against he person": 
and most are violent crimes such as assaults, robberies, and murders. Due 
to the nature of these offenses there are almost always witnesses and/or 
victims who observe the crime and the perpetrator(s) and the chances of 
identifying, apprehending, and prosecuting the responsible party is far 
greater than in property crime cases. To be successful these investigations 
must be conducted thoroughly and as soon as possible. The present caseload of 
the detail does not allow for thorough or timely investigations in most 
cases. Many major cases handled by this Detail require several weeks of 
intense investigation and case preparation, and trials in major cases often 
take from three weeks to three months to complete. When this occurs the 
assigned investigator's caseload either builds up or is divided among the 
other investigators. Some unsolved homicides have not been looked at for 
years because there is no time to do so. In many cases the officers obtain 
warrants but have little or no time to go out and look for the suspects~ To 
allow for more time to serve warrants, conduct surveillances, develop 
informants, and do timely case follow-ups, three additional investigators are 
needed. One investigator would be utilized exclusively to assist with the "in 
custody" domestic violence and other assault cases. Two investigators could 
then be utilized for investigation of murder and other major incidents which 
require a major commitment of man hours. This would allow the other 
investigators sufficient time to effectively handle the remainder of the 
detail caseload and this should result in improved clearance rates. 
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1 Police Officer - Burglary Detail 

The normal complement of the Burglary Detail for several years has been five 
investigators, one Sergeant, and a half time CSO. Since July of 1987 this 
Detail has been working with only four investigators due to the transfer of 
one investigator to Auto Theft. As a result the caseloads of the four 
remaining investigators have increased significantly. The Detail has little 
time to conduct s~cQnd hand dealer investigations, follow up on pawns, and 
work leads involving persons suspected of receiving stolen property. This 
additional investigator is needed to bring this Detail back to its normal 
workload level. 

1 Police Officer - Bunco/Forgery & General 

Two investigators are currently assigned to the Bunco/Forgery Detail. These 
officers investigate all types of financial crime including investment and 
real estate fraud, forgery, and conspiracy to commit these crimes. These 
cases are becoming more complex and most involve multiple victims, and require 
extensive documentation. These two investigators handle the smallest caseload 
in the Detective Bureau but their cases usually take several months to 
complete. They are not able to handle their caseload in a timely manner. 
Additionally, the two investigators assigned to the General Detail are 
handling an increasing number of very involved embezzlement cases which 
consume a great deal of investigative time. Consequently, other case 
follow-ups by this Detail get delayed until viable leads or information 
becomes stale. Also, cases in which a large theft loss is not sustained, and 
a large amount of follow up work would be required, are put-a5ide to 
accommodate those cases with a larger loss. While this is not fair to the 
other victims, it is a necessary implementation and efficient use of time 
management in meeting the caseload demands. This additional investigator 
would be utilized to take some of the workload from the two Bunco/Forge~y 
investigators and also from the two General Detail investigators. 

1 Police Officer - N.O.R.S.A.T. 

The North Regional Surveillance and Apprehension Team is a 
multi-jurisdictional task force which has been in operation over four years. 
This unit targets career criminals and is currently staffed with 26 sworn 
personnel and two clerical personnel. The participating agencies include the 
Los Angeles County Sheriff's Department, Pomona Police Department, Baldwin 
Park Police Department, Azusa Police Department, El Monte Police Department, 
Arcadia Police Department, and Pasadena Police Department. Burbank Police 
Department is expected to assign an officer to this task force in the near 
future and the unit would like to extend their operation to the 
Glendale/Burbank area. This task force operates mainly on criminal 
intelligence information supplied by the participating agencies and targets 
career criminals involved in both property and violent crimes. Participation 
in this program would allow us access to the resources of this unit and 
provide us the ability to conduct intensive surveillances of known offenders. 
If Glendale and Burbank join in this program a team would be assigned\ to deal 
exclusively with the problems in the Burbank/Glendale/Pasadena area. 
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1.5 Community Service Officers 

Currently we have 2.5 Community Service Officers assigned to the Detective 
Bureau. One is assigned full time to the Robbery/Homicide and General 
Details. A second one shares work time between Auto Theft and Bunco/Forgery 
Details, and one is assigned on a half-time basis to the Burglary Unit. This 
staffing level for Community Services Officers has remained the same for the 
past ten years and is not sufficient to meet the present workload demands. 
The demands generated by the huge caseload in Auto Theft now require the full 
time of the CSO assigned to Auto Theft and Bunco/Forgery. As a result the two 
investigators assigned to Bunco/Forgery must perform many of the duties which 
could be handled by a CSO and this detracts from the effectiveness of the 
Detail. An additional CSO is needed on a 1/2 time basis to serve the needs of 
the Bunco/Forgery Unit. Additionally, we will be acquiring a computer in the 
near future which will be utilized to enhance our gang intelligence gathering 
capabilities and gang suppression coordination. A CSO will" be needed on a 1/2 
time basis to assist in this program. The addition of 1.5 CSOs would bring us 
to a total complement of four CSOs and in order to better meet the needs of 
the individual Detail workloads it is proposed that they be assigned as 
fo 11 ows: 

1 CSO - Robbery/Homicide 
1 CSO - Auto Theft 
1 CSO - Burglary 
1 CSO - 1/2 time gang intelligence and 1/2 time Bunco/Forgery/General 

The addition of the. personnel requested in this communication would put us at a 
level of 14% of the authorized sworn personnel of the department being assigned 
to the detective function and lower the ratio of Part I crimes per investigator 
to 347:1. This staffing level is moderate compared to many other a:;I~ncies and 
would place Glendale Police Department at only an "average" staffing level based 
on our '87 and '88 workloads. 

To accommodate the additional personnel, eleven (11) desks will be needed and 
six additional unmarked vehicles should be added to the fleet. Additional work 
space will be necessary. Some of this space may be gained by realignment of the 
present configuration and utilizing as many as four of the interview rooms. 

It is recommended that future Detective Bureau staffing be maintained at a level 
of 14-16% or our authorized sworn personnel or that one investigat~r be added 
for each 350-400 case increase in the annual workload. 

I feel that assigning the additional personnel as requested is essential in 
order for us to provide a high quality of service to the citizens of Glendale. 

kh 

Respectfully submitted, 

./} - " /;1 

k·", -)I....~.z /':t: (.-7 <-
Lieutenant Roger L. Brown 
Detective Bureau Commander 
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ATTACHMENT A 

DETECTIVE BUREAU WORKLOAD SURVEY (6/88) 

The following is recently compiled information on the 1987 workloads for the Detective 
Bureaus in sev~ral major California cities. These figures do not include the number 
of cases worked by, or the number of investigators assigned to, Juvenile or Vice/Narcotics 
Units. The numbers in parenthesis next to the cities reflect the 1987 crime index 
ranking for California cities with a population over 100,000. The number in parenthesis 
adjacent to the number of detectives is the percentage of detectives to number sworn. 

LA COUNTY POPULATION· .SWORN·· ,DETECTIVES #ALL CASES 
REC'D BY DETS 

Los Angeles(24) 

Long Beach (16) 
Torrance (5) 

Pasadena (10) 
Burbank 
Glendale (6) 

3,311,500 

406,200 
140,200 
130,800 
91,000 

156,900 

OTHER MAJOR CITIES 

San Jose(4) 
)akland (32) 

719,500 

356,200 
Sacramento (28) 327,200 
San Diego (22) 1,022,400 

San Francisco(18) 742,700 

Anaheim (12) 242.200 
Huntington Bch(3) 186,800 

Riverside (23) 199,000 

7,350 

662 
238 
206 
142 
182 

1010 

638 
568 

1721 

1973 

325 
209 

271 

1,204(16.3%) 
107(16.2%) 
23(10%) 
20(10%) 
13(9.1%) 
15(8.2%) 

157(15.5%) 

116( 18%) 
118(21%) 
146(8.5%) 

179(9.1%) 

44(13.5%) 
43(21%) 

44 (16.2%) 

488.865 
45,900 
9,909 

12,502 
N/A 

11,540 

76,041 

59,098 
61, 793 
88,227 

112,337 

35.667 
15,010 
16,953 

AVE II CASES PER 
MO. PER INV. 

31 
35.75 
35.9 

52 
N/A 
64 

40.36 
42.45 
43.64 
50.35 

52.3 

67.5 
29 

32 

* Department of Finance Population Research Unit estimated population as of 1-1-87. 

**#Sworn is authorized strength and not actual staffing. 
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RATIO PART I CRIMES PER INVESTIGATOR - 1987 

'87 Crime Index 

Los Angeles 294.083 
Long Beach 31.519 
Torrance 7,242 
Pasadena 8.525 
Glendale 8,697 
San Jose 36,904 
Oakland 44,995 

Sacramento 34,624 
San Diego 88,562 
San Francisco 58,213 
Anaheim 17,399 
Huntington Beach 8.775 
Riverside 17,354 

Average all agencies - 362:1 

Average minus Glendale - 343:1* 

'Investigators Ratio 

1.204 244:1 
107 295:1 
23 315:1 

20 426:1 
15 580:1 

157 235:1 
ll6 388: 1 
ll8 293:1 
146 607:1 
179 325:1 
44 395:1 
43 204:1 
44 394:1 

Average minus Glendale and high, low of other agencies - 327:1 

*Need to add 10 investigators to meet this figure 

ATTACHMENT 8 --. 
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Z-7 
CITY OF GLENDALE 

INTERDEPARTMENTAL COMMUNICAnON 

DATE March 3, 1989 

TO Capta in Thomas M. Rutkoske 

FROM Lieutenant Wayne D. Wi 11 i ams 

SUBJECT PROFESSIONAL ASSESSMENT OF JUVENILE BUREAU 
PERSONNEL STAFFING NEEDS 

Twelve years ago, in 1977, the Glendale Police Department Juvenile Bureau was 
staffed as follows: 

Bureau Commander .............................. (1) Police Lieutenant 
Bureau Supervisor ............................. (1) Police Sergeant 
Bureau Investigators .......................... (6) Police Officers 
Schoo 1 Resource Offi cers ...................... (4) Pol ice Offi cers ...... 
Bureau Non-Sworn .............................. (1) Clerk Stenographer 

Comparative Analysis 

Juvenile Bureau records provide the following information: 

Total Number of cases assigned per year 1983-1988: 

1983 

2,128 

1984 

2,283 

1985 

2,279 

1986 

2,614 

1987 

2,587 

Average case10ad per quarter for Bureau each year, 1985-1988: 

1983 

532 

1984 

570.75 

1985 

569.75 

1986 

653.50 

1987 

646.75 

Average number of cases assigned each investigator annually: 

1983 

425.6 

1984 

456.6 

1985 

459.8 

1986 

522.8 

1987 

517.8 

2,721 

1988 

680.25 

1988 

604.7 
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Average caseload per month per investigator: 

1983 

35.5 

1984 

38.05 

1985 

38.32 

1986 

43.57 

1987 

43.15 

1988 

50.39 

Note: The monthly caseload average is based on a staff of five juvenile 
investigators except for 1988, which is based on 4.5 investigators .. 

Currently the Glenda1p. Police Department Juvenile Bureau has an authorized staff 
of: 

Bureau Commander .............................. (1) Police lieutenant 
Bureau Supervisor ............................. (1) Police Sergeant 
Bureau Investigators .......................... (5) Police Officers 
Schoo 1 Resource Offi cers ...................... (3) Pol ice Offi cers 
Bureau Non-Sworn .............................. (1/2) Community Service Officer 
Bureau Non-Sworn .............................. Access to Steno Pool 

Our actual staffing equals the authorized staff with one exception. We actually 
have four investigators; an investigator was transferred in mid-year 1988 to the 
Robbery/Homicide Detail in the Detective Bureau. This vacancy has not been. 
fi 11 ed. 

The International Association of Chief's of Police formula for Juvenile Bureau 
assignments is to assign six juvenile investigators for each 100 uniform (beat) 
officers. Currently the Glendale Police Department is authorized to field 74 
"beat" officers, which formulates to five juvenile investigators. The following 
is a staffing time line for uniform "beat" officers with formulated juvenile 
investigators projected through 1993: 

1988 - 74 Beat Officers - 5 Juvenile Investigators 
1989 - 103 Beat Officers - 6 Juvenile Investigators 
1990 - 108 Beat Officers - 6 Juvenile Investigators 
1991 - 108 Beat Officers - 6 Juvenile Investigators 
1992 - 114 Beat Officers - 7 Juvenile Investigators 
1993 - 117 Beat Officers 7 Juvenil e Investigators 

In addition to this formula application with respect to Juvenile Bureau 
investigators the following is in alignment with other staffing needs for the 
Juvenile Bureau: 

1989 1. Increase number of School Resource officers from three to four 
utilizing the fourth S.R.O. as a Drug Education Resource to the 
community. 

2. Increase Community Service Officer from 1/2 time to full-time 
position. The caseload demands of records checks, transportation of 
juvenile petitions, subpoena logging and service, bicycle files and 
management, all combine to justify the need for a C.S.O. full-time 
at this time and for the future . 
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1990 1. Increase clerk stenographer pool from two to three. The increased 
number of cases assigned, project reports, search warrants, filing, 
counter traffic, and investigative supplemental reports combine to 
justify the need to increase our divisionis steno pool. 

1991 1. Increase S.R.O.ls to five (two full-time D.A.R.E. officers). 

1992 1. No change. 

1993 1. Evaluate growth, workload, and appropriate factors for next five 
years. 

In 1971 the Inter Agency Counseling Program was organized. Over the years this 
juvenile diversion program developed into a quality resource to the police 
department and community at large. The program was designed to provide the 
police department a disposition that would circumvent the necessity of placing 
juveniles into the Juvenile Justice System and provide professional counseling 
to juveniles and families in need, which would reduce recidivism in the 
delinquent cases and alter the direction of pre-delinquent children from .~ 
becoming delinquent. The services provided by this program have benefitted 
hundreds of referred children and families in this community, the police 
department, and other service providers in the greater Glendale area. 

The early years of this program disclosed 200-300 diverted cases and gradually 
increased to 800 diverted cases in 1988, most of these being referred by the 
Glendale Police Department Juvenile Bureau. 

It is important to note that although hundreds of cases assigned to the Juvenile 
Bureau annually are diverted to the I.A.C.P., the cases are each investigated 
before being referred, therefore, this program does not usually free time for 
investigators to work other cases, assignments, or duties. 

The I.A.C.P. staffing needs projected over the next five years ar~: 

1989 (1) full-time program coordinator; (1) full-time secretary; (7) 
part-time counselors. 

1990 Maintain staffing levels but increase the number of counseling hours per 
counselor. 

1991 Increase number of counselors to (8) part-time counselors. 

1992 No change 

1993 Re-evaluate staffing needs and project over next five years. 

Summary: 

The Glendale Juvenile Bureau has experienced a 22% increase in the number of 
cases assigned for investigation in the last five years and the past ye~r 
brought about the loss of a working investigator. 
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The average caseload of a Juvenile Bureau investigator in 1983 was 35.5 cases 
per month and is currently 50.4 cases per month. Taking into account the fact 
that an increased number of major cases with complex components are often 
extremely sensitive in nature and compound the case management problem, the 
urgency of bringing our investigator staff to an acceptable level is clearly 
apparent. 

Other significant factors that contribute to staffing needs: 

1. Mandatory reporting laws relative to child abuse, requirements of time 
lines for filing criminal complaints with the District Attorneyls office 
and juvenile petitions with probation, or in the cases of protective 
custody, with the Department of Children Services. 

2. Increased demands by community for public appearances, education, special 
events, etc. Juvenile Bureau personnel logged 119 public speaking 
assignments in 1988 to adult and juvenile audiences on a variety of 
subject matter, i.e. - gangs, substance abuse, safety, etc. 

3. Special programs encouraging our participation to support safe schools, 
drug prevention, gangs, graffiti eradication" truancy, etc. 

The Inter Agency Counseling Program has experienced a corresponding growth 
demand for provided service to the caseload increase of the Juvenile Bureau and 
subsequently has had to make adjustments to meet the demands of needed services. 

Conclusion: 

Management of the identified problems becomes increasingly difficult as the 
resources diminish or are exhausted. 

In order to continue to provide our community with a level of quality service 
and maintain effective and efficient job performance in the workplace we must 
increase the current staffing level and plan ahead for future increases 
commensurate with growth, workload, trends, demands, and responsibilities 
associated with our work unit. 

To expect or demand personnel to carry heavy workloads with consistently 
high-quality performance over long periods without reasonable relief invites 
Ilburnout" and a predictable reduction in quality job performance and interest. 
Adequate staffing provides the single most important ingredient available to 
develop and maintain an efficient and effective work unit. 

kh 

Wayne D. Williams 
Juvenile Bureau 
Commander 
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Z-7 

TO 

FROM 

CITY OF GLENDALE 

INTERDEPARTMENTAL COMMUNICAnON 

DATE October 20, 1988 

Captain Thomas M. Rutkoske 

Lieutenant Michael S. Post 

SUBJECT Maximization of Vir.e/Narcotics Suppression Activities 

The following information contains an analysis of our curr~nt efforts and my 
assessment, after approximately 18 months of observation, of the units 
capabilities and needs. While I do subscribe to the axiom that bigger is not 
necessarily better, it is now time to make some adjustments to the redesign 
of the bureau which originally created the Major Violator team. These original 
changes were experimental in nature and while they can be honestly termed as 
successes, operational experience has shown several needs for improvement. 

The key to our approach to vice and narcotics enforcement has been the belief 
that we have two different types of activity. both of which need active and 
constant support. On one side we have our major violator enforcement with 
its regional organized crime focus. On the other we have our local street 
dealer/user and vice crime focus. In most cases these functions are completely 
bifurcated and each requires a "stand alone" capability. For this reason the 
unit was structured as depicted below: 

Vice/Narcotic Commander 

I 
Major Violator Team 

t 
I 

Street Enforcement Team 

1 Sgt. 1 Sgt. 
4 Officers 4 Officers 

I 
C.S.O. (Lab Support) 

I 

The basic configuration of the teams reflects a recognized minimum (not optimum) 
staffing to routinely conduct surveillance, warrant service/forced entry activities, 
and covert operations. Unfortunately this minimum staffing has been diluted 
by the changing nature of drug enforcement and the requirements imposed upon 
us. 
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One member of our major violator team has been assigned as a liaison officer 
with the federal government D.E.A. Los Angeles office due to the ever increasing 
level of joint operations, the need for the most comprehensive intelligence 
information, and the abilIty to maximize our use of federal asset forfeiture 
systems. 

One member of our street enforcement team must be assigned to file cases and 
do follow-up investigations involving the arrests and information developed 
by our uniformed patrol officers. This officer must begin his day at 0700 
hours in order to meet various legal deadlines. This results in either this 
officer's unavailability for street team operations or significant overtime 
expenditures to hold him over during the required evening activities of the 
street team. Due to the ever increasing complexity of the law, restrictive 
court rulings regarding the need for timely case filings, and the stated 
objective of this department to increase dramatically the level of street 
enforcement activity by our patrol forces (D.A.R. grant program), there can 
be no doubt but that this filing officers duties will continue to expand to 
the extent that it becomes a 40 hour a week function. Currently a minimum 
of 15 to 20 hours per week in ovartime is being generated by the need to hold 
over the filing officer. Many times this a~ount is greater and the added factor 
of fatigue and burn-out are important considerations in this high risk 
environment. 

In order to meet the demands previously discussed and be in some way able to 
accomodate future increases in activity due to the growth of the city and any 
expansion of our patrol force, the following augmentation to the bureau is 
requested: 

Vice-Narcotics Commander 

I 
Major Violator Team Street Enforcement Team 

1 Sgt. 1 Sgt. 
4 Officers 4 Officers 
1 Officer - DEA 1 Officer - Filing 

I I 
1 CSO (Lab & Admin Support) 

Additional personnel requested: 

2 Police Officers 
~ CSO 

The additional officer position for the street enforcement team also has an 
additional training component that we would like to implement. This additional 
position would be assigned to our patrol force and would allow us to institute 
another program which has never been possible in the past due to manpower needs 
in patrol. With the additional position assiged to patrol, a loan program 
similar to that used by LAPD can be instituted. A patrol officer would be 
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loaned to Vice-Narcotics for 84 days, the length of one shift deployment. The 
officer would work the street team under the guidance of the bureau agent. 
This program would allow patrol officers additional experience and training. 
assist in the screening and selection of officers for transfer into the bureau. 
foster a closer working relationship between uniform officers and investigators, 
improve patrol involvement in vice and narcotic crimes. positively impact patrol 
moral and pride, and allow for adequate staffing of the street team. 

The upgrade of the esa position from ~ to one full time position will accomodate 
the satisfaction of a currently unfilled need for an office based person who 
can provide administrative and intelligence support to the teams active in 
the field. 

Funding for these additional positions could come from forfeiture funds if 
need be as the current funds on deposit would accomodate the increased expenditure. 
In addition, the more functional and productive the teams become. increased 
amounts of seized funds inevitably follow as a by-product of the increased 
activity. 

!1SP:vy 

Michael S. Post 
Lieutenant 
Vice/Narcotics 
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VICE/NARCOTIC BUREAU EQUIPMENT ANNEX 

(Includes only those items that are impacted by personnel levels) 

TYPE CURRENT NEEDED UNDER MAX PLAN -----
Vehicles 8 + Rentals (Down from 9) 10+ Rentals (+2) 

Vehicle Radios 8 10 (+2) 

Portable Radios 4 14 (+10) 

Raid Vests 11 13 (+2) 

Desk/Chair 12 14 (+2) 

Phones 11 14 (+3) 

Pagers 11 13 (+2) 

In addition to these items, office space needs will require relocation of the 

Intelligence Officer, possibly to room #257, S.E.D. Office. This location is currently 

under utilized, vacant most of the normal work day, and provides a great deal of 

privacy and confidential meeting space. 
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Z-7 
CITY OF GLENDALE 

INTERDEPARTMENTAL COMMUNICAnON 

DATE February 16, 1989 

TO Chief David J. Thompson 

FROM Captain Gerald L. Stolze 

SUBJECT Administrative Services Division Staffing 

The Administrative Division plays an intricate, essential role in the 
everyday operation of the Glendale Police Department. The Division is 
responsible for staff and auxiliary services which support the general 
functions of the Department. Staff services provided are essentially oriented 
to people and management and include matters of recruitment, selection, 
training, budget and internal affairs. Auxiliary services provided by the 
Administrative Division include technical and supportive assistance for line 
and non-line elements of the Department. That basically includes Records and 
Identification, Jail, Property and Evidence, and Crime Laboratory services. 
These services are often rendered by non-sworn personnel in an inconspicuous 
manner. Nevertheless these functions are extremely important and contribute 
greatly to the effectiveness of the entire organization. Of equal concern is 
that as the number of sworn and line personnel increase, so do the demands 
placed on support services. 

The following is a brief synopsis of the professional assessment of 
current and future staffing needs within the Administrative Division. It is 
based on observations and opinions of myself and staff, along with workloads, 
past, present and future. It is my belief that these issues need to be 
addressed to maintain proper support of existing services and to increase our 
customer service levels. 

Records and Identification Bureau: 

Records - Current Staffing 

Currently the Supervisor of the Records and Identification Bureau 
supervises thirteen Clerk Typist Ills, one Police Officer, and two SSOIS on a 
24 hour, 7 day a week operation. Additionally, this position also maintains 
management responsibility for the Crime Lab and the five individuals assigned 
there. This represents a growing problem regarding span of control due to 
number of employees which is compounded by work schedules and shifts. 

Workload overall has increased significantly within the Records section. 
during the past seven years. An example of this is the actual number of police 
reports taken per year. Since 1981 the number of ORis issued has gradually 
risen to almost'a 28% ~ncrease in calendar year 1988. Added into this 
numerical increase is a growth in the number of requests for service to the 
Records Clerks. In fiscal year 1980/1981 the Department had a ratio of 11 1/2 
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sworn to each Record Bureau Clerk. That ratio is currently at 14 to 1, again 
demonstrating an increased work demand on Record Bureau staff. 

Records - Proposed Staffing 

It is proposed that one (1) Clerk III and one (1) Clerk Typist II position 
be added to the Record Bureau immediately, and a second Clerk Typist II 
position in 1991/1992, to offset additional sworn increase. This addition 
would offer a Clerk III to assist in supervising evening and weekend shifts, 
reduce the supervisory span of control, and be responsible for preparing adult 
and juvenile case sealings along with Discovery Motions. This would free the 
CSO assigned to the Record Bureau to assist in the Property/Evidence Room and 
increase the hours of operation for that section, thus offering more customer 
service. The Clerk Typist II position would be used to handle the increased 
workload within the Bureau. 

Crime Lab - Current Staffing 

The Crime Lab is presently manned by one Senior 1.0. Technician, three 
1.0. Technicians and 1 1/2 CSO's. As indicated earlier, the number of police 
reports initiated by the Police Department have increased appreciably over the 
past seven years. This has increased the overall workload as has new 
technology such as the California Automated Fingerprint System Cal 10), lasers 
and video equipment. Lab Technicians now have more ability to find 
incriminating evidence than in the past and are being given more responsibility 
and utilization. Much time, money and effort can be saved in presenting 
criminal cases by the proper collection of physical evidence. At the present 
this Department is only using one third of our estimated Cal 10 allotment due 
to staffing and workload levels. 

Crime Lab - Proposed Staffing 

The Crime Lab is in desperate need of expansion and reorganization. To 
suggest additional staffing of technicians at this time would be ludicrous. 
However, it is proposed that one (1) Clerk II position be added to the Crime 
Lab. This position would physically have a work station just outside the Crime 
Lab and be responsible for assisting with answering telephones, filing reports, 
office organization, and handling the front counter fingerprints. Front 
counter fingerprinting has increased 53% since 1984, from 2778 per year to 4274 
in 1988. This responsibility, turned over to a Clerk II would allow the higher 
paid, more trained CSO to assist in actual lab functions. 

Expansion of the Crime Lab facility is being studied for future concern. 
With that in mind, and the possibility of increasing overall Department sworn 
staffing, consideration must be given in the future to increasing the number of 
Identification Technicians. It is recommended that staffing within the Crime 
Lab be reviewed in 1991/1992 and if workload and space available warrant the 
feasibility and need, additional Identification Technicians be authorized. 
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Budget/Property: 

Current Staffing 

This Bureau is presently staffed with one Lieutenant, one Officer and one 
Clerk III. Its responsibilities include all budgets within the Department, 
payroll, property inventory and management, and the facility itself. 
Additional tasks are constantly assigned to this section, especially in the 
area of planning and research, and frequently it acts as a catch-all for 
administrative concerns within the organization. As other areas within the 
Department grow, so do the demands placed on this bureau. Increases in 
budgets, requisitions, service authorization, equipment repair, and facility 
maintenance all have an impact. 

Proposed Staffing 

The organization, as a whole, needs to be evaluated organizationally, as 
to its structure and alignment. This particular section is an example of that. 
In the future it should be reviewed for civilianization to add stability 
because of complexity of tasks. Also restructured to add formal sections of 
planning, research and audit. It is recommended that occur in the future, 
after existing growth concerns are addressed. Present needs are for one (1) 
CSO position to be added to this Bureau. This 'could be on a temporary trial 
basis until such time as the Bureau is realigned within the organization. 

Civic Center Garage: 

Current Staffing 

At the present time the Garage is staffed with one Supervisor, three 
Mechanics, two Equipment Service Workers, and one Mechanic Helper. The Garage 
is responsible for servicing over 130 vehicles, which creates a ratio of 33 
vehicles per mechanic. Most local government agencies operate in the mid to 
low 20's per mechanic, and Automotive Fleet Magazine recommends a ratio of 22 
to 1 vehicles per mechanic. This high ratio currently in operation in Glendale 
draws concern for several reasons. Additional future staffing, especially the 
already approved Motor Officer positions, expand the ratio even more. Police 
vehicles, because of their specific fUAction, are driven under adverse 
conditions and need special maintehance to m~intain fleet safety. Per the 
section supervisor, Tom Boyle, the unit is at maximum workload and is having 
difficulty keeping up with preventative maintenance. 

Proposed Staffing 

It is proposed that three positions be added to the Civic Center Garage; 
one (1) Equipment Supervisor, one (1) Equipment Mechanic, and one (1) Equipment 
Service Worker. This addition would allow the Garage to establish a swing 
shift crew, headed by a working supervisor. It would allow for the increase in 
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vehicies assigned to the Garage and lower the vehicle to mechanic ratio to an 
acceptable level. It would also permit the Garage to do extra work which is 
now frequently sent out, thus reducing turn around time. 

Jail: 

Current Staffing 

The Glendale City Jail ranks third among the cities in Los Angeles County 
in regards to total number of bookings per year. The Jail has averaged over 
750 bookings per month for the past several years. The Jail is currently 
authorized and staffed with 11 CSO/Jailers and one Jail Manager. A formula set 
by the National Institute of Corrections Jail Center indicates that a jail of 
this status should be manned with a staff of at least 22 people. Jail staffing 
levels are particularly important to reduce the potential for future litlgation 
against the City. Our Jail has suffered 20 attempted suicides and actual 
deaths since 1982. Additionally, new procedures such as the Video Arraignment 
Program, County FACS System, and Youngblood Court Decision have dramatically 
increased existing workloads. 

Proposed Staffing 

The proper staffing of the Jail facility, because of potential legal and 
safety issues, should be of high priority. The acquisition of three (3) CSO/ 
Jailer positions would eliminate the additional workload which has occurred 
These positions would be assigned one per shift to insure proper coverage. 

Personnel & Training Bureau: 

Current Stafn ng 

No other bureau in the organization is as affected by increased staffing 
levels as is the Personnel & Training Bureau. Growth of the Department means 
additional workload in recruitment, hiring, training, and internal affairs. 
Minority recruitment is of highest priority and adds considerable man hours. 
Currently the Personnel & Training Bureau is staffed by one Lieutenant, two 
Sergeants, one Officer and one Clerk Typist II. 

Proposed Staffing 

It is proposed that one (1) Police Officer/Agent position be added 
immediately to the Personnel & Training Bureau for the primary purpose of 
minority recruitment and background investigations. This position is essential 
if the Department is going to obtain any measurable affirmative action results. 
It is further recommended that a Clerk-Stenographer position be added in 1990/ 
1991 to assist in the enormous volume of staff generated by this bureau. 
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A.S.D. Proposed Increases 

Immediate: 1 Clerk III 
1 Clerk Typist II 
1 Clerk II 
1 eso 
1 Equipment Supervisor 

A.S.D. Future Increases 

1990/1991: 1 Clerk-Stenographer 

1991/1992: 1 Clerk Typist II 

1 Equipment Mechanic 
1 Equipment Service Worker 
3 CSO/Jailers 
1 Police Officer/Agent 

2 Identification Technicians 

Respectfully submitted, 

c&!o.Od J Jk~ 4.'l) 
Gerald L. Stolze 

GLS: 1 s 
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TO 

FROM 

CITY OF GLENDALE 

INTERDEPARTMENTAL COMMUNICATION 

DATE November 28, 1988 

Captain Gerald L. Stolze, Administrative Services Division 

Lieutenant Jack S. Bilheimer, Personnel & Training Bureau 

SUBJECT Personnel & Training Bureau Staffing Needs 

In the recent past. the Personnel and Training Bureau has experienced what 
seems like a frenzy of increased activity. In this communication I will 
attempt to briefly explain our present condition and our needs for the 
immediate future. 

Personnel Bureau: 

Replacement of Clerk Typist II with Clerk-Stenographer 

Referring to the attachment, and comparing the present staffing level with the 
needed staffing, note the request for a Clerk-Stenographer to replace the 
Clerk Typist II. A Clerk Typist II position normally demands filing and light 
to moderate typing assignments. The present demands of extremely high amounts 
of staff work typing has not only over-burdened the Clerk Typist II position 
in relation to time, but also in skill level. It is not uncommon for it to be 
necessary to send certain internal investigations and staff projects to a 
Clerk-Stenographer out of the Bureau for typing. 

The Clerk-Stenographer position carries with it the skill of shorthand, which 
is necessary in an internal administrative investigation which may consist of 
100+ pages. By upgrading our Clerk Typist II to a Clerk-Stenographer we will 
be able to keep our staff work within our own bureau. The nature of an 
internal affairs investigation often requires lengthy confidential interviews. 
At times these interviews are taped and, if the allegation is serious, it may 
be necessary to transcribe the tape. The effort required to transcribe a long 
interview requires the skill of a Clerk-Stenographer. If the tape does not 
require transcription, the interview may be written out or dictated. With a 
Clerk-Stenographer in the Personnel & Training Bureau the Lieutenant or 
Sergeant m&y dictate interviews or other staff work, resulting in a 
substantial savings of writing time on their part. 

Addition of Background Investigator/Agent (2) 

Our current Agent position has the responsibility of coordinating the Reserve 
and Explorer Programs. His duties include attending meetings and functions, 
scheduling requests for services, overseeing performance evaluations, and 
handling citizen complaints for both programs. He also conducts background 
investigations on applicants for every position within the Police Department. 
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In this area we are currently doing more backgrounds than we have in' the past. 
The main reason for this is that as we strive to maintain our present 
standards for hiring, society's standards continue to decline. This is 
causing our Bureau to have to look at a greater number of applicants in order 
to fill a position. You1ve probably heard that we consider approximately 100 
applicants in order to hire one. This fact remains true; however, considering 
an applicant in the written stage of the process may take four hours while 
the background stage may take 80 man hours of investigation. The subtle 
changes in our society in relation to drug use alone has caused us to invest 
our time in many more applicants, as well as more investigative hours with 
each applicant. 

The background investigation is an extremely important phase of the hiring 
process. Literally every aspect of the applicants ' lives are investigated; 
present and past employers, present and past residences and neighbors, credit 
standing, driving record, school history, military history, police contacts, 
and previous job applications with other agencies. Every background 
investigation must be extremely thorough. In 1988 we have had approximately 
1,833 police recruit applicants. Of this number we have started background 
packages on approximately 200 applicants. 

In the past, when conducting a background investigation and learning 
disqualifying information about the applicant, we would immediately 
discontinue that background and pick up the next candidate. The result of 
this method has been a saving of time on the part of the background 
investigation. As a result of the Sillas Report and, certain court decisions, 
we will have to continue to investigate each applicant and make a formal 
recommendation even after disqualifying information is discovered. This alone 
will more than double the work of the Background Investigator. 

The Background Investigator also plays a part in recruitment of new personnel. 
As the number of applicants in the job market that can meet our standards 
decreases, the amount of recruitment effort must increase. With our current 
Agent position conducting backgrounds and coordinating the Reserve/Explorer 
Programs, this is leaving scant time for serious recruitment efforts-­
especially when we compete against large agencies who often commit 50+ 
personnel for recruitment. 

The efforts of this Agent in the area of Reserve and Explorer Programs suffer 
when he is over burdened in the other areas. The requests for Reserves to 
work patrol and special details has increased over the past years. The 
Galleria, for example, constantly asks for Reserve forces to supplement their 
staffing levels. There is a need, and it is our goal, to increase the Reserve 
force from its current 22 to 50 personnel. This will take a concerted effort 
on the part of the coordinator and, at present, cannot be accomplished by our 
Agent. He is spread too thin by background investigations, let alone the 
needs of the Reserve and Explorer Programs. We are maintaining our work 
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levels in these areas with substantial overtime use by our personnel, as well 
as requesting assistance from other details and divisions. However, we are 
still unable to give our programs the time attention they deserve.' 

The cur'rent Agent also, at times, assists the City Attorney in various 
investigations concerning trials or hearings. For example, he is often 
required to find a witness who the various other services have failed to 
locate. 

Our request of two background investigators is both practical and reasonable. 
Many of the investigations take place at night, out of the city, and a partner 
is required. It is not uncommon to send a background investigator to another 
state for up to one week. With two investigators, the other important 
background work can go on in his absence. Our present needs show us that 
there is more than enough work for two full-time Agents in the Bureau. 

With the two Agents taking care of the backgrounds, the Reserve/Explorer 
Coordinator will have the time to adequately develop these programs to their 
full potential. Fifty working Reserves has been a desire in the past. With a 
full-time Coordinator we could finally make it a reality. The Explorer 
Program will also realize the expansion of programs and personnel. 

Training Bureau: 

Addition of Police Training Officer (1) and Clerical Assistant (11 

The training function for the Police Division is currently the responsibility 
of one individual, the Training Sergeant, who is assigned to the Personnel & 
Training Bureau. This position has evolved into one of the most complex and 
demanding positions in the Police Division. 

The complexity of this position comes from the multitude of tasks that must be 
performed on a regular basis to maintain a smooth operation. The tasks 
include, but are not limited to, the following: Identifying training needs, 
conducting training presentations, evaluating current training procedures, 
developing and designing training programs and materials, addressing liability 
issues, previewing new training materials, preparing new officers for academy 
training, id~ntifying personnel for training, notification to supervisors/ 
managers of personnel attending training, course and seminar reservations, 
student package development, budget process, tuition and reimbursement, timely 
personnel orders, and records management of completed training. 

The Training Sergeant is also the liaison with other departments and state 
agencies who monitor success and completion of the training function. The 
Training Sergeant now becomes the check and balance to verify that all 
mandated and statutory training is completed in the proper time frame. The 
mandated and statutory training is an on-going process, with 24 hours of 
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certified training to be completed by each officer every two years. In 
addition, specialized training is being ordered yearly through the passing of 
new legislation. Currently, the Police Division is required to train all 
sworn and non-sworn personnel who query the various computer systems through 
four to eight hours of training. All sworn personnel are required to attend a 
four hour class on Missing Persons Training. 

The failure to meet or maintain the above training standards would present 
civil liability issues which the City and personnel involved could be held 
accountable for. 

The Training Sergeant is also the facilitator to present and coordinate 
training which is required, in addition to the mandated and statutory 
training. 

The responsibility of development and control of the Training Budget is also 
that of the Training Sergeant. 

At the completion of Fiscal Year 1987-1988, 250 employees had received 
external training totaling 17,015 hours. Through the Division's in-service 
training programs, 250 employees received training totaling 4,818 hours. The 
combination of both in-service and external training totaled 21,833 hours, 
with each employee receiving approximately 87 houl's of training during Fiscal 
Year 1987-1988. 

Presently the Personnel & Training Bureau has one Clerk Typist II assigned. 
This individual recently has become inundated with a volume of work which 
exceeds the capability of one person. This individual's priorities have been 
set to meet the needs of the Personnel functions, i.e. internal investigation 
typing, background recommendation typing, and background mailings. This 
volume of work is having a direct effect on the Training function and causing 
the Training function to suffer in the filing and logging process. Currently 
the filing and logging process of the Training records management is two 
months behind. This backlog of information has become a major obstacle which 
is affecting the entire organization. Additionally, with the amount of 
training which is being conducted quarterly, this backlog will continue to 
grow. 

Based on the aforementioned information and workload of the Training Sergeant 
and Clerk Typist II, the need exists to expand the Training Bureau by two 
positions; one Police Training Officer and one Clerical Assistant. 

Additional Requests: 

Along with the above requests, the Personnel & Training Bureau will need one 
additional vehicle for use in the extensive field work to be accomplished. We 
will also require two additional desks in order to accommodate the personnel 
expansion . 
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SUlllllary: 

Though all divisions are submitting requests for additional personnel similar 
to this one, an important factor is that ~ increase of personnel will have a 
direct impact on the Personnel & Training Bureau. This factor has not been 
mentioned as justification; however, it should be considered at some point for 
future staffing needs. 

JW: 1 s 
Attachment 

....., 
Respectfully submitted, 

~_.L // /<-.----
Jack S. Bilheimer, Lieutenant 
Personnel & Training Bureau 
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PERSONNEL & TRAINING BUREAU PRESENT STAFFING 

Lieutenant (1) -, 
(------- I 

PERSONNEL Clerk-Typist II (1) TRAINING 

Personnel Sergeant (1) Training Sergeant (1) 

Reserve Coordinator - Agent (1) Acadeay St&ff - Agent (1) 

Ilangeaaster (l) 

PERSONNEL & TRAINING BUREAU STAFFING N1'~mED FOR 1988 

Lieutenant (1) 

I r- I l' 
PERSONNEL Clerk-Stenographer (1) TRAINING 

Personnel Sergeant (1) Training Sergeant (1) 

Background Investigator (1) Training Agent (1) 

Background Iuvestigator (1) Acadeay Staff - Agent (1) 

Reserve/EKplorer Coordinator (1) Ilangeaaster (1) 

Clerical Assistant (1) 
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CITY OF GLENDALE 

INTERDEPARTMENTAL COMMUNICATION 

DATE November 30, 1988 

TO Captain Gerald L. Stolze 

FROM Acti ng Ja il Manager Mark Sheri ck 

SUBJECT Glendale City Jail Staffing Needs 

During the fiscal year of 1985-1986, two (2) additional CSO/Jai1ers were 
requested for the jail; however, only one (1) of the two (2) positions was 
approved. The Glendale City Jail ranks third among the cities in Los Angeles 
County in the area of bookings per year. We are surpassed only by Long Beach 
and Los. Angeles City Jail, which are also Type I facilities. The results of 
the staffing analysis conducted on the Glendale City Jail facility (see 
attached) revealed that for a Type I facility operating twenty-four (24) 
hours a day, seven (7) days a week, fifty-two (52) weeks a year as we are, 
would require 22.88 persons to adequately staff the facility. This number 
includes the Supervisor and the Transportation Officer. We realize that 
this number is idealistic and somewhat liberal; however, the addition of 
six (6) jailers would increase the authorized strength to seventeen (17). 
This would accomplish a desired minimum staffing of four (4) Jailers per 
shift. 

Since the installation of the Los Angeles County Fingerprint Identification 
Facsimile System (FACS), there has been an increased workload and responsi­
bility placed on the Glendale City Jail staff. Jailers now have the 
responsibility of additional fingerprinting, operation of the Laserfax 
machine, and documenting the identification of prisoners. The function of 
identifying persons in custody was formerly a duty of the Investigative 
Services Division. When positive identification has been obtained by FACS 
the Jailers must now document all paperwork and make the necessary 
notifications. The advent of the FACS System has had a great impact on the 
Glendale Police Department. It has decreased time and work for other 
divisions, but has shifted the responsibility and increased the Jai1ers l 

processing time for each prisoner. 

The Video Court Arraignment Program was implemented in the Glendale City 
Jail in April of 1986. This project has generated a substantial increase in 
jail activity during the court hours. Numerous other Los Angeles County 
agencies are conducting business within the confines of the jail facility. 
This increased activity has created additional responsibility for the 
Jailers. as well as increased security and liability hazards. The Jailers 
must now screen the comings and goings of officials, answer increased public 
inquiries, institute the duties of the Clerk of the Court in regards to court 
bail/fines, and accept Los Angeles County custodies into the jail. 
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As of May 1988 the Youngb1ood/Kievits vs. Gates decision affecting the City 
Jails was instituted. This decision required all Type I facilities to provide 
all inmates the opportunity to have personal visits at the rate of two 
per day, with a fifteen minute time limit each between the hours of 10:00 
a.m. and 3:00 p.m. The decision also requires daily newspapers and board 
games, daily showers and shaves, access to sanitary materials, an opportunity 
to brush their teeth, habitable and sanitary conditions in the jai~, etc. 
The court found that all the jails are operated by a II pauc ity of jail 
personnel," but none the less must abide by the Penal Code Section 2601 (d). 

The present staffing of jailers does not allow for the personnel necessary to 
satisfy compliance with the new responsibilities set forth in the Youngblood/ 
Kievits vs. Gates decision. One additional Jailer is necessary to handle 
the inquiries and requests from the public wishing to visit, notifications 
of the proper authorities, transportation and monitoring of visits, documen­
tation, etc. For safety purposes, two (2) jailers are needed to handle the 
escorting of prisoners and to supervise the maintenance of sanitation and 
hygiene practices of all inmates. 

Also included in the Youngblood/Kievits decision is the Bail Deviation 
Program. This new program increases the workload of the Jailer in regards 
to assisting the prisoner in getting his bail reduced by telephone, by the 
Pretrial Services Division, per Section 810 (b) of the Califo~nia Penal Code. 
Teletypes and documentation would cause the greatest workload increase in 
this area. 

With the increase of one (1) Jailer in the 1985-1986 fiscal year, sick leave 
usage has decreased. Also, the overtime/volunteer hours are at the lowest 
the Glendale City Jail has seen (see attached). 

Historically, one of the major operational problems facing jails in general 
has been the issue of proper staffing and supervision. Many of the lawsuits 
brought against jails relate directly to staffing issues. Additionally, we 
believe that the creation of the Senior Jailer (2) classification to provide 
the overseeing of the operation in the Supervisor's absence would greatly 
benefit the entire operation (see attached). 

National figures indicate that between 70 to 85 percent of the jail oper­
ational costs are for the staff. It is important to staff a facility at the 
proper level in order to reduce the potential for future litigation against 
the Department. Attached is the accepted formula set forth by the National 
Institute of Corrections (N.I.C.) Jail Center. These figures give an 
accurate account of the pertaining to adequately staffing the Glendale City 
Jail. Sick leave and overtime hours are presently at an all time high. 
They can be reduced if the "shift relief factor ll is considered when allocating 
jail staff positions. 

In 1987, approximately 9,000 persons were processed through the facility at 
a rate of 750 per month. 1988 is progressing at the same pace, in addition 
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to the previously mentioned added responsibilities. With the acquisition of 
six new position within the facility, the operation would approach the 
guidelines established by the National Institute of Corrections. 

MBC/MS:ls 
Attachments (5) 

Respectfully submitted, 
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SHIFT RELIEF FACTOR 

Number of days per year that the agency is closed: 
i.e., No services are offered. . . . . . . ...... , ... ,_O_(a) 

Number of agnecy work days per year equals 365 - (a). 

Number of regular days off per employee per year: 
(usual Iy 5~ weeks/yr. x ~ days off / week) =104 .. 

......... , ..1!L( b) 

Number of vacation days off per employee per year: 

Number of hal iday days off per employee per year. , . 

• .~(c) 

.11.53(d) 

_ll_(e) 

Number of sick days off per employee per year (should be actural average 
tor the Jail sta ff ) .......................... , __ 9_( f) 

Number of other days off per employee per year (this inclul.ies time off for 
injury on the job, union me~tings, military leave, funeral leave, unexcused 
absences, disciplinary time off, speacial assignments, etc.), , , . , . , ~(g) 

Number of training days per year .............. , .... , . __ 3_(h) 

Total number of days off per employee per year equals (c) + (d) + (e) + 
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(Nrc Jail Center:12/80) 
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SHIFT I 
2300-0700 

Jailers (3) 
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JAIL FACILITY PRESENT STAFFING 

Jail Manager (1) 
i 

SHIFT II 
0700-1500 

Jailers (3) 

• 

TRANSPORTATION 
0730-1630 

Officer (1) 

OVERLAP 
1100-1900 

Jailer (1) 

OVERLAP 
1100-1900 

Jailer (1) 

T 
SHIFT I 

2300-0700 
Jailers (5) 

TRANSPORTATION 
0730-1630 

Officer (1) 

JAIL FACILITY STAFFING HEEDED FOR 1988 

Jail Manager (1) 
I 

SHIFT II 
0700-1500 

JeHera (5) 

OVERLAP 
1100-1900 

Sr. Jai.ler (1) 

OVERLAP 
1900-0300 

Sr. Jailer (1) 

• 

1 
SHIFT III 
1500-2300 

Jailers (3) 

1 
SHIFT III 
1500-2300 

Jailers (5) 
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CITY OF GLENDALE 

INTERDEPARTMENTAL COMMUNICATION 

DATE December 1, 1988 

TO Gerald L. Stolze, Captain 

FROM Mary-Ann Toml i nson, Records & Identifi cati on Supervi sor 

SUBJECT Support Services Division Staffing Needs 

Introduction: 

The following is an analysis of the current staffing levels in the Poi ice 
Records Bureau and Crime Lab, and an actual staffing analysis for each unit. 

Anilllysis: 

There are currently 13 Clerk Typist Ills assigned to the Records Bureau who 
work in three shifts; 24 hours per day, seven days per week. The authorized/ 
budgeted number of 13 Clerk Typist Ills has not changed in ten years, while 
in this same time period 20 Police Officer positions hav€ been added, the 
City population has increased 16%, and the number of reports taken annually 
has gone from 22,000 in 1980 to over 27,000 in 1987--an 18% increase. 

Using a shift relief factor of 1.7, an additional ten Clerk Typist Ills are 
needed to man each position around the clock. However, by increasing the 
current staff by two Clerk Typist Ills the workload, as it currently stands, 
could be handled in a very efficient manner. 

One new Clerk III position is also proposed. A Clerk III would be utilized 
as a swing shift supervisor to add proper supervision to evening shifts. 
Additionally, this Clerk III position would prepare discovery motions and 
follow up on case sealings. 

The present office space and available work stations would adequately handle 
these added personnel. 

The Crime Lab is currently authorized one Senior Identification Technician. 
three Identifi~ation Technicians, and 1.5 CSOls. 

During the months of May, June, and July of 1988 a Lab Technician was 
requested for an average of 300 field cases per month. They obtained 244 
latents at crime scenes, and did 320 comparisons. In addition to field calls 
the Lab personnel illso fingerprint approximately 1,100 people at the front 
counter annually, process approximately 56 Registrants, and process 
approximately 1,000 items of evidence which is sent directly to the Los 
Angeles County Sheriffls Department Crime Lab each year. 



• 

• 

• 

• 

• 

• 

• 

• 

• 

• 

Support Servlces Division Staffing Needs 
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Page 2 

A shift relief factor of 1.7 indicates that three additional Lab Technicians 
are needed. Due to space limitations it is not currently feasible to add 
additional Lab Technicians; however, as the workload r.ontinues to increase 
the space problems will need to be addressed and additional personnel hired. 

To immediately offer some assistance to the Crime Lab, the addition of a 
Clerk Typist II is requested. There is ample desk space adjacent to the Lab 
for the Clerkls work station. This position would assist the Lab with the 
filing of reports, answering of phones, and various other clerical functions 
which currently occupy a great deal of a Lab Technicianls time. This 
position would increase the Lab Technicians l response time to field calls, 
allow personnel to expend more time on the more complex lab procedures, and 
handle the requests of the Investigative Bureau in a more timely manner. 

Currently the Crime Lab shares a CSO position with the Vice/Narcotics Bureau. 
The Vice/Narcotics Bureau is requesting that position be increased to a full 
position within that bureau. It is Records Managementls proposal that this 
1/2 CSO position in the Crime Lab also be extended to a full-time position 
to help offset additional Crime Lab workload. This would be a total increase 
of one position and is picked up in the Vice/Narcotics Bureauls statistical 
staffing needs. 

Conclusion: ----
The workload of the Support Services Division is directly linked to the 
number of Police Officers and the amount of paperwork generated by them, the 
daytime and nighttime population of the City, and the number of requests for 
service received by the Department. The additional personnel would allow 
the Support Services Division to better serve the Department and the City of 
Glendale. The additional personnel requested are as follows: 

MAT:ls 

2 Clerk Typist Ills 
1 Clerk III 

2 Identification Technicians 
1 Clerk Typist II 

.5 CSO 

Record Bureau 
Record Bureau 

Crime Lab 
Crime Lab 
Crime Lab 

Respectfully submitted, 

Mary-Ann Tomlinson 
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Z-7 
CITY OF GLENDALE 

INTERDEPARTMENTAL COMMUNICATION 

DATE November 28, 1988 

TO Gerald Stolze, Captain 

FROM James M. Swinford, Lieutenant 

Introduction 

SUBJECT Budget/Property Bureau Staffi ng Needs, Pre.sent 
and Future 

The Budget and Property Bureau is presently made up of three (3) 
personne 1, (1) Lieutenant, (1) Po 1 ice Offi cer, and (1) Cl erk II 1. The 
bureau is charged with the primary responsibilities of compiling and 
administering the department's budgets, and that of property 
inventory/management, to include the facility. The nature of the bureau, 
that of being fiscally task oriented makes it the designated planning and 
coordinating unit for a great variety of assignments, many of which are long 
term and time consuming. 

Present Problem 

Just as the complexities of todays police work has changed the nature of 
the work performed by the line level work units, so to has the nature of 
the job changed by those who support the line. The Glendale Police 
Department's Administrative Officer position is charged with becoming 
increasingly knowledgeable in an increasing number of areas. The 
Administrative Officer does extensive equipment analysis and evaluation prior 
to purchase. The number of items available in each area and the 
corresponding number of vendors competing for the business has grown 
dramatically in recent years. The impact of increased demands on 
investigators to produce more in order to process each criminal case filters 
down onto the administrative officer's work load not only in the form of 
never ending demands for supplies (audio tapes, video tapes, batteries, 
polaroid film, etc.), but also increased demands for tape recordings in 
response to the growing number of discovery motions. These are extremely 
time consuming. 

The Administrative Officer is charged with the responsibility of 
coordinating the status of the mobile and portable radio equipment. He 
maintains the police departments 24 hour taping eq.~ipment and 
coordinates those repairs he cannot make himself. He works closely 
with the radio shop personnel in the inventory control. repairs, and 
technical aspects of the radio equipment. 

The Administrative Officer works closely with Civic Center Garage 
personnel in preparing fleet management recommendations to the bureau 
commander. He is responsible for tracking monthly mileage reports and 
collision activities for the ninety-two (92) vehicles assigned to the 
police division, making fleet rotation determinations and fleet 
replacment recommendations to the bureau commander. 
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The Administrative Officer is charged with the responsibility of 
maintaining an inventory record and location of all the police equipment 
as well as tracking the maintenance/repair records of these items in 
order to make knowledgeable recommendations for replacement. Very often 
this includes the actual pick-up and delivery of equipment from the 
vendor or place of repair. He is responsible for coordinating the 
maintenance and repair to the police facility. 

The Administrative Officer must make himself available to the 
departments Personnel and Training Bureau to assist in internal affairs 
investigations by creating/duplicating confidential tapes. The current 
Administrative Officer, Jeff Neal, assists the Personnel and Training 
Bureau further by conducting applicant background investigations, and 
presenting first aid training courses. 

Recommendation to Relieve Current Needs 

There is an immediate need to add a Community Service Officer position 
to the Budget/Property Bureau to relieve the Administrative Officer 
position of a number of time consuming tasks. Most readily these would 
involve, but not be limited to the following: 

1. Equipment Repair - The coordination of equipment repair including 
but not limited to identifying the place of repair, and the delivery and 
return of the item being repaired. Provide assistance to the 
Administrative Officer in analyzing and documenting, critically necessary 
records on which replacement recommendations are based during the budget 
preparation proces~. 

2. Facility Maintenance - Determining and validating request for 
maintenance, then coordinating the repair with the City of Glendale 
Building Maintenance Department. There are many areas (rest rooms, 
showers, etc.) within the police department's facilities that would 
benefit from periodic heavy maintenance which the city crews are not able 
to do due to their workload. The Community Service Officer assigned to 
the Budget/Property Bureau would provide the required supervision of 
trustee labor teams assigned to complete these periodic maintenance 
tasks. 

3. Discovery Motions - Relieve the Administrative Officer from the 
responsibility of the very time consuming tasks of complying with the 
taping requirement of discovery mDtions. This is a responsibility 
similar to that of the Community Service Officer assigned to the Record 
Bureau. 

4. Provide Assistance to the Bureau's Clerk III - The newly assigned 
Community Service Officer would assist the Bureau's Clerk III by 
relieving that person of some time consuming responsibilities that now 
take her outside the police building. These include but are not limited 
to obtaining supplies from local vendors and city warehouses, and 
coordinating the work activities of the print shop. 
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SUBJECT: Budget/Property Bureau Staffing Needs, Present and Future 
November 28, 1988 
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Future Problems 

Just as the complexities of todays police work has changed the nature of the 
work performed by the department's Administrative Officer, it has had a 
similar dramatic impact on, not only the type of work, but particularly the 
volume of work processed by the Bureau's Clerk III. The Budget/Property 
Bureau Clerk III has the responsibility for assisting the bureau commander in 
compiling and administering a large portion of the four (4) separate police 
budgets. These are the Police 1-440; Police Helicopter 1-441; Civic Center 
Garage 1-442; and Inter-Agency Counseling 1-443. The police budget (1-440) 
alone accounts for over 26.5% of the total ~ity of Glendale General Fund 
Budget. Presently, it is comprised of over 25 separate accounts which include 
over 200 separate annual purchase orders, purchase orders, and service 
authorizations. The present payroll level of the police department, for 
which the Clerk III is solely responsible for on a daily basis, exceeds 260 
personnel, or 18% of the city work force, and totals $1.2 million per month. 
Within this payroll activity is the recording of literally hundreds of leave 
requests (vacation, holiday, comp time) for all the department's personnel, 
including all the modifications and cancellations. Additionally. the Clerk 
III position must prepare all the differential pay reports for those 
applicable employees in shift work assignments, and must prepare status 
reports for those employees who are on leave without pay, sick without pay, 
workers comp, extended non-approved absence without pay. 

The Budget/Property Bureau Clerk III position is responsible for typing 
the final drafts of the departments budget as well as all the bureau's 
general typing. This includes the preparation/processing of the majority of 
the police department's requisitions, purchase orders, and service 
authorizations. She maintains the departments account records; follows-up 
and receives orders, processes the approvals for payments; and makes 
arrangements for adjusting the accounts to cover payments. 

Recommendation for Future Needs 

As the number of personnel in the department increases so to are the 
demands on the Clerk III position. There is developing a need to 
supplement the Clerk III position with that of a Clerk II. As the 
department continues to grow and the payroll function, financial 
function, and bureau typing becomes more voluminous, not only will it 
become unduly demanding to expect one person to keep up with the 
increased workload, but it also becomes necessary to have a well trained 
assistant who, in the absence of the Clerk III can continue the paper 
flowing through the office. 

Conclusion 

The Budget/Property Bureau has a demonstrated need to add a Community 
Service Officer position at this time to assume many of the time 
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consuming duties now performed by the Admini5trative Officer, ~any of which 
due to prioritization of work are never gotten to. This assistance will 
relieve him to concentrate on the more technical aspects of his assignment 
enabling him to provide greater analysis of, and planning for the acquisition 
of available technical equipment. 

The Budget/Property Bureau is rapidly approaching the point where the 
appointment of a Clerk II will become necessary to assist the Clerk III 
in the performance of her duties. As the size of the police personnel 
increases numerically there will be corresponding work load increases in 
payroll and other financial areas. 

/1' ~ 
f
c~:m ·Stv . ~ 

J~s M. Swinford, Lie. enant 
A inistrative Services Division 
'./ 

JMS/jr 
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1JUDGET AIm PROPERTY BUilEAU PRESENT STAFJ.lING 

Lieutenant (1) 

I 
AdwfnistratiYe Officer (I) Clerk III (I) 

BUDGET AIm PROPERTY BUUAIJ STAFPIlIG HElDFJ) FOR 1988 

Lieutenant (1) 

I 
AdDin1etratiye Officer (1) C.S.O. (I) Clerk III (I) 
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fIVE YEAR PLAN 
STAFFING RECOMMENDATION 
ADMINISTRATIVE SERVICES DIVISION 

BUDGET/PROPERTY MANAGBMENT 

In recent years Police Management has become more and more dependent on 
this management position and continued to add additional duties to the 
assigned lieutenant. Originally the position had two primary purposes; 
administering the Department budget and purchasing activities and 
controlling the Department's property, to include vehicle fleets and 
communication equipment. Although these two functions are in and of 
themselves full time responsibilities, we have asked the assigned 
lieutenant to also handle the following extra duties: 

- Maintain liaison with the City Attorney's Office. 
- Perform administrative investigations. 
- Perform assigned staff studies of allocation, deployment, and 

utilization of personnel. 
- Supervise major building reconstruction projects. 

It is the proposal of Police Management to convert this sworn management 
position to that of a non-sworn Executive Assistant, still staying in 
the management range. This conversion would ?llow the non-sworn 
management position to focus completely on budget control and property 
management as the position was originally designed. it would release 
the sworn Police Lieutenant for other tasks such as listed above as 
additional duties, and would be used in a newly created Planning and 
Research Section. Additionally, changing this position to a non-sworn 
would offer increased stability and expertise to what is becoming a 
highly specialized, technical field. 
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Z-7 
CITY OF GLENDALE 

INTERDEPARTMENTAL COMMUNICAnON 

DATE November 30, 1988 

TO Captain Gerald L. Stolze 

FROM Shop Superi ntendent Tom Boyl e 

SUBJECT Civic Center Garage Staffing Needs 

In a recent survey published in Automotive Fleet Magazine, it was established 
that government fleets employ one mechanic per 22 vehicles. I surveyed five 
local agencies to find what their average staffing is in relation to ours, 
with the following results: 

L.A.P.D. 
Los Angeles County Sheriff's 
City of Burbank 
City of Torrance 
U.P.S. 
Civic Center Garage 

25 vehicles per mechanic 
20 vehicles per mechanic 
25 vehicles per mechanic 
25 vehicles per mechanic 
20 vehicles per mechanic 
33 vehicles per Mechanic 

In recent years vehicles have become more complex and require additional 
repairs. Therefore, more time is spent working on newer vehicles than the 
older ones. 

In the year 1980 the Civic Center Garage serviced and repaired 98 vehicles. 
Staffing at that time was as follows: 

(1) Supervisor 
(2) Mechanics 
(2) Service Workers 
111 Mechanic's Helper 
(6) Total Personnel in 1980 

In the year 1988 the Civic Center Garage serviced and repaired 129 vehicles. 
Staffing at this time is as follows: 

(1) Superv i sor 
(3) Mechanics 
(2) Service Workers 
111 Mechanic's Helper 
(7) Total Personnel in 1988 

Due to the heavy work load in the Civic Center Garage, any additional vehicles 
added to the fleet will require additional staffing. If we were to add an 
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Civic Center Garage Staffing Needs 
November 30, 1988 
Page 2 

additional five patrol cars or motorcycles at this time. it would require 
one more Equipment Mechanic with extended work hours. The Department needs 
in the future will dictate whether or not we will need a sglit shift 
working six days a week instead of five. In order to maintain a safe 
economical fleet it will take three additional employees: 

(I, Equipment Supervisor 
(1) Equipment Mechanic 
111 Service Worker 

(3) Total Additional Employees Requested 

Respectfully submitted, 

'-~-~Gc:-

TB: 1 s 
Attachment 

10m Boyle /r , 
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CIVIC C~ G.~-\GK PRES Em' STAFFING 

( I 
0600-1500 0700-1600 0800-1700 

Equipaent Service 
Worker (I) 

Equipaent Mechanic (1) 

CIVIC CEIITEIl GAUGE STAPFIIIG III!.EDED POI. 1988 

Shop Superintendent (1) 

I 

Equipaent Mechanic (2) 

Equi,.ent IlecbaDic 
Helper (1) 

Equipment Service 
Wacker (1) 

,- .~~----~--l-~~--~ 1 
0600-1500 0700-1600 1500-2300 

Equi,.ent Service 
Worker (2) 

Equipaent Mechanic (3) 

Equi,.ent Mechanic 
Belper (1) 

EquipMent Maintenance 
Supervisor (1) . 

Equip.--nt Mechanic (1) 

Equip.ent Serwice 
Worker (I) 

• • 
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FIVE YEAR PLAN 
STAFFING RECOMMENDATION 
TACTICAL SERVICES DIVISION 

AIR SUPPORT UNIT 

In August 1988, a plan was submitted to the City Manager to alter a patrol 
aircraft to a surveillance ship; to train the observers as pilots; and to 
create a third crew for the unit. The aircraft has been altered to serve 
as a survei 11 ance shi p and one observer has been trai ned wi th a second 
observer to soon begin training. 

When Department staffing levels permit, we intend to request implementation 
of a third air crew by the addition of one police officer to the unit. This 
proposal was given tentative approval when the other items were approved. 

This is a viable and necessary addition to the unit to meet the need for 
increased hours of surveillance being flown. 

SPECIAL ENFORCEMENT DETAIL 

S. E. D. was i nst ituted to perform spec ifi c enforcement acti on on the street 
level of crime occurrence in the city. This unit of 1 sergeant and 4 
officers has the flexibility and direction to meet the crime problems that 
have occurred within their assigned scope of the police service. 

In addition to their IIstreet work", S.E.D. has assisted greatly in 
surveilling narcotics suspects and participating in these investigations. 
This was not part of their original assignment and We arrived at this 
arrangement through the need generated by a tremendous increase in narcotic 
investigative activity. 

As this activity decreases or additional personnel are added to the Narcotics 
investigation team, S.E.D. will return to their primary work. The present 
allotted composition of 1 sergeant and 4 officers should meet the community 
need for these specialized activities during the next five years. 

A sudden increase in street level crime or an unanticipated change in crime 
patterns may require additional personnel . 
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Five Year Plan 
Staffing Recommendation 
Tactical Services Division 
Page 2 

CRIME PREVENTION 

Some of our best efforts have been devoted to providing crime prevention 
activities to community members. A number of programs, tactics, 
presentat ions, and acti vit i es have been used to encourage communi ty 
participation. This has allowed us to present one of the best and most 
comprehensive programs in existence. Most of the police departments we are 
familiar with, have no program or only have one person assigned to this duty: 
Glendale has a Sergeant and 4 C.S.O. IS. 

The Neighborhood Watch Program and school programs have reached the highest 
number in the history of our program. This appears to be a plateau and we 
anticipate a change in the type of program, instead of a greater number of 
programs. Recent arrivals in the community are not as open to police 
activities as long term residents are more reluctant to participate in these 
programs. 

Additional personnel at this point would not assure an increase in programs, 
Neighborhood Watch groups, or serving a greater part of the community. 

COMMUNITY LIAISON 

In the last year a police officer was assigned to meet with members of the 
racial and ethnic groups in our city to create an open avenue to police 
services and bridge the gap between the pol ice and the community. Some of 
our commun i ty members were from backg'rounds where pol ice were vi ewed wi th 
suspicion or fear. Others had experienced a past history of discrimination, 
lack of inclusion, or other perceived indifference or wrong. 

The officer assigned to provide a special service to this segment of our 
community has made great progress in beginning to bridge these particular 
viewpoints. Progress needs to continue and this position needs to become a 
permanent position within our department. 

MANAGEMENT INFORMATION/CRIME ANALYSIS SYSTEMS 

Tactical Services Division provided support for the Departmentls Management 
Information System and Computer Aided Dispatch System. These systems form a 
valued part of the Departments resources in meeting the National, State, and 
City need for information through computerized systems and 
telecommunications. 
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Five Year Plan 
Staffing Recommendation 
Tactical Services Division 
Page 3 

One person is assigned to the Crime Analysis/MIS function and is capable of 
perform; ng these dut i es. The add it i on of more interactive programs and 
equipment will allow him to be more effective in these .nformationsupport 
roles. 

The second area of informative support is not as fortunate. The police 
department I s Computer Aided Di spatch System is a "hodgepodge" of support 
personnel, training, and 0perational direction that needs to be corrected. A 
manager to coordinate, train, plan, and have day to day operational 
responsibility for system operations is greatly needed. The position would 
not supplant any other position in the Department and would greatly enhance 
the Department operations. 

Computerized operations in the police field is increasing every year as the 
need to manage personnel costs becomes more acute. The future holds out the 
promise to computerize many functions now performed manually in our 
operation at a substantial cost savings. 

Addition of a position is critical to the good management of these support. 
functi ons to the Department and to take advantage of savi ngs from computer 
applicatiors in the Department . 
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POLICE COMMUNICATIONS SUPERVISOR 

Staffed by: 1 i"anager 
1 Assistant (existing) 
! Computer Technician (existing) 

Primary Duties 

Plan and manage new areas of computerized equipment in operations 
and other areas of the Department. 

Determine equipment needs for operations and telecommunications. 

Manage repair, installation, placement. and location of telecommunications 
equipment. 

Maintain on-site repair facil ities and art'ange for repair of communications 
equipment. 

Develop training and materials on operating the Computer Aided 
Dispatch System and the Management Information System. 

Maintain relationships with DOJ, FBI, NLETS, and other organizations 
supplying data to GPO. 

Prepare and implement changes to CAD/MDT programs as required by 
State and Federal organizations. 

Maintain contractual relationships with repair companies and organizations 
to insure prompt, accurate repair. 

Maintain MIS data files and coordinate data input, corrections, 
and program changes with data processing. 

Participate in city workshops, committees and planning groups on 
computer applications. 

Maintain continuing interest in computer technology applications 
in law enforcement and implement appropriate systems. 

Participate in staff projects and assist in areas of expert knowledge. 
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PLANNING & RESEARCH UNIT 

Staffed by - 1 Lieutenant 
- 1 Adm. Assistant 
- 1 Clerk-Typist II 
- 1 Adm. Analyst (existing) 

Primary Duties 

Research and publish Training Bulletins, Pamphlets, and Guide. 

Research and publish General Orders; Maintain data file of research on each 
General Order; Originate General Orders on new items of organizational importance. 

Research, publish, and maintain data files for the Glendale Police Manual. 

Research and prepare training material on search and seizure issues, cases, 
and laws. 

Research legislative opinions, new laws, and make applications to the work 
environment. 

Plan facility space needs. alterations, additions, and alternate considerations. 

Plan tactical operations and maintain capability to plan on a broad array 
of situations. 

Perform Administrative investigation and/or review of Officer Involved Shootings. 

Maintain liaison with City Attorney to: 

- Investigate, coordinate, and manage cases involving police 
personnel 

- Represent management in "pulling together II case investigation, 
preparation, and presentation 

- Exercise the requisite authority over police personnel cases 
to bring forth a full and complete investigation 

Perform assigned Staff studies of allocation, deployment, utilization of 
personnel. 

Perform workload and unit assessments. 
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Z-7 
CITY OF GLENDALE 

INTERDEPARTMENTAL COMMUNICATION 

DATE DECEMBER 15, 1988 

TO CAPTAIN GLYNN MARTIN 

FROM SERGEANT RON ALL! SON 

SUDJECT AIR SUPPORT UNIT'S FIVE YEAR PLAN 
FOR MANPOWER, CAPITAL IMPROVEMENT 
AND AIRCRAFT 

This communication is submitted with the intent of expressing ideas for 

future goals of the Air Support Unit. The following information deals with 

options and alternatives regarding our future staffing levels, capital 

improvements to our facility and aircraft. 

MANPOWER: 

At present, we are staffed by five police officers and one sergeant. We 

have three (3) pilots (including myself) and three (3) observers. One 

observer has obtained his pilots license and is currently fulfilling his 

insurance requirements to become a Pilot-in-Command. 

In March of this year, Burbank P.O. pulled out of our joint unit, 

purchased turbine aircraft and began their own unit. This resulted in a loss 

of two (2) pilots from the unit. It was necessary to reduce our scheduled 

flight hours to 2000 per year, a 33% reduction. 

Consideration should be given to the following areas: 

1. Addition of two (2) police officers to the unit, increasing the 

flight hours back to 3000 and reinstating the mid-shift patrol 

f11 ght . 
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2. Addition of One pol ice officer, as an observer, to make up a 

mid-shift crew with our newly trained pilot. This will provide a 

surveillance crew as well as relief for days off, sick leave, etc. 

3. Establish a mutual agreement with Burbank P.O. to provide coverage 

in each other's city on an overlapping patrol schedule. thus 

providing constant coverage during peak hours of service. 

4. Reinstatement of the joint Glendale-Burbank Air Support Unit. This 

could be accomplished through use of existing aircraft, or the 

upgrading of Glendale aircraft to those of the type Burbank 

operates. (This will be discussed further under "Equipment"). 

By reinstating the joint unit. we would nearly double our staffing 

1 eve 1. If ':lurbank provi ded fifty percent of the fundi ng and an 

equal amount of personnel, we could provide the following: 

Burbank 1 Sergeant, 4 Officers 

Glendale - 1 Sergeant, 5 Officers 

This would provide 4 flight crews and enable us to schedule 80 flight 

hours a Month or 3840 hours per year. We cou 1 d have 4 patro 1 fl i ghts per 

day, or 3 patrol flights and 1 surveillance flight, or 2 patrol flights and 2 

surveillance flights. (See attachment #1) 

Two Sergeants in the unit could share administrative responsibilities, 

as well as operational duties. They would each be responsible for their 

respective department's personnel evaluations, department communications and 

share ;n joint supervision. They could rotate as administrative Sergeant and 

Operations Sergeant. 
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HELIPORT: 

The Air Support Unit is currently located at 1010 Flower Street on 

property owned by the Los Angeles Department of Water and Power. We 

currently possess a five lease agreement with L.A.D.W.P., which expires in 

April of 1990. We are operating our facility under authority of a 

conditional use permit issued by the City of Glendale. This permit expires 

August 1, 1992. 

The main area of concern written into the L.A.D.W.P. lease is a 30 day 

"Get Out" clause. If executed, this provision in the existing lease would 

dramatically effect our air operations. Therefore, I am proposing that our 

department explore the feasibility of several alternatives to our present 

heliport location and facility. 

1. Initiate air operations from the Burbank-Glendale-Pasadena Airport. 

This could be accomplished by the lease of a hangar facility with 

fuel being purchased from on site vendors. This would be the least 

desirable alternative as it would again leave us with the 

controlling t~rms of a lease agreement. 

2. A second option would be the purchase of property at the airport. 

In approximately four years, the lockheed Corporation will be 

vacating all buildings east of runway 15 and north of runway 7. 

This is approximately 17 acres of property. The Burbank 

re-development agency has expressed interest in purchasing this 

property. If it could be obtained from Burbank, a 4 acre site 

would be more than adequate for our needs. 



3. A third option would be the joint purchase of Lockheed Property by 

the cities of Burbank and Glendale. The purchase price could be 

shared equally by both cities. This could be accomplished through 

a joint Air Support Program or a separate program operated out of 

the same facility. 

~. 
4. The last option would be the development of a heliport within the 

city limits o··f Glendale but at a location other than the Flower 

Street facil i ty. Several sites within the city limits were 

looked at, but only one was found to be suitable for our needs. 

That location is adjacent to the Scholl Canyon baseball fields. It 

is a graded plateau southwest of the ball fields where two water 

tanks are located. The Glendale Department of Water and Power is 

currently preparing to construct a water tank on the site. If 

approved, a heliport facility could be constructed in conjunction 

wi th th is proj ect. Th iss i te has many advantages. It is remote, 

for noise abatement purposes, and it has access to water, electric, 

telephone and sewers. It;s land owned by the City of Glendale, 

and it has a paved road to the location. 

If this project was planned and constructed concurrent to the 

D.W.P. project, it could reflect a substantial savings in 

construction costs and duplicate effort. (i.e. earth removal, 

relocation, leveling, grading, paving, etc.) 
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A specific report, including maps, drawings and photographs, has been 

prepared for the Scholl Canyon site. This will be submitted irmnediately as 

~he D.W.P. project ;s about to go out for consideration of bids. (See 

attached 2-7 "Proposal for Relocation of the Glendale Police Heliport 

Facility, attachment #8) 

AIRCRAFT: 

The Police Air Support Unit is presently operating two Hughes 269/300c 

helicopters and one Schweizer 269/300c helicopter. The combined total flight 

times of our aircraft is 16928 hours. 

The mission of our Air Support Unit has been ever increasing since the 

acquisition of our aircraft in 1979. The demands placed on our unit have 

surpassed our aircraft's capabilities. The needs of our department and those 

of the community have changed significantly since the conception of the 

existing program. These changes include the appearance of high rise 

buildings, increased traffic, and much more sophisticated crimi'nals, 

especially in the area of narcotics. If we choose to meet these changing 

needs, and maximize the usefulness of the helicopter program, a need exists 

for a faster, quieter helicopter, one with sufficient endurance, range, and 

payload to best meet the growing needs of our corrmunity and its emergency 

services. 
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Our department has received several aircraft comparison studies over the 

past several years. These studies have concluded that the next step up from 

~. the aircraft we are presently operating would be a light utility gas turbine 

;,el icopter. The aircraft recommended in both surveys, as well as being the 

most widely used turbine aircraft in the law enforcement community today, is 

the "McDonnell Douglas" SOOE. 

It is therefore my intent to propose, for consideration in the Air 

Support's five year plan, the acquisition of two (2) MO SOOE Gas Turbine 

aircraft. 

Utilization of Aircraft: 

By acquiring the MO SOOE aircraft, our department would experience an 

increase in the mission capabilities in the following areas: 

a. Faster response to calls which will increase first on scene 

capab i 1 it i es. 

b. Faster response time from the heliport, especially from cold 

starts. 

c. Increased availability and reliability 

d. Increased "Hot Day" performance 

e. Long range endurance for special flights 

f. Capability of training police and other personnel as additional 

passengers while still being able to provide normal patrol duties. 

g. Much quieter operation to reduce citizen complaints and flight'crew 

fatigue . 

• 

• I ______________________________ ~-------------------------
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• h. Better capability for police/fire response during emergency 

situations. 

~ith Turbine aircraft, Our unit responsibilities could increase to 

• include mission support for the Glendale Fire Department in the following 

areas: 

• Transportation of equipment and personnel into isolated areas. 

Aerial fire planning and photography 

Evacuation of victims from the roofs of high rise buildings 

• Transportation of fire fighters and equipment to and from the roof 

at high rise building fires 

Water/fire retardant drop on brush fires 

• 
Transportation of fire fighters and equipment to hot spots 

Evacuation of endangered fire fighters 

Air ambulance ability to transport sick/injured to area hospitals 

" 

Movement of paramedics to isolated or multiple casualty incidents 

• 
Expanded Air Support ope rat ions wou 1 d enhaNce benefi ts to other city 

departments such as: 

• 
Planning; aerial photography and surveillance 

Public Service; transportation of crews to inaccessible areas _ 

• Ability to perform sling load work 

Parks and Recreation; aerial photography of existing and proposed 

parks 

• 
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Transportation; fast transportation to and from out of town 

locations in extreme emergency situations 

Water/power; inspection of overhead power lines and water 

reservoirs 

Aircraft Performance: 

The Model 500E is alight single-turbine hel icopter that offers the 

highest speed, payload and productivity in its class. It is a four place 

(police configuration) turbine helicopter, with a five blade main rotor and 

an optional "quiet tail rotor system". Itls main points of advantage 

include: 

Q"ieter, optional four bladed tail rotor makes operation at normal 

patrol altitudes very quiet. See attachment #2 

External load capability of 2,000 lbs will enable water drops of 

200 gallons or one ton cargo lift. 

Small rotor diameter of 271 allows it to land on most streets. 

Can make slope landings up to 20 degrees. 

Ability to place stretcher in rear compartment (must be ordered 

with litter configuration) 

No airspeed penalty for doors off operation 

Fastest five-place light turbine at 175 mph 

Aircraft Productibity: 

5000 hour airframe - time before overhaul 

3500 hour engine time before overhaul 

440 mile range at 140 mph with auxiliary 

21 gallon fuel system 
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320 mile range at 140 mph with standard fuel system 

3.8 hour endurance with auxiliary fuel system 

2.8 hour endurance at 72 mph with standard fuel system 

Aircraft Safety: 

Major advancement in operational safety due to; 

Greater horsepower margin 

Five blade rotor system offers up to 25% more autorotation energy 

T-tail and large tail rotor for controllability 

Static mast with fail-safe rotor and rotor retention system 

See attachments #3, 4 & 5 for performance specifications and design features. 

Aircraft Costs: 

I have been in contact with McDonnell Douglas Aircraft Corp. and been 

advised that the current base price of a Model 500E helicopter is $480,000. 

This price will be effective until January 1, 1989 at which time a price 

increase will occur. To equip one helicopter with optional accessories and 

police equipment would bring the sales prices to approximately $651,000. See 

attachment #6 for list of required accessories. 
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Operations Costs: 

(Based on 1987 Dollar Estimates) 

Fuel. Jet A-

$.85 per gallon @ 28 gal per hour 

Lubricants-

Oil, solvents, gear oil 

Maintenance and Spares: 

Airframe-

Scheduled maintenance labor 

Rate @ $35 per hour 

(Maintenance manhour/flight hour = 0.34) 

Unscheduled maintenance labor 

Rate @ $35 per hour 

(Maintenance manhour/flight hour - 0.45) 

Reserves for retirement items 

(Limited lif~ parts) 

Reserves for airframe spares 

Reserves for component overhaul 

Reserves for refurbish, misc. costs 

Per hour 

$ 23.80 

$ 1.34 

Total = $ 25.14 

$ 11.90 

$ 15.75 

$ 31. 07 

$ 13.88 

$ 2.59 

$ 1. 65 

Total Airframe cost = $ 76.84 
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Engine: 

Schedules maintenance labor rate 

@ $35 per hour 

(Maintenance manhour/flight hour =0.13) 

Unscheduled maintenance labor rate 

@ $35 per hour 

(Maintenance manhour/flight hour =0.03 

Reserve for engine overhaul and spares 

$ 4.55 

$ 1. 05 

$ 21. 09 

Total Engine cost = 

Total Direct Operating Cost Per Hour = $ 128.67 

$ 26.69 

Note: The variable costs include overall fuel and lubricants consumed 

while operating under the following conditions: 

1. Gross weight: 10% less than maximum certified cruising speed; 10% 

less than maximum for that weight altitude: 1,000 feet on a 

standard day. 

2. Engine maintenance costs provide by "Allison ll Aircraft Engine 

Company. 
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Financing: 

As mentioned earlier in this report, the approximate purchase price of 

two MD 500E helicopters, at current market value, is $1,302,000. I would 

like to propose an alternative to making a large capital expenditure of this 

type. 

Upon researching the acquisition of MD 500E's by the los Angeles 

Sheriff's Department (purchased 10 aircraft) and the Burbank Police 

Department (purchased 2 aircraft) I found that both agencies utilized low 

interest municipal lease/purchase financing .. 

Lease purchase financing allows governmental entities to acquire 

essential equipment and needed facilities by leasing over a period of time 

while conserving working capital and avoiding long-term debt obligations. 

A lease purchase is an installment sales contract that provides for the 

acquisition of assets through installment payments composed of principal and 

interest. Equity is establ ished with each payment made, and at the end of 

the repayment term, ownership is transferred to the municipality at no 

additional cost. Throughout the repayment term, title may be vested in the 

name of the municipality with the lessor retaining a security interest in the 

asset. 

Following is an example of a lease/purchase payment schedule for the 

purchase/payment of two MD 500E helicopters: (Effective 1-15-88) 
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Pymt 

,\lumbr 

o 

1 

2 

3 

4 

5 

8 

9 

10 

-:-utdls 

Periodic 

Pmt Date 

15/Jan/88 

I5/Jan/88 

15/Jan/89 

15/Jan/89 

I5/Jan/90 

I5/Jan/90 

15/Jan/91 

I5/Jan/91 

I5/Jan/92 

15/Jan/92 

15/Jan/93 

PUBLIC LEASING CORPORATION 7.14% INTEREST RATE 

Principal Amt 

of Pmt Due 

0.00 

103,119.69 

106,801.99 

110,615,78 

114,565.76 

118,656.78 

122,893.90 

127,282.31 

131,827.43 

136,534.86 

141,410.39 

$1,213,708.89 

Net Interest 

Amt of Pmt Due 

0.00 

43,340.31 

39,658.01 

35,844.22 

31,894.24 

27,803.22 

23,566.10 

19,177 .69 

14,632.57 

9,925.14 

5,049.61 

$250,891.11 

Net Periodic 

Pmt Amt Due 

0.00 

146,460.00 

146,460.00 

146,460.00 

146,460.00 

146,460.00 

146,460.00 

146,460.00 

146,460.00 

146,460.00 

146,460.00 

$1,464,600.00 

:Purchase 

:Option Price 

:$ 1,214,986.10 

1,111,757.90 

1,004,843.52 

894,111.33 

779,425.01 

660,643.37 

537,620.14 

410,203.89 

278,237.74 

141,559.20 

0.00 

Public Leasing Corporation's bid of 7.14% interest rate would require 

the city to make ten semi-annual payments of $146,460.00 (or $292,920.00 

annually for five years) for a total of $1,464,000. (Principal of 

approximately $1,213,708.89 and interest of $250,891.11) 

The city would have the option to prepay (option to purchase in full 

without a premium) at any time during the five year term of the lease 

provided a 30 notice is given to the lessor. The purchase option may be 

executed after remittance of the outstanding principal ,plus accrued interest. 
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If the city does not exercise the purchase option throughout the life of 

the agreement the buy-back amount (the amount the city would have to pay to 

acquire ownership of the helicopters) would be $1.00 (one dollar) . 

The main advantage to the city associated with this financing, is 

related to the interest cost (the interest the city as the leasee will pay to 

the owner of the equipment, the lessor) which is anticipated to be lower over 

a 5 year term than the interest income the city will receive by investing 

their funds in different investment instruments. 

Comparing the example bid of 7.14% interest cost to an investment yield 

of 8.00% (example city's interest yield as of 1-15-88) the city coul'd be 

earning the difference of .86% (8.00% minus 7.14%) If we leased the aircraft 

(by using someone else's money) instead of paying cash (and putting our money 

in the bank) the difference of .86% translates into approximately $10,438 

($1,213,709.00 approximate cost of the helicopters times .86% of annual 

interest earnings to the city. 

The above annual interest earnings figure could increase or decrease 

depending on the market rates during the five year term of the lease. If the 

investment rate of the city's investment portfolio increases to 9% or 10%, 

this would translate into approximately $20,000, or $30,000 respectively of 

annual interest earnings. If interest rates consistently remain one or two 

percentage point over the 7.14% interest costs through the five year lease 

term, the city could potentially make $50,000 to $100,000 interest earnings 

after paying the interest costs. If it drops to 7.00%, it would cost the 

city approximately $1,699 a year (7.14% minus 7.00% equals .14 times 

$1,213,709) 
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To prevent any negative impact resulting from the interest earnings 

Falling below 7.14%, the city should obtain a prepayment chuse in the lease 

agreement whereby the contract term will expire at our option by giving the 

lessor a thirty day notice of intent to purchase the aircraft. To be able to 

payoff the rema in i ng outs tand i ng ba 1 ance in an exped it i ous way, the city 

should place appropriations originally authorized for the aircraft purchase 

into a reserve account for the purpose of repaying the principal of the 

lease/purchase. 

It is impossible to project where interest rates will be during the five 

year lease agreement, however, to mitigate any potential adverse impact that 

an interest rate drop below the proposed interest cost of 7.14% might have, 

the city would be able to payoff the remaining balance provided a 30 day 

notice is given to the lessor. 

The city is at no risk if it enters into a lease/purchase financing. 

There will be no additional cost to the city by financing the acquisition of 

the helicopters instead of paying cash for them. On the contrary, the city 

potentially could make between $50,000 to $100,000 over the interest cost 

(depending on the investment interest rates) by putting those funds in the 

bank through the 1 i fe of the 1 ease. There is no doub 1 e expendi ture or 

appropriation. 
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Further consideration should be given to the resale of our existing 

aircraft and equipment. Using the average resale prices for (2) 1979 and (1) 

1986 Hughes/Schweizer 300C aircraft, including spare parts and tooling, the 

city could realize approximately $300,00. 

If this money were used to defray the cost of two MD 500E helicopters, 

it would reduce the purchase price to $1,002,000. McDonnell/Douglas 

expressed interest in assisting with the resale of our existing equipment. 

Another area to explore with regard to aircraft purchase would be the 

expenditure of narcotic seizure funds. If the city were to appropriate one 

half of the purchase cost and authorize the expenditure of narcotic 

forfeiture funds for the other half the city would only experience a capital 

expenditure of $501,000. 

(2 ) MD 500E helicopters $ 1,302,000. 

Less resale of existing equipment - 300 1000. 

Net Purchase $ 1,002,000. 

City Appropriation $ 501,000. 

Narcotic Forfeiture $ 501,000. 

If these funds (city and narcotic) were placed in an interest bearing 

account, as previously explained, it is possible that enough new narcotic 

forfeiture funds would ~ome into the system over the next five year period to 

repay the city's original $501,000 expenditure. 



• 

SUMMARY/RECOMMENDATIONS: 

• In summation, it is my recommendation that the Glendale Police 

8epartment actively work toward accomplishing the following goals over the 

next five year period; 

Reinstate the joint Glendale/Burbank Air Support Unit, to 

incorporate Burbank's offer to share one half of all operating 

cost, manpower and equipment. 

Select and construct a new heliport facility either on the site 

• proposed in Glendale or a joint site with Burbank P.O. at the 

Burbank Airport. 

Purchase of two McDonnell/Douglas M.D. 500E light turbine 

• helicopters with capital expenditures being offset by sale of 

existing aircraft. 

Respectfully submitted, 

Ron Allison, Sergeant 

Police Air Support 

RA:cel 

• 
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MONDAY 

Day Shift 

• Late Days 

Mid Shift 

Night Shift 

• 
TUESDAY 

Day_ Shift 

Late Days • Mid Shift 

Night Shi ft 

WEDNESDAY 

Day Shift 

Late Days 

Mid Days 

Niqht Shift 

• THURSDAY 

Day Shift 

Late Days 

• Mid Days 

Night Shift 

.' 
• 

PATROL SCHEDULE 
(Example) 

9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 24 01 

D< D< D< )< 

X D< D< D< 

9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 24 01 

D< D< D< D< 
lX D< X lX 

[X X [X [X 
[X [X D< [X 

9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 24 01 

X X )< D< 
X X [X [X 

X X D< [X 
X X X D< 

9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 24 01 

[>< D< )< [X 
[X [X lX lX 

X [X IX [X. 
[X [X [X X 

4 HRS 

Day Off 

4 HRS 

Day Off 

8 HRS 

-
4 HRS 

» 

4 HRS 

4 HRS 

4 HRS 

16 HRS 

4 HRS 

4 HRS 

4 fiRS 

4 HRS 

16 HRS 

4 HRS 

4 HRS 

4 HRS 

4 HRS 

16 HRS 
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FRIDAY 9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 24 01 

Day Shift C>< rx rx rx 4 HRS 

• Late Days [X rx [X LX 4 HRS 

Mid Shift Off 

Niqht Shift e>< [X [X rx 4 HRS 

12 HRS 

• SATURDAY 9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 24 01 

Day Shift Off 

Late Days rx rx [X [X 4 HRS 

• Mid Shift Off 

Ni qht Shift [X [X rx rx 4 HRS 

8 HRS 

surmAY 9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 24 01 

Day Shift Off 

Late Days Off 

'. Mid Days rx [X X [X 4 HRS 

Niqht Shift Off 

4 HRS 

Total Hours per week 80 

• 

• 

• 

• 
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Quiet Operation 

;SOISE SIGN A TURE COrvfPARISON 
"500E" & "QUIET 500E" 

I RECOG~lTIO~ 
~DlST . .I,.:-';CE 

\ 

~ QlJIET 

RECOGSlTIosJ~L500E 
DlST . .I,.:-';CE 

• \X'hen che distance recognition is 1/ 10 -
Llnl\' 1 1(' of che people hear che noise 
.m.::i che Juracion is 1 10 the rime. 

ATTACHMENT #2 

\.kDonndl Douglas Helicopter Companv is 
che nnl\" manlltacturer in the rororcrarr 
InJuscn to have JevelopeJ an englneenn~ 
'iolutlon ro nOise pollution. The 50CE !us a 
lInlyUe yUlerlng .;\scem chat Jchleves J sound 
level near che ambient tr.lthc level. It IS 
re(o~nl:eJ hv nJ.inV CL)mnJunICle~ .IS che 
'-JlIleCe'iC heh(l)pter a\·adable. 

• Flies unnotICed over the citv 
• Ideal for Cltv banking and law 

enforcement 

• L'rban and rural application 

Hehcopcer sound becomes nbJecrtonable 
nOise when It IS roo 10uJ. too CJstly perceived. 
IS repetitive or when there are objeCtionable 
trequencles in the sound signature. 

The \!DHC '-JUlet helicopter has over­
come .tli of these objections ro the pomt chat 
the reC01!nltlon Jistance (the distance trom 
the observer at which the sound can first he 
heard dUring a 500-toot (l52mJ Jlmude 
tlvoverl has been (Ut bv 800/.) • .-\Iso the stay­
time (how long the sound can be heard .lrrer 
It IS rim perceived) has been reduced bv 60Ctc. 

E.: 

I 
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ATTACHMt:.NT tf3 

MD 500£ High Performance Helicopter 

'-'-;7'" 
" ii -- -----~~, f " .~-j 

j---_._-- ~~~ 

6 5 F .. , U FHt /-'=-=~~""~~"";;::===s::~-J~ ~ 5 .• FHt 
(197 M.,.", (1.31 MtI .... ' \- ~ .~~- ..:II (158"".", 

NOTES: 

1. Helicopter on ground with fuU 
fuel. 'l'yplc.1 Ittltude 0' carvo 
deck 4.7 degren no .. up. 

2. If optional extended Ilndlng 
ge., II Inltllled. add 0.17 fMt 
to IU vertical dimenllloni. 

-, --'-~iii!FB~-

, . ..;:....-"'~ 
- --' _.f"' '. 

\~ •.• FHt 

--
3O.IF ... 

-----(1.31 .... .,.)-------

2 •. IFMt 
(7.4 ......... ) 

.1 

-, - ------1IiI!~==...;...;.~'jj"';.;::;-
i ..-.----. 
i •.• ,..1 

'.2 FHt 
(2 ....... .,.) 

a.IF ... 
. (2.0· .... _)1 
I t 

(1.N ...... ' 

'.4 FMC 

aC.7 ""l'l ----­
(7.53 ....... ) 

The MD 500E has been redesigned by McDonnell Douglas Helicopter Company with a new interior 
that makes it the quietest, most spacious and most comfortable Model 500 ever. Rear seat passengers 
have increased headroom and fifty percent greater visibility. Thoughtful refinements provide "first 
class" front and rear seating with added legroom. Pilots appreciate the new T-shaped instrument 
panel that provides for a full complement of state-of-the-art avionics. 

With its 420 shp AJII80n 25O-C20B tUrbine engine and five-bladed main rotor, the MO 500E is the best 
performing helicopter In its class . 

The MO 500E light turbine helicopter allows profitable and easy configuration conversions from a 
deluxe five-place 8X8Cutive transport to a utility cargo carrier or a short-haul vehicle carrying a pilot and 
six passengers. 

Typical uses include intracity and intercity transportation 0' key personnel; worksite mobility for techni­
cians and craftsmen; aerial survey, patrol and photography; agricultural uses such as seeding, spray­
ing, and 'ire-fighting; air rescue operations; and numerous other tasks within the construction, 
petroleum, and forestry industries. 
Optional high-clearance skids permit operations in rough terrain, while other optional equipment such 
as inflatable floats, personnel hoist, ambulance kit, and external baggage pods increase the 
MD 500E's versatility. 
Proven reliability of the derated turbine engine, fail-safe design and a worldwide network of factory 
authorized service centers assure year-round dependability . 

......... 



ATTACHMENT :14 

MD 500E Performance Specifications 
• Gross Weight 

2.000 Ib (907 kg) 3.000 Ib (1361 kg) 

.. 
English Metric Engllih Metric 

Maximum Cruise Speed: 

e· Sea Level 169 mph 272 km/hr 160 mph 257 km/hr 
5.000 ft 169 mph 272 km/hr 155 mph 249 km/hr 

MaximulTI Range: 
Sea Level 318 miles 512 km 294 miles 473 km 
5.000 ft 367 miles 590 km 320 miles 515 km 

Maximum Endurance: 
Sea Level 3.3 hrs 3.3 hrs 2.8 hrs 2.8 hrs 
5.000 ft 3.6 hrs 3.6 hrs 3.1 hrs 3.1 hrs 

Maximum Rate 01 Climb: 
S.L.. Sid day 3.240 fpm 16.46 m/sec 1.875 fpm 9.53 m/sec 
ISA + 20°C day 3,240 'pm 16.46 m/sec 1,875 fpm 9.53 m/sec 

Service Ceiling over 20.000 ft 6090m 14.700 tt 4481m 

• Hovering Perlormance: 

I n-ground-effect: Std day 19,000 ft 5791 m 8.500 tt 2591 m 
ISA + 20°C day 17,000 ft 5182 m 6.000 tt 1829m 

Out-of-ground-effect: Sid day 17,000 ft 5182m 6,000 ft 1829m 
ISA + 20°C day 15.700 ft 4785 m 3.100 tt 945m 

• 
Vne (maximum permitted speed) 175 mph at sea level (282 km/hr) 152 kts 

• MD 500E weights 
FAA Certificated Grou Weight: Normal category ................. . 3,000 Ib (1361 kg) 

External Load operations .......... . 3.5501b (1610 kg) 

Empty Weight: Standard configuration ....................... . 1,441 Ib (654 kg) 
Industrial configuration ....................... . 1,341Ib (608 kg) 

Usetullolld: Standard configuration-Normal category ....... . 1.5591b (707 kg) 

• -External Load operations . 2,109lbo (956 kg) 

Industrial configuration-Normal category ....... . 1,6591b (754 kg) 
-External Load operations . 2,209lbo (1002 kg) 

Fuel Capacity: 64 U.S. gallons ............................. . 4031b (183 kg) 

• MD 500E power plant 
Allison Model 250-C20B gas turbine, rated at 420 shp, derated tor reliability and safety to: 

Take-off power ..... , ........................... , . . . . . . . . . 375 shp (280 kw) 

Maximum continuous power .......... . 350 shp (261 kw) 

• • NOTE: Max hook clpKlty ... 2.000 Ib (go7 kg) 

• 
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Design Features 

All-Metal 5-Bladed Main Rotor with 
Aniculated Hub for Extra Marlin ot 
Concrollabiliry and Low Vibration 

Elaslomeric Dampen 

wenience Lights 
_ .u and Rear 

Landing Light 

Skid:rip 
P05uion Lights (Z) Anri-CoUiJion 

Strobe Light 

ATTACHMENT ,5 

T-Tail for Improved Maneuvering and 
Stable. Comfonable Ride 

Anti.coUiJion 
Strobe Light 

Cockpit 
Utiliry Light 

AU-Me ... l 'faa Rotor with Cambered 
Airfoa for Hi&h Altitude Operations 

~ZO shp (31J kw) Allison Z;C.cZOB 
Turbine Ensine Providcs Reservc 
Power 

low Draa FUielase with Hich 
Strcnph and Liche Weicht for 
Hi&h Speed 

c 

, 
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ATTACHMENT £16 

Equipment and Accessories 

_ JOE Standard Equipment 

Controls 

Flight Instruments 
-\~r .. pc:t:J t~Jk3(0r 
~tH\."mt:(:-:( .-\;r::r.erer 
'-1.1I!n~r:,- l'::.·m;:-J" 
I.. 'ut'IJe .-\:r :-cm~t:r~ture InJI(Jtur 
~,D,I" "::0(k. )\\ee;= )e(\.'nJ HJnd 

Engtne & Instruments 
.;~,' ,h::- \;!; ~\\ I Allison 250,C:l'B cnglne 
['ltd -:-J(homctcr \~R Jnd :--::\ 
" :-J( nometer 
E;JIZI:lc k'ro..lUemcter 
:-urbne 0urict :-cmperature Indl(JtC'r 
Englnc 0:1 Pressure Indl(ator 
F,,,ci ~'jJnr:t\' lndl(Jtor 
DC ,-\mmeter 
Runnln~ T!me \Ieter 
'\;1(kd,CJdmlum Batter\, 
E).(ernal Power ReceptJLie 
\ucomatl( Engine RelgnlClon Kit 

Annunciator Panel 
(\Vaming Lights) 

Em:me OUt Iplus Judlble alarm) 
E:l!:lnt! Chip Detector 
F ;ei L.,\\' 
r'.l<:: F'iter 1.."b<mlLnon 
\ :.].1, R..:-(,)r -:-r:msmlsslon Chip Detector 
\, iJ.r: R,..)t.')r TransmiSSion 011 Pressure 
\ :,);,. :Z0t0r TransmiSSion Oil Temperature 
:1,: K\.·c\'r Transmission Chip Detector 
~ ~c'~<'::k'r VUt 
:. ' :: .. ··r Rf\( 
;.; ,·:.'r'. I.."'wrremp 

~ight Lighting 
L.":-.l:",,, L:lJ:ht 
,~;',":,:.::, :'um!vn Lights 
-\'.:;~0Iil~ll.m Strobe Lights \:1 
I.~ \,;';:,'1( L'tilltv L:l!hr 
":,'01 t!!llt!!l(t! L,gh~. At't CJbln 
:n,tr;,;r:;e!lt LII~htlng 

Finish 
Extenor Paint & Trim. Choice ot 

Colors. Polvurethane Paint 

Miscellaneous 
Keyed locks. all four doors 
Tinted Cmopy and Window Pands 
\'lnyl & FabriC Seat Cushions -

lPassenger Compartment Seat 
iolds up against ali: bulkhead: 
removable) 

Safety Belts l;). Inertia Tvpe 
w· Shoulder Strap (Sam Brown type) 

Intenor, Trim 
Deep Pile Floor Carpet 
\1apcase 
Ashtrays & Lighters In Crew & 

Passenger Compartment 
Cabin Soundproofing 
Flow·through Positive VentliaClon Svstem 
Cargo Tie Down Fimngs 
;l.,.ccessory Hardpolnts 
Jacking Flmngs 
Pitot Tube Cover 
Roror Blade Tie·Down Socks 
Engine Inlet & Exhaust Covers 
Ground Handling \({heels 
Flight ~anual 
Wintemed Components 
Fire ExtingUisher 
First Aid Kit 
Passenger Sreps 

c: . 

I 
I 
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ACCESSORY LI ST 

QUANTITY fTEM 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

4 

2 

2 

Automatic Reignition 

Dual Controls 

Engine Wash Kit 

Heating/Defogging System 

Hard Points 

Saft Battery 

Cargo Hook 

Extended Gear 

Particle Separator with Mist Eliminator 

Fargo Auxiliary Fuel Tank 

Quiet Tail Rotor Kit 

Rotor Brake 

Wire Strike Kit 

Altitude Gyro with Slip Indicator 

rvsr 

WECO 160 AMP Starter Generators MOLi 23032-051 

King KY19670 VHF Comm Radios 

King KT 76 A Transponder 

Slant Panel 

ATTACHMENT #6 
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ATTACHMENT #6 

QUANTITY ITEM 

2 

2 

2 

6 

Fargo Generator Cooling Kit 

King KEA 127 (Blind) encoding altimeter 

Mesh seats front & rear (individual) 

David Clark Headsets 11-10-86 

Police Avonics Package as follows and installed by Air Comm 

Systems, Inc. 

4 

4 

2 

2 

2 

4 

ACS 775 SL Audio Mixer 

ACS 179 Passenger rcs (Transmit to Ground) 

ACS PIA 100 PA/Siren Single Speaker with 2 

Drivers (flush mounted) 

II Morrow Apollo 604 F B Loran C 

Davtron Density Altitude indicator 655-2 

King KA 39 Power Converter 

4 FM Antennas 

2 Foot Switch 

2 Spectro Lab SX-16 Searchlight with Side Mount 

2 Argus 5000 Moving Map w/Loran Interface 

3 Head set switch Cords (rCS/Transmit) 

2 Ken Lab Power Supply 
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AriTcR,(ENT i7'·'-- c:; 
The MD 500 Series Warranty 
Best Program in the Industry . .. Backed by Service 

McDonnell Douglas Helicopter Company warrants each new helicopter sold by it to be free from 
defects in material and workmanship under normal use and service. MDHC's obligation under this 
warranty is to the original purchaser only, and is limited to repairing or replacing at MOHC factory any 
part which shall, within one (1) year after delivery of such helicopter, or one thousand (1,000) hours of 
operation, whichever shall occur first, be returned to MDHC unless otherwise specified by MDHC, with 
transportation charges prepaid, and which upon MDHC's examination shall disclose to its satisfaction 
to have been thus defective. (Replacement parts are warranted for the remainder of the applicable one 
(1) year or 1,000 hours original warranty period.) 

In addition, if a part of the "Drive System" is found to be defective in material and workmanship, 
MDHC will repair or replace the item during the first two (2) years or 2,000 hours, subject to the 
conditions described above. This obligati-:-ln is for 100% of the cost to repair or replace an item which 
is returned during the first year or 1 ,000 hl.lurs of operation. If the part is returned during the second 
year, or 2,000 hours of operation, whichever shall occur first, MDHC will prorate the cost to rep&r or 
replace by giving the purchaser a credit in relation to the number of hours of service in accordance 
with a set schedule. Further, MDHC will pay the cost of labor (labor allowance) for removal and 
installation of such parts during the first two (2) years or 2,000 hours. The replacement part must be 
installed at an MDHC approved Service Center. The " Drive System" parts are those which drive the 
main rotor and tail rotor. They include the rotors but do not include the engine or flight controls. 
Replacement parts for the" Drive System" are warranted for the remainder of the applicable two (2t 
years or 2,000 hours of the original warranty period. 

A written notice of a warranty claim must be given promptly to Manufacturer and, in no event, later than 
sixty (60) days after expiration of the warranty period. 

This warranty shall not apply to any helicopter or part which shall have been repaired or altered outside 
MDHC's factory in any way so as, in MDHC's judgement, to affect the stability or reliability of the 
helicopter or part, nor which helicopter or part has been subject to misuse, corrosion or erosion, 
negligence, or accident. 

MDHC makes no warranty whatever with respect to engines, engine accessories, batteries, radios, 
avionics or other trade accessories installed at purchaser's request, inasmuch as they are usually 
warranted separately by their respective manufacturers. However, if any such manufacturer does not 
have local facilities or representation for the proceSSing of warranty claims, any warranty claim in 
connection with such parts may be made directly to MDHC, which, as a matter of accommodation, will 
process the claim on behalf of the Customer to the appropriate manufacturer. 

The foregoing warranty is exclusive and is given and accepted in lieu of any and all other warranties, 
express or implied, including without limitation the implied warranties or merchantability and fitness for 
a particular purpose. The ffJlTH!Hiles of buyer shall be limited to those prrNided herein. In no event will 
manufacturer be liable for collateral or consequential damages or for any other costs. MDHC neither 
assumes nor authorizes anyone to assume for it any other obligation or liability in connection with the 
sale of its helicopter products. 

MDHC Tech Reps, SSNice 
Centers and Operations 
Worldwide . .. 

• Tech Reps 
• Service Centers 
• Distributor Locations 
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ATTACHMENT 48 

Z-7 
CITY Of GLENDALE 

INTERDEPARTMENTAL COMMUNICAnON 

TO CAPTAIN GLYNN MARTIN 

FROM SERGEANT RON ALL I SON 

SU8JECT 

OCTOBER 27, 1988 

PROPOSAL FOR RELOCATION OF THE 
GLENDALE POLICE HELIPORT FACILITY 

In an effort to continue to explore alternatives to a heliport facility 

that is not leased from the City of Los Angeles, the following recommendation 

is presented for your consideration. 

I have divided this proposal into six categories to be evaluated and 

discussed. They ara: Land to be utilized, field or tarmack layout} 

structures to house aircraft and employees, utilities to be installed, 

permits, licenses and studies to be obtained and project costs. 

We are proposing the use of the 1 and located southwest of the Scho 11 

Canyon baseball fields. It is a level graded plateau where two water tanks 

are currently erected. This property is owned by the City of Glendale, under 

the control of the Department of Water and Power. It is referred to as the, 

"Glenoaks 1290 tanks." 

The Department of Water and Power are currently seeking bid requests to 

construct a six million gallon water tank on this site. (See attachment 

1-0.W.P. Plot Plan) This project would construct a 180' diameter concrete 

tank approximately in the center of the existing site. The two existing 

water tanks will be removed after completion of the new tank. 
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Captain"Glynn Martin 
Proposal for Relocation 
Page 2 

We are propos i ng to ut i 1 i ze the unused property northeast of the new 

water tank. This would provide us with an area of approximately 350' x 180', 

which will be more than adequate for our operation. 

I have attached aerial photos of the proposed site. As you can see, 

this site provides for easy ingress and egress for arriving and departing 

aircraft. Due to prevailing southerly winds in the area, all approaches 

would be made over the Scholl Canyon Golf Course, following Glenoaks Blvd. 

All departures would be in a southwesterly direction following the ridgeline 

between Glenoaks Canyon and Chevy Chase Canyon. 

The elevation of this site is 1270' M.S.l. (above sea level). At this 

altitude, the site will be susceptible to inclement weather. such as low 

clouds and high wi nds dur; ng Santa Ana wi nd cand it ions, however, th is on 1 y 

affects a minimal amount of days during the year. 

The access to this site is via Glenoaks Blvd., in Scholl Canyon. This 

street is lightly traveled, affords curbside parking and can be secured by a 

gate in the evening. The site is bordered on three sides by steep canyon 

hillsides and heavy brush which adds to the ability to secure the facility. 

HELIPORT FIELDlTARMACK 

As depicted on attachment H2, we are proposing a tarmack. (field of 

operation, runway, taxiways, etc.) layout consisting of a landing pad with 

recessed lighting, three parking pads and a fuel pit. The fuel pit will 

consist of one 10,000 gallon fuel tank and an underground pumping station. 

The pumping equipment will be located between pad *2 and the fuel pad which 

will enable refueling to aircraft on either pad. 



Captain"Glynn Martin 
Proposal for Relocation 
Page 3 

The entire tarmack will be paved with asphalt to prevent blowing dust 

and to allow aircraft to be moved on the ground. All appropriate heliport 

markings will be painted in white or yellow paint, per Federal Aviation 

Administration Rules and Regulations. 

The site will be secured on the east, west and north perimeters by chain 

link fence with rolled razor wire. We recommend the construction of a block 

wall along the southwest perimeter to be topped with rolled razor wire. This 

will provide security to the public side of the facility and serve as a sound 

reduction wa11. 

We propose to place the driveway at the extreme east end of the 

facility. This will be the 1eve1est area to make entry onto the facility. 

Pavement markings will direct vehicular traffic to designate parking areas. 

The entrance will be regulated by an electric security gate similar to the 

type presently in use ~t the heliport. This will prevent vehicles from 

entering the facility when aircraft are maneuvering. 

STRUCTURE 

The building necessary to support our air support operation, should be 

large enough to house a minimum of four (4) aircraft. This will allow enough 

interior space to move aircraft around for maintenance purposes or 

pre-fl i ghts. Also necessary. wi 11 be space for offi ces. restrooms. locker 

room, crew quarters and maintenance work areas with storage. 
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Captain"Glynn Martin 
Proposal for Relocation 
Page 4 

We purpose the construction of a block wall building, 80' x 110' with a 

second story 20' 4" X 59' 4". The main floor of this building will house 

aircraft maintenance facilities, shop equipment, a restroom and an office. 

The following dimensions are suggested: 

Hangar Area 80' 0" x 89' 6" 

Maintenance Room SO' 4" x 20' 6" 

Restroom 9' 4" x 6' 4" 

Office 20' 4" x 20' 6" 

The second floor would be located over the southwest portion of the 

building. This will be more cost effective due to first floor supporting 

walls. This would also be located further away from aircraft flight paths. 

Access to the second floor would be via an interior stairway to the 

crew's quarters. The second floor would consist of the crew's quarters, mens 

and women's locker room Jnd restrooms. The dimensions of these rooms are as 

foll ows: 

Crew's Quarters 20' 4" X 35' a" 
Men's Locker Room 8' 4" x 15' 4" 

Men's Restroom la' 2" x 9' a" 
Women's Locker Room 7'10" x 15' 4" 

Women's Restroom la' 2" x 9' a" 
Attachment #3 depicts our recommendation with regards to a floorplan of 

the bu 11 ding. 
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Proposal for Relocation 
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UTILITIES 

The site which has been recommended, provides easy access to utilities 

that would be necessary to substain an Air Support operation. We have 

identified the need for the following utilities and services: 

Water 

Electricity 

Sewers 

- Water lines currently exists at the curb of this site. A 

fire hydrant ;s located at the west curb next to the 

proposed location of the driveway entrance. This will 

provide easy and cost effective connection to a nearby 

water source. 

Note: This site is currently a designated landing 

zone and water source for Los Angeles County 

Fire Department helicopters. An Air Support 

facility would greatly enhance their 

efficiency. 

- Electrical power currently exists to the north ~dge of 

the property. At that point the lines are routed from a 

pole to underground. Th is wou 1 d provi de an easy 

electrical s~urce to the proposed facility. 

- Sewer lines are already installed under Glenoaks Blvd. 

They are routed from the Scho 11 Canyon Golf Course and 

baseball fields to the residential area in Glenoaks 

Canyon. New sewer lines could be connected at the street 

to service the proposed heliport site. 
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Teiephone - Telephone lines are currently installed at the pump house 

on the east side of the proposed site. The cost of 

telephone service would be minimal as existing lines are 

within easy access. We recommend that all telephone 

lines be routed underground to reduce any safety problem 

which may be casued by installation of telephone poles on 

the heliport site. 

Sanitation - Trash removal would be provided by the City of Glendale 

Sanitation Department. Easy access to the facility will 

be afforded by the prop~sed location of the access 

driveway. 

PERMITS, LICENSES AND REPORTS 

The following information, regarding permits, licenses and reports, 

pertains to requirements needed to obtain the necessary permission to proceed 

with the proposed heliport project. 

FEDERAL GOVERNMENT: 

I. Notice to F.A.A. of Heliport Development 

A. Form 1480-1; Layout sketch and location map to the appropriate 

F.A.A. Regional or District Airports Office. Note: A section 

of a 1.5 Mi nute U. S. Geo 1 ogi ca 1 survey quadrangl e map is 

recommended for the location map . 
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STATE GOVERNMENT: 

I. State Aeronautics Commission 

A. Guidelines for Environmental Issues 

1. AC 150/5020-1, noise control and compatibility planning 

2. AC 150/5020-2, noise assessment guidelines for new 

heliports 

II. Southern California Air Quality Management District 

A. Permit to operate underground fuel storage tanks and pumping 

equipment 

LOCAL GOVERNMENT: 

I. Environmental Impact Study 

A. Noise 

B. Land usage 

C. Water 

D. Air Quality 

E. Drainage/Sewer usage 

II. Conditional Use Permit 

A. Operation of a private use heliport 

1. Hours Of Operation 

2. Amounts of take offs and landings 

3. Flight patterns 

4. Types of aircraft flown 
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B. Facilities 

1. Utilities 

2. Access Roads 

3. Drainage - per zoning regis 

4. Landscaping - per zoning regis 

5. Refueling facilities/tanks to conform to fire dept. 

standards 

6. Fire fighting equipment 

7. Adequate off street parking 

8. Paving, paint markings, parking stalls 

III. Building Permits 

A. Hangar and office construction 

B. Wall sand driveways 

C. Paving 

D. Fences 

E. Electrical - Hangar, Pads and perimeters 

F. Water 

G. Sewer 

IV. Fire Department 

A. Codes 2, 34, 15b 

1. Operate hel iport 

2. Underground fuel storage tanks 

3. Storage of flammable liquids 

4. Spraying of flammable liquids 
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PROJECT COSTS 

The location recommended has many benefits with respect to cost 

reduction of the project. 

1. Land - The land is currently owned by the City of Glendale. 

2. Location - The proposed site lies adjacent to a developed roadway 

with access to the location. 

3. Utilities - All necessary utilities currently exist at or nearby 

the perimeter of the location. 

4. Construction - This project can be completed in conjunction with 

the department of Water and Power's water tank construction. 

This would reduce costs of grading, paving, fencing and 

driveway access. 

We do not possess the expertise to estimate the total cost of 

constructing a heliport on the site proposed, however, if the concept of the 

proposa 1 is, approved actual cost estimates can be obtai ned for further 

consideration. 

Areas for cost considerations are as follows: 

Hangar: 

Walls Reinforced cement block 

Roof Flat roof covered with spray-on foam insulation 

Floor Cement floor painted white with urethane coating 

Windows As needed for illumination of hangar interior and as 

required by code 
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Captain Glynn Martin 
Proposal for Relocation 
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Doors 

Lighting 

Electrical-

Water 

Equipment -

Security 

Office: 

Walls 

Ceil i ng 

Floor 

Windows 

Electrical-

Telephone -

Doors 

Three personnel access doors and one electric 

bi-fold hangar door 

Drop down area lights sufficient to illuminate 

hangar interior 

220 volt, one phase electrical source to hangar with 

interiors perimeter outlets and appropriate wall 

switches 

Overhead fire sprinkler system, eye wash station, 

drinking fountain, and hose faucets. 

Overhead trolly track for electrical hoist, with all 

necessary wiring. Compressed air lines around 

interior perimeter of hangar 

Motion sensor alarm system with dual technology 

sensors for interior area of hangar 

Interior walls of reinforced cement block 

Drop down acoustic panels with flUorescent light 

fixtures 

Wall to wall carpet 

Minimum of three aluminum frame sliding windows 

As required by code, to include wall switches 

One multi-line desk phone with intercom 

One exterior exit/entrance door and one access door 

to hangar 
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Maintenance Room: 

Walls 

Ceiling 

Window 

Floor 

Electrical-

Telephone -

Ground Floor Restroom: 

Wall s 

Ceiling 

Floor 

Interior walls of reinforced cement block 

Drop down acoustic panels with fluorescent light 

fixtures 

One window facing interior of hangar - sliding type 

Tile or linoleum floor covering 

Wall outlets as required by code. To include switch 

plates 

Multi-line telephone with intercom capability 

Interior walls of drywall type 

Drop down acoustic panels with fluorescent light 

fixture. Combination heater/fan mounted in ceiling 

Tile or linoleum covering 

Sink/Toilet - Porcelain type to include all required plumbing and 

faucets 

Mirror One wall mirror and paper towel and toilet paper 

dispenser 

Crew Quarters: 

Staircase - Interior stairway from ground floor to second floor 

crew quarters to include stairway light and hand 

rail 

Walls Cement block walls 
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Ceil i ng 

Floor 

Windows 

Electrical-

Telephone -

Kitchen 

Locker Rooms: (2 ) 

Restrooms: 

Walls 

Ceiling 

Floor 

Electrical-

(2) 

Wills 

Ceiling 

Drop down acoustic panels with fluorescent light 

fixtures 

Wall to wall commercial grade carpet 

Sliding aluminum frame windows in three exterior 

walls 

Wall outlets as required by code 

One multi-line wall phone with intercom 

One basin sink with faucet and required plumbing. 

To include four feet of counter with cupboards 

underneath and above 

Interior walls of drywall type 

Drop down acoustic panels with fluorescent iight 

fixtures 

Wall to wall commercial grade carpet 

Outlets and wall switches as required by code 

Interior walls or drywall type 

Drop down acoustic panels with fluorescent light 

fixtures. Combi nati on heater/fan mounted ; n ceil i ng 

Floor Tile or linoleum covering 

Sink/Toilet - Porcelain type to include all required plumbing and 

faucets 
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Mirrors One wall mirror in each restroom with appropriate 

paper towel and toilet paper dispensers 

All rooms to be heated and air conditioned via duct work and 

thermostats. 

Tarmack: 

Paving 

Marking 

Lighting -

Drainage -

Fuel System: 

Tank 

Asphalt paving to all usable surfaces at the 

proposed site 

Paint marking of all pads, taxiways, driveway and 

parking areas 

Exterior hangar lights, perimeter lights, pad lights 

(radio controlled via microwave) and driveway lights 

To include all appropriate drains as required by 

code 

Installation of 10,000 gallon Owens Corning 

Fiberglass double walled underground fuel tank. To 

include underground fueling facility with product 

piping, electrical and concrete as required . 
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Hopefull y, I have i dent i fi ed some areas of expense for purposes of 

discussion and consideration. Please keep in mind that other locatiQns 

within the city boundaries have been looked at, but none offer the benefits, 

such as roads, utilities and remoteness, that this site does. This would be 

the most cost effective location, within the City of Glendale to construct 

and operate a police heliport. 

RMA:cel 

Respectfully submitted, 

Ron Allison, Sergeant 
Air Support Unit 
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• PERSONNEL TOTALS BY YEAR AS A RESULT OF AUGMENTATION; 
PLAN 1.25 OFFICERS PER 1,000 POPULATION 

Ratio Sworn to non-sworn 2.28:1 2.17:1 2.03:1 1.97: 1 1.85: 1 1.81: 1 

Classification Present 89/90 90/91 91/92 92/93 93/94 • Administrative Analyst 1 1 1 1 1 1 

Administrative Assistant 0 1 1 1 2 2 

Communications Supervisor 0 0 0 " 1 1 1 • Clerk III 1 2 2 2 2 2 

Clerk Steno 4 4 4 5 5 6 

Clerk Typist II 16 17 18 18 20 22 

• C.S.O. 51 60 66 68 73 75 

Executive Assistant 0 1 1 1 1 1 

1.0. Technician 3 4 4 5 5 5 

• Jail Supervisor 1 1 1 1 1 1 

Captain 4 3 3 3 3 3 

Assistant Chief 0 1 1 1 1 1 

• Chief 1 1 1 1 1 1 

Detective 3 3 3 3 3 3 

Lieutenant 9 10 10 10 10 10 

Officer 140 157 • 159 162 164 168 

Sergeant 26 29 29 29 30 30 

Secretary 1 1 1 1 1 1 

Senior 1.0. Technician 1 1 1 1 1 1 
ie Records Supervisor 1 1 1 1 1 1 

Civic Center 
Garage Superintendent 1 1 1 1 1 1 

Equipment Maintenance • Supervisor 0 0 1 1 1 1 

Equipment Mechanic 3 4 4 4 4 4 

Equipment Mechanic Helper 1 1 2 2 2 2 

• Equipment Service Worker 2 2 2 2 2 2 

• 



• PERSONNEL TOTALS BY YEAR AS RESULT OF AUGMENTATION; 
PLAN 1.3"8 OFFICERS PER 1,000 POPULATION 

Ratio Sworn to non-sworn 2.28:1 2.17:1 2.22:1 2.18:1 2.06:1 2.0:1 

• Classification Present 89/90 90/91 91/92 92/93 93/94 
Administrative Analyst 1 1 1 1 1 1 
Administrative Assistant 0 1 1 1 2 2 
Communications Supervisor 0 0 0 1 1 1 .' Cl erk II I 1 2 2 2 2 2 

Clerk Steno 4 4 4 5 5 6 
Clerk Typist I I 16 17 18 18 20 22 

• C.S.O. 51 60 66 68 73 75 
Executive Assistant 0 1 1 1 1 1 
1.0. Techician 3 4 4 5 5 5 

• Jail Supervisor 1 1 1 1 1 1 
Captain 4 3 3 3 3 3 
Assistant Chief 0 1 1 1 1 1 

• Chief 1 1 1 1 1 1 
Detective 3 3 3 3 3' 3 
Lieutenant 9 10 10 10 10 10 
Officer 140 157 175 180 184 186 • Sergeant 26 29 32 32 33 34 
Secretary I 1 1 1 1 1 1 
Senior 1.0. Technician 1 1 1 1 1 1 .' Records Supervisor 1 1 1 1 1 1 

I 

Civic Center I 

! Garage Superintendent 1 1 1 1 1 1 
Equipment Maintenance 

• Supervisor 0 0 1 1 1 1 
Equipment Mechanic 3 4 4 4 4 4 
Equipment Mechanic Helper 1 1 2 2 2 2 

• Equipment Service Worker 2 2 2 2 2 2 

• 
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PERSONNEL TOTALS BY YEAR AS RESULT OF AUGMENTATION; 1\., 
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PLAN 1.45 OFFICERS PER 1,000 POPULATION 

Ratio Sworn to non-sworn 2.28:1 2.24:1 2.34:1 2.31:1 2.22:1 2.20:1 
Classification Present 89/90 90/91 91/92 92/93 93/94 

~ 

~. Administrative Analyst 1 1 1 1 1 1 

Administrative Assistant 0 1 1 1 2 2 

Communications Supervisor 0 0 0 1 1 1 

1e Clerk III 1 2 2 2 2 2 
,; 

Clerk Steno 4 4 4 5 5 6 

Clerk Typist II 16 17 18 18 20 22 
~ C.S.O. 51 60 66 68 73 75 ie 
\ 

Executive Assistant 0 1 1 1 1 1 

1.0. Technician 3 4 4 5 5 5 

Jail Supervisor 1 1 1 1 1 1 :. 
Captain 4 3 3 3 3 3 

Assistant Chief 0 1 1 1 1 1 

Chief 1 1 1 1 1 1 ...• Detective 3 3 3 3 3 3 

Lieutenant 9 10 10 10 10 10 

Officer 140 163 185 193 198 207 

• Sergeant 26 30 34 34 37 37 

Secretary I 1 1 1 1 1 1 

Senior 1.0. Technician 1 1 1 1 1 1 

Records Supervisor 1 1 1 1 1 1 

Civic Center 
Garage Superintendent 1 1 1 1 1 1 

Equipment Maintenance 
Supervisor 0 0 1 1 1 1 :. 

i Equipment Mechanic 3 4 4 4 4 4 
, 

Equipment Mechanic Helper 1 1 2 2 2 2 

Equipment Service Worker 2 2 2 2 2 2 
' . 
• 
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PERSONNEL IMPLEMENTATION SCHEDULE 

• 1989/90 1990/91 1991/92 1992/93 1993/94 

ASSISTANT CHIEF 1* 

LIEUTENANT 1 

• SERGEANT 4 4 0 3 0 

POLICE COMMUNICATIONS SUPV. 1 

EXECUTIVE ASSISTANT 1 

• POLICE OFFICER 23 22 8 5 9 

ADMINISTRATIVE ASSISTANT 1 1 

COMMUNITY SERVICE OFFICER 9 6 2 5 2 

• STENOGRAPHER 1 1 

CLERK III 1 

CLERK TYPIST II 1 1 2 2 

LAB TECHNICIAN 1 1 • EQUIPMENT MAINTENANCE SUPV. 1 

EQUIPMENT MECHANIC 1 

EQUIPMENT MECHANIC HELPER 1 

• SWORN TOTAL 28 26 8 8 9 
NON-SWORN TOTAL 15 9 5 8 5 

I TOTAL ADDITIONAL SWORN REQUESTED = 79 
I TOTAL ADDITIONAL NON-SWORN REQUESTED = 42 '. 

*Reflects a decrease in the number of Police Captains from 4 to 3. 

• 

• 

• 
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OFFICE OF THE CHIEF OF POLICE 

IMPLEMENTATION SCHEDULE 

ASSISTANT CHIEF 

LIEUTENANT 

SERGEANT 

POLICE COMMUNICATIONS SUPV. 

EXECUTIVE ASSISTANT 

POLI CE OFF I CER 

ADMINISTRATIVE ASSISTANT 

COMMUNITY SERVICE OFFICER 

STENOGRAPHER 

CLERK III 

CLERK TYPIST II 

LAB TECHNICIAN 

EQUIPMENT MAINTENANCE SUPV. 

EQUIPMENT MECHANIC 

EQUIPMENT MECHANIC HELPER 

1989/90 1990/91 1991/92 1992/93 1993/94 

1* 

1** 

1 

*Reflects a decrease in the number of Police Captains from 4 to 3. 

**Reflects department Relations Officer position re-assigned from 
Uniform Services Division. Replacement position is included in the 
Uniform Services Division Request. 



• 
ADMINISTRATIVE SERVICES DIVISION 

• IMPLEMENTATION SCHEDULE 

1989/90 1990/91 1991/92 1992/93 1993/94 

ASSISTANT CHIEF 

• LIEUTENANT 

SERGEANT 

POLICE COMMUNICATIONS SUPV. 

• EXECUTIVE ASSISTANT 1 

POll CE OFF I CER 1 

ADMINISTRATIVE ASSISTANT 

• COMMUNITY SERVICE OFFICER 3 1 

STENOGRAPHER 1 

CLERK III 1 

• CLERK TYPIST II 1 1 2 

LAB TECHNICIAN 1 1 

EQUIPMENT MAINTENANCE SUPV. 1 

ie EQUIPMENT MECHANIC 1 

EQUIPMENT MECHANIC HELPER 1 

SWORN TOTAL 1 
NON-SWORN TOTAL 8 2 2 2 2 

I- TOTAL ADDITIONAL SWORN REQUESTED = 1 
I TOTAL ADDITIONAL NON-SWORN REQUESTED = 16 

• 

• 

• 
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UNIFORM SERVICES DIVISION 

• IMPLEMENTATION SCHEDULE 

1989/90 1990/91 1991/92 1992/93 1993/94 

ASSISTANT CHIEF 

• LIEUTENANT 1 

SERGEANT 4 3 3 

POLICE COMMUNICATIONS SUPV. 

• EXECUTIVE ASSISTANT 

POLI CE OFF I CER 22 7 7 4 9 

ADMINISTRATIVE ASSISTANT 

C.S.O. - DISPATCHER 3 6 • C.S.O. - PARKING CHECKER 3 4 2 

STENOGRAPHER 

CLERK III 

• CLERK TYPIST II 1 

LAB TECHNICIAN 

EQUIPMENT MAINTENANCE SUPV. 

• EQUIPMENT MECHANIC 

EQUIPMENT MECHANIC HELPER 

SWORN TOTAL 27 10 7 7 9 
NON-SWORN TOTAL 6 7 4 2 

• TOTAL ADDITIONAL SWORN REQUESTED = 60 
TOTAL ADDITIONAL NON-SWORN REQUESTED = 19 

• 

• 

• 
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TACTICAL StRVICES DIVISION 

IMPLEMENTATION SCHEDULE 

• 
1989/90 1990/91 1991/92 1992/93 1993/94 

ASSISTANT CHIEF 

• LIEUTENANT 1* 

SERGEANT 

POLICE COMMUNICATIONS SUPV. 1 

• EXECUTIVE ASSISTANT 

POLI CE OFF I CER 1 

ADMINISTRATIVE ASSISTANT 1 

.' COMMUNITY SERVICE OFFICER 

STENOGRAPHER 

CLERK III 

CLERK TYPIST II 1 

• LAB TECHNICIAN 

EQUIPMENT MAINTENANCE SUPV. 

EQUIPMENT MECHANIC 

• EQUIPMENT MECHANIC HELPER 

SWORN TOTAL 1 1 
NON-SWORN TOTAL 1 2 

• TOTAL ADDITIONAL SWORN REQUESTED = 1* 
TOTAL ADDITIONAL NON-SWORN REQUESTED = 3 

*Reflects position to be transferred from Administrative Services 
Division with the appointment of an Executive Assistant. 

• 

• 

• 
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INVESTIGATIVE SERVICES DIVISION 

IMPLEMENTATION SCHEDULE • 
1989/90 1990/91 1991/92 1992/93 1993/94 

ASSISTANT CHIEF 

• LIEUTENANT 

SERGEANT 1 

POLICE COMMUNICATIONS SUPV. 

• EXECUTIVE ASSISTANT 

POLI CE OFF I CER 14 1 1 

ADMINISTRATIVE ASSISTANT 

• COMMUNITY SERVICE OFFICER 2 

STENOGRAPHER 1 

CLERK III 

CLERK TYPIST II • LAB TECHNICIAN 

EQUIPMENT MAINTENANCE SUPV. 

EQUIPMENT MECHANIC 

• EQUIPMENT MECHANIC HELPER 

SWORN TOTAL 15 1 1 
NON-SWORN TOTAL 2 1 

• TOTAL ADDITIONAL SWORN REQUESTED = 17 
TOTAL ADDITIONAL NON-SWORN REQUESTED = 3 

• 

• 

• 
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Z-7 
CITY OF GLENDALE 

INTERDEPARTMENTAL COMMUNICATION 

DATE March 6, 1989 

TO 

FROM 

David J. Thompson, Chief of Police 

James M. Swinford, Lieutenant 

SUBJECT Fiscal Analysis of the Police Five Year Master Plan 

The fiscal analysis of the Glendale Police Department's five year master 
Plan is detailed in a series of attachments. The fiscal analysis of the 
master plan examines the separate approaches that have been identified, 
through the use of established objective formulas and our own 
professional assessments, as methods for providing police services to 
the citizens of Glendale. 

The approaches examined were identified as follows: Essentially 
Operating at Status Quo - Sworn Officer Ratio of 1.12 per 1,000 
Population; Re-establishment of Essential Services .. Sworn Officer 
Ratio of 1.25 per 1,000 Population; Establishment of Limited Proactive 
Services - Sworn Officer Ratio of 1.38 Officers per 1,000 Population; 
and Establishment of Proactive Services - Sworn Officer Ratio of 1.45 
per 1,000 Population. 

The first approach, operating at status quo is mentioned here for the 
purpose of completeness sake. It is presumed to be unacceptable and is 
not dealt with in any of the attachments. 

The second approach, Re-establishment of Essential Services, has 
identified those resources necessary to return to the staffing levels of 
a number of years ago, in relation to population growth. The fiscal 
analysis of this second approach is found in Attachment I-A and I-B. 

The third approach, Establishment of Limited Proactive Services, has 
identified those resources necessary to not only return to staffing and 
service levels of past years, but to take limited steps towards those 
activities that are professionally recognized for impacting the growth 
of the crime rate. The fiscal analysis of this third approach is found 
in Attachments 2-A and 2-8. 

The fourth approach, Establishment of Proactive Services, has identified 
the resources necessary to permit the department to aggressively 
participate and commit to those activities that are professionally 
recognized for impacting the growth of crime rates. This approach which 
is preferred above all the others will assure the ability of the Police 
Department to maintain the City of Glendale's reputation as a safe 
community for both resident and business populations. The fiscal 
analysis of this fourth approach is found in attachments 3-A and 3-B. 



SUBJECT: Fiscal Analysis of the Police Five Year Master Plan 
March 6, 1989 
Page 2 

The fiscal analysis for each approach includes, but is not limited to, 
Additional Personnel Costs (Life & Misc. Insurance, Medical and Dental 
Insurance, Medicare, Compensation Insurance, Retirement, and Salary); 
Maintenance and Operation Costs (Uniform Allowances, Consumable 
Supplies, and Vehicle Operating Cost); Capital Expenditure - Vehicles 
(fully equipped patrol, detective enforcement, motorcycles, and parking 
enforcement); and Capital Expenditures - Equipment (portable radios,work 
stations, etc.). All expenditures have been calculated in 1989 dollars 
without allowances for inflation or salary/benefit adjustments. 

Respectfully submitted, 
'1 

'/ 7 /1" . /-
,~/{'t;'Yl:::;. /YI. ,"y'-.:/"0fi.{ 

Ja~s M. Swinford, Lj~utenant 
A~ministrative Services Division 
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FISCAL IMPACT OF IMPLEMENTATION SCHEDULE FOR: 

• RE-ESTABLISHMENT OF ESSENTIAL SERVICES SWORN OFFICER 
RATIO 1.25 PER 1,000 POPULATION; SALARIES AND BENEFITS 

1989/90 1990/91 1991/92 1992/93 1993/94 

ASSISTANT CHIEF 10,848* , ( 1) 

LIEUTENANT 77,232 
( 1) 

SERGEANT 180,576 60,192 
(3 ) ( 1) , 

POLICE COMM. SUPERVISOR 52,332 
(1) 

EXECUTIVE ASSISTANT 53,580 
( 1) • POLICE OFFICER 823,548 96,888 145,332 96,888 193,776 
(17) (2 ) (3) (2) (4) 

ADMINISTRATIVE ASSISTANT 37,728 
(1 ) 

• COMMUNITY SERVICE OFFICER 285,012 190,008 63,336 158,340 63,336 
(9) (6) (2) (5) (2) 

STENOGRAPHER 26,800 26,800 
(1) (1) 

• CLERK III 27,264 
( 1) 

CLERK TYPIST II 25,416 25,416 50,832 50,832 
(1 ) ( 1 ) (2) (2) 

LAB TECHNICIAN 38,868 38,868 • ( 1) (1) 

EQUIPMENT MAINT. SUPERVISOR 51,540 
( 1) 

EQUIPMENT MECHANIC 37,308 • ( 1) 

EQUIPMENT MECHANIC HELPER 29,748 
( 1 ) 

*Reflects a decrease in the number of Police Captains from 4 to 3. 

• I-A 

• 



FISCAL IMPACT OF IMPLEMENTATION SCHEDULE FOR: 

RE-ESTABLISHMENT OF ESSENTIAL SERVICES; SWORN OFFICER RATIO 
1.25 PER 1,000 POPULATION; VEHICLE AND EQUIPMENT REQUIREMENTS 

1989/90 1990/91 1991/92 1992/93 1993/94 :, MAINTENANCE AND OPERATIONS 30,075 6,425 5,075 6,825 6,150 PERSONNEL 

MAINTENANCE AND OPERATIONS 50,800 11 ,200 8,000 15,200 VEHICLES 

CAPITAL EXPENDITURES 265,600 52,000 76,800 90,400 VEHICLES 

~, 

CAPITAL EXPENDITURES 34,650 1,750 15,975 6,600 13,275 EQUIPMENT 

TOTAL 1,978,505 401,775 410,918 464,477 459,769 

.' 

I-B 



FISCAL IMPACT OF IMPLEMENTATION SCHEDULE FOR: 

ESTABLISHMENT OF LIMITED PROACTIVE SERVICES; SWORN OFFICER , RATIO 1.38 PER 1,000 POPULATION; SALARIES AND BENEFITS 

1989/90 1990/91 1991/92 1992/93 1993/94 

ASSISTANT CHIEF 10,848* , (1 ) 

LIEUTENANT 77,232 
( 1) 

SERGEANT 180,576 180,576 60,192 60,192 
(3) (3 ) ( 1) ( 1) , 

POLICE COMM. SUPERVISOR 52,332 
(1) 

EXECUTIVE ASSISTANT 53,580 
(1 ) 

I POLICE OFFICER 823,548 871,992 242,220 193,776 96,888 
( 17) (18) (5 ) (4) (2) 

ADMINISTRATIVE ASSISTANT 37,728 37,728 
( 1) ( 1) 

I COMMUNITY SERVICE OFFICER 285,012 190,008 63,336 158,340 63,336 
(9) (6) (2) (5 ) (2) 

STENOGRAPHER 26,800 26,800 
( 1) (1) 

I 
CLERK I II 27,264 

( 1) 

CLERK TYPIST II 25,416 25,416 50,832 50,832 
(1 ) ( 1) (2) (2) 

LAB TECHNICIAN 38,868 38,868 
,I (1) ( 1) 

EQUIPMENT MAINT. SUPERVISOR 51,540 
( 1 ) 

EQUIPMENT MECHANIC 37,308 

I 
(1) 

EQUIPMENT MECHANIC HELPER 29,748 
(1) 

*Reflects a decrease in the number of Police Captains from 4 to 3. 
2-A 

I 

I 
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FISCAL IMPACT OF IMPLEMENTATION SCHEDULE FOR: 

ESTABLISHMENT OF LIMITED PROACTIVE SERVICES; SWORN OFFICER RATIO , 1.38 PER 1,000 POPULATION; VEHICLE AND EQUIPMENT REQUIREMENTS 

1989/90 1990/91 1991/92 1992/93 1993/94 

, MAINTENANCE AND OPERATIONS 30,075 25,875 7,125 9,125 5,125 
PERSONNEL 

MAINTENANCE AND OPERATIONS 50,800 44,800 11,200 19,200 9,600 
VEHICLES , 

CAPITAL EXPENDITURES 265,600 208,000 52,000 128,800 64,400 
VEHICLES 

CAPITAL EXPENDITURES 34,650 25,750 14,225 14,350 10,275 

I 
EQUIPMENT 

TOTAL 1,978,505 1,653,705 508,106 672,343 387,528 

I 

I 

I 

I 
2-8 

I 
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FISCAL IMPACT OF IMPLEMENTATION SCHEDULE FOR: 

ESTABLISHMENT OF PROACTIVE SERVICES; SWORN OFFICER RATIO 
1.45 PER 1,000 POPULATION; SALARIES AND BENEFITS 

ASSISTANT CHIEF 

LIEUTENANT 

SERGEANT 

POLICE COMM. SUPERVISOR 

EXECUTIVE ASSISTANT 

POll CE OFF! CER 

ADMINISTRATIVE ASSISTANT 

COMMUNITY SERVICE OFFICER 

STENOGRAPHER 

CLERK III 

CLERK TYPIST II 

LAB TECHNICIAN 

EQUIPMENT MAINT. SUPERVISOR 

EQUIPMENT MECHANIC 

EQUIPMENT MECHANIC HELPER 

1989/90 1990/91 1991/92 1992/93 1993/94 

10,848* 
( 1) 

77 ,232 
(1) 

240,768 240,768 
(4) (4) 

53,580 
(1) 

52,332 
( 1) 

180,576 
(3) 

1,114,212 1,065,768 387,552 242,220 435,996 
(23) (22) (8) (5) (9) 

37,728 
( 1) 

37,728 
( 1) 

285,012 190,008 63,336 158,340 63,336 
(9) (6) (2) (5) (2) 

27,264 
( 1) 

25,416 25,416 
(1) (1) 

38,868 
( 1 ) 

37,308 
(1) 

51,540 
( 1) 

29,748 
(1 ) 

26,880 
( 1) 

38,868 
( 1) 

26,880 
( 1) 

50,832 50,832 
(2) (2) 

*Reflects a decrease in the number of Police Captains from 4 to 3. 

3-A 
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FISCAL IMPACT OF IMPLEMENTATION SCHEDULE FOR: 

ESTABLISHMENT OF PROACTIVE SERVICES; SWORN OFFICER RATIO 
1.45 PER 1,000 POPULATION; VEHICLE AND EQUIPMENT REQUIREMENTS 

1989/90 1990/91 1991/92 1992/93 

MAINTENANCE AND OPERATIONS 37,250 31,250 10,450 12,200 
PERSONNEL 

MAINTENANCE AND OPERATIONS 67,600 42,400 16,800 21,200 
VEHICLES 

CAPITAL EXPENDITURES 369,600 290,500 78,000 147,450 
VEHICLES 

1993/94 

11 ,275 

24,400 

123,200 

CAPITAL EXPENDITURES 43,650 46,175 18,975 17,350 19,275 
EQUIPMENT 

TOTAL 2,466,336 2,013,573 693,193 867,896 755,194 

3-B 
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III. POLICE ORGANIZATION 
AND STAFFING 

This chapter of the report presents findings and recommendations 
regarding the organization and staffing of the Glendale Police Department, 
their rationale, the methodologies us ed to make these determinations 
and the financial implications of proposed changes. 

1 • THE NUMBER OF POLICE OFFICERS PER I, 000 POPULATION IS 
OF LITTLE VALUE IN DETERMINING STAFFING LEVELS NEEDED 

To determine the adequacy of police staffing levels, many law 
enforcement agencies traditionally, have compared their ratio of sworn 
personnel per I, 000 population to other jurisdictions as well as national 
and regional averages. For example, in 1977 it was computed that Glendale 
had a bout 1.2 sworn officers pe r 1. 000 population compared to 1.6 for 
Burbank, 1. 7 for Pasadena. 2.6 for the City of Los Angeles and 2.9 for 
Los Angeles County. These comparisons have no meaningful validity in 
assessing staffing needs for many reasons, including those listed below. 

(I) Actual Police Workloads Vary Greatly Among Communities 

The residential population of a city or county provides little 
information or ins ight on actual police workloads. For example, 
the called-for services (a workload measure) per 1, 000 population 
in Glendale was about 352 in 1977 compared to about 606 for 
Pasadena. Pasadena also had about 1.7 sworn officers per 1, 000 
population compared to about 1.2 for Glendale. Therefore, while 
Pasadena had 42% more police per l, 000 population than Glendale, 
it also had about 720/0 more called-for services. 

(2) Service Level Expectations Differ in Jurisdictions 

Police staffing is affected significantly by the service levels 
expected or provided in cities and counties, such as! 

Desired response times for emergency and non­
emergency calls. 

Amount of time wanted for pro-active patrol and traffic 
enforcement. 

-8-



Extent to which criminal offenses receive follow-up 
inves tigations. 

Time allocated to in-service training. 

(3) No Correlation Can Be Found Between Police Staffing Levels 
and Reported Crime Rates 

Various research studies have tried to determine the relation­
ship, if any, of police staffing levels to reported crime rates. No 
statistical correlation has been found. As police staffing goes up, 
stays constant or goes down, reported crime can do likewise or the 
opposite. It generally is recognized today that crime rates are 
affected by a variety of factors like socia-economic conditions, 
weather, community's geographical location, prosecution and 
judicial practices. Moreove r, few jurisdictions have been able to 
demonstrate that continuing police manpower additions have had . 
any major and sustained impact on crime rates for many types of 
offenses. 

(4 ) Operational Practices and Programs Differ Widely Among 
Policing Agencies 

Police s taf£ing levels needed in a city or county als 0 are 
affected by the types of prog rams they have and the way they 
operate. For example: 

Are one -man or two-man patrol cars utilized? 

To what extent are written reports made on called-for 
services received? 

To what degree are non-sworn personnel used in posts 
historically occupied by police officers? 

Are helicopters I special enforcement teams and 
juvenile diversion programs employed? 

These and other differences in police programs and operations also make 
comparisons of police staffing per 1,000 population virtually useless. 

There are, however, methodologies which can be utilized and 
factors that can be measured and considered to helE the City CounCil, City 
Manager and police administrators decide on needed police staffing levels 
for many organizational unit~ within a police department, particularly patrol 
and traffic operations. Workloads to be handled, levels of service to be 

-9 -
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provided and supervisory plans in these units can be quanitified. In some 
organizational units, fixed post staffing needs can be as certained while in 
others, professional judgment must be exercised to determine the adequacy 
of staffing Levels. Therefore, where possible, more valid and statistically 
based approaches have been used to help determine adequate staffing levels 
for the Glendale Police Department in fiscal year 1978-79. In particular, 
quantifiable methodologies have been used to assess the number of patrol 
officers, eso's, traffic officers and sergeants needed. Hopefully, these 
methodologies, coupled with professional judgment where necessary, will 
be helpful to decision-makers in determining the types and numbers of 
staff needed by the police department in Glendale in subsequent years • 
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CITY OF GLENDALE 

INTERDEPARTMENTAL COMMUNICATION 

DATE MARCH 2, 1989 

TO CHIEF THOMPSON 

FROM CRIME ANALYST JACK ALTOUNIAN 
LIEUTENANT RON DE POMPA 

SUBJECT MEDIAN STAFFING/POPULATION RATIOS; 
34 CALIFORNIA C ITI ES OVER 100,000 POPULATION 

BACKGROUND 

An analysis of the 34 California cities over 100,000 population was 
conducted for the purpose of determining median staffing/population ratios 
(per 1000) for full time law enforcement employees. Sworn, non-sworn, and 
combined authorized strength medians for the 34 cities were identified. 
Authorized strength figures for these categories were obtained from 1987 
P.O.S.T. reports. 

This analysis is offered as a comparison base for staffing requests 
identified through our five year planning effort. Included within the list 
of 34 citi es is the city of P3sadena. Pasadena may offer a specifi c 
comparison that would share some of the same geographic characteristics 
as Glendale. 

SWORN STAFF (Table 1) 
" 

~' 

The simple median of the 34 cities was delermined by adding the middle two 
figures and dividing by two. 

1.383 ; 1.382 = 1.3825 (sworn staff per 1000) 

The data for the 34 cities was also grouped or banded into ranges. This 
allowed for the determining of a grouped data median, which equalled 
1. 3888. 

In order to obta i n the truest medi an, both the s impl e medi an and grouped 
data median were averaged. 

1. 3825 + 1. 3888 
2 

NON-SWORN STAFF (Table 2) 

= 1.386 (sworn staff per 1000) 

The same stati sti cal procedures were used for non-sworn staffi ng data. 

See next page ... 
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Chief Thompson 
M~dian Staffing/Population Ratios; 
34 California Cities over 100,000 Population 
March 2, 1989 
Page 2 

COMPARISONS 

Simple Median 
Grouped Data Median 
Averaged Median 

= 0.6095 
0.6177 

- 0.614 (non-sworn staff per lOaD) 

By combining the identified medians for both sworn and non-sworn, a total 
of two full time law enforcement employees exist per 1000 population (1.386 
+ 0.614). If Glendale were to match this median, a total 'of 330 full-time 
employees would be required for 1989: 

2/1000 x 165,000* population 330 

Currently our total authorized strength is 263 positions, which is 67 
positions shy of the median figure. 

Of the 330 positions, 229 would be sworn: 

1.386/1000 x 165,000 = 229 

Currently our total authorized sworn strength is 183 positions, which is 
46 shy of the median figure. 

Of the 330 positions, 101 would be non-sworn: 

0.614/1000 x 165,000 = 101 

Currently our total authori zed non-sworn strength is 80 positi ons, whi ch 
is 21 shy of the median figure. 

Based on these median comparisons, the Glendale Police Department would 
require an additional 67 positions (46 sworn and 21 non-sworn) to meet this 
level of staffing in 1989. 

Respectfully submitted, 

Jack Altounian, Crime Analyst 

Ron De Pompa, Lieutenant 

JA:RD:cel 

Attachments 

*Glendale's estimated population as of 1-1-89. 



FULL TIME LAW ENFORCEMENT EMPLOY££5 

SWORN AUTHORIZED STRENGTH TABLE No.1 

R CALIFORNIA IF( purJ. 1iJN PER CALCULATIONS A CITIES OVER E~ ~, SWORN 1,000 
N Kln9fIe~ (pbSfT.) K 100,000 rf.DJ (X) FOR THE AVERAGE 

1 S;>ll Francisco 767,933 1973 :2. ')69 

2. Los Angeles 3,341,726 7350 2.2UO 

3 Sunnyvale 114,964 208 1.809 
FOR SIMPLE DATA 

4 lnglewood 105,142 148 1.778 Arithmetic Mean = X( ~~: 49.997 = 1.4705 
5 Oaklar:.d 365,983 638 1.743 

n 34 

6 San Bernardino 142,124 244 1. 717 Simple Median =x1= 17th + 18th 1.383 + 1.38; -
7 Torrance 138,997 238 1. 712 

2 2 

8 Sacramento 331,728 568 1. 712 
= 1. 3825 

9 San Diego 1,040,851 1721 1. 654 For Grou(!ed Data 

10 Berkley 106,742 176 1. 649 Ranges f fu u - -
11 Long Beach 406,297 662 1. 629 

12 Pasadena 133,183 206 1. 547 
1. 006-1. 205 6 -1 -6 

Median~ 1.206-1.405 12 0 0 
13 Santa Ana 242,765 359 J.L,79 class 1.406-1.605 5 1 5 

14 Hayward 104,086 148 1.422 
1. 606-1. 805 8 2 16 
1. 806-2.005 1 3 3 

15 Bakersfield 154,202 218 1. 414 2.006-2.205 1 4 4 

16 Oceanside 101,646 143 1,407 
2.206-2.405 0 5 0 
2.406-2.605 1 6 6 

17 San Jose 730,079 1010 1.383 Zf= N=34 Zfu =28 
18 Stockton 188,067 260 1. 382 

Let. --
19 Fresno 291,855 398 1.364 

20 Fullerton 111,499 150 1. 345 A=Mid-point of Median Class=1.3055 

21 Riverside 201,723 271 1. 343 
C=Size of Median Class=1.4055-1.2055=0.2 
L=Lower Class boundary of Median Class 

2:2 Orange 103,286 137 1.326 = 1. 2055 

23 Anaheim 246,815 325 1. 317 
tEf)1=Sum of all class lower than Median 
f Class = 6 

)' Santa Rosa 100,067 131 1.309 Median =Frequency of Median Class=12 ." 

25 Ontario 117,210 150 1.280 Then, 
26 Concord 108,659 137 1 . 2 61 

=X2= A+ (iN~) C=1.3055 
27 Modesto 136,300 

Arithmetic Mean 
170 1. 247 

28 Pomona 118,461 147 1. 241 
+ (j~) (0.2)=1.4702 

Med i a n=x2=L +[~~;d ~i:~IJ C= 1.2055+[ 1 i26 ] (0.2 
29 Garden Grove 138,259 161 1. 164 

30 GLENDALE 157,544 181 1.149 = 1. 3888 

31 Oxnard 130,190 149 1.144 

32 Chula Vista 121.844 137 I. 124 For the purpose of this study Median 

33 
Average is selected. 

Huntington Beach 188,261 209 1.110 

34 Fremont 157,462 168 1. Ob ~ x+x 1. 3825 + 1. 3888 
N 

~ / ~ 
Median=x= (1 2 )= 

Ix= 2 2 
=34 = 1. 386 

49.99i 
Per 1,000 
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FULL TIME LAW ENFORCEMENT EMPLOYEES 
NON-SWORN AUTHORIZED STRENGTH 

TABLE No 2 . 
CALIFORNIA It'I ~TI)N 

I~~ 
PER CALCULATIONS 

CITIES OVER J5 "III ~!~, 1,000 
KlJ ~c. 100,000 mrIJ P.OAT.) (y) FOR THE AVERAGE 

INGLEWOOD 105,142 109 1. 037 FOR SIMPLE DATA 
LONG BEACH 406,297 401 0.987 

Arithmetic Mean = ? = ~ Y = 22.224 = 0.653· PASADENA 133,183 124 0.931 1 N 34 

SAN FRANCISCO 767,933 701 0.913 N 
Simple Median = Y1= 17th + 18th = 0.604+0.615 

SAN BERNARDINO 142,124 128 0.901 2 2 
SANTA ANA 242,765 202 0.832 = 0.6095 

HAYWARD 104,086 85 0.817 FOR GROUPED DATA 

OAKLAND 365,983 297 0.812 Ranges f u fu 
HUNTINGTON BEACH 188,261 143 0.760 -

OCEANSIDE 101,646 77 0.758 0.300-0.399 2 -2 -4 
Median 0.400-0.499 2 -1 -2 

SACRAMENTO 331,728 243 0.733 class~0.500-0.599 11 0 0 
LOS ANGELES 3,341,726 2,403 0.719 0.600-0.699 5 1 5 

0.700-0.799 6 2 12 
FRESNO 291,855 206 0.706 0.800-0.899 3 3 9 
STOCKTON 188,067 132 0.702 0.900-0.999 4 4 16 

1. 000-1. 099 1 5 5 
BERKELEY 106,742 73 0.684 

tf=N=34 ~fu=41 
POMONA 118,461 77 0.650 

RIVERSIDE 201, 723 124 0.615 Let. .. 

SAN DIEGO 1 040 851 629 0.604 A = Mid-point of Median Class = 0.5495 
SANTA ROSA 100,067 60 0.600 C = Size of Median Class = 0.5995-0.4995 = O. 

L = Lower Class boundary of Median Class = 
ANAHEIM 246 815 144 0.583 = 0.4995 

BAKERSFIELD 154 202 89 0.577 
~f)1= Sum of all classes lower than Median 

OXNARD 130,190 73 0.561' class = 2+2=4 

FREMONT 157,462 85 0.540 fMedian = frequency of Median class = 11 
SUNNYVALE 114 964 62 0.539 

FULLERTON 111 ,499 60 0.538 Then ... 

ORANGE 103,286 54 0.523 Arithmetic Mean = Y2=A+ (~fU)C=0.5495 + (i~) 
TORRANCE 138 997 72 0.518 (0.1) = 0.6701 
CHULA VISTA 121 844 63 0.517 

Me d ian =Y = L + [ N / 2 - (~f ), ] C = 0 . 4995 + (1 7 -~ ( 0 . 1 ) GLENDALE 157,544 81 0.514 2 fM d' 11 elan 
MODESTQ 136 300 69 0.506 =0.6177 
CONCORD 108 659 51 0.469 

GARDENGROVE 138,259 59 0.427 For the purpose of this study Median 

ONTARIO 11.7 .210 40 o 341 
Average is selected. 

. ~ VI + 72 0.6095 + 0.6177 
SAN JOSE 730,079 Medlan=Y= --- = = 0.6136 226 0.310 2 2 

!y= 
22.224 = 0.614 -. 

Per 1,000 



• FULL TIME LAW ENFORCEMENT EMPLOYEES 
TOTAL AUTHORIZED STRENGTH 

TABLE No.3 

• 
R CALIFORNIA I~ :JJ..A~ ALL PER CALCULATIONS A CITIES OVER u 'ulATE ~MPUS 1,000 
N ~~ 

1 (". -, 
K 100,000 ~lY'1IAJ 1987 (z) FOR THE AVERAGE 

-
1 SM! FRANCISCO 767,933 2,674 3.482 FOR SIMPLE DATA 

• 
2 JOS ANGELES 3,341,726 9,753 2.919 Arithmetic Mean=L =~Z = 72.221 = 2 1241 
~ INGLEwOOD 105,142 296 2.815 1 N 34 . 
..J 

4 Simple Median =11= 17th + 18th = 2.070 + 1. 991 
SAN BERNARDINO 142,124 372 2.618 2 2 

5 LONG BEACH 406,297 1,063 2.616 = 2.0305 
6 OAKLAND 365,983 935 2.555 FOR GROUPED DATA 
7 PASADENA 133,183 330 2.478 

• 8 SACRAMENTO 331,728 811 2.445 RANGES f u fu - -

9 SUNNYVALE 114,964 270 2.348 Median 1. 520-1. 719 7 -1 -7 
10 BERKELEY 106,742 249 2.333 Class~1.720-1.919 8 0 0 

1.920-2.119 4 1 4 
11 SANTA ANA 242,765 561 2.311 2.120-2.319 5 2 10 --

• 
2.320-2.519 12 SAN L' :EGO 1,040,851 2,350 2.258 4 3 12 

- 2.520-2.719 3 4 12 
13 H/~YWARD 104,086 233 2.239 2.720-2.919 2 5 10 
14 TORRANCE l38,997 310 2.230 2.920-3.119 0 6 0 

- 3.120-3.319 0 7 0 
15 OCEANSIDE 101,646 220 2.165 3.320-3.519 1 8 8 -

.' 16 STOCKTON 188,067 392 2.084 f=N= 34 ;£fu=49 
. - - Let. .. 
17 FRESNO 291,855 604 2.070 
18 BAKERSFIELD 154,202 307 1. 991 A=Mid-point of Median Class = 1.8195 

- C=Size of Median Class = 0.2 
19 RIVERSIDE 201 723 395 1. 958 L=Lower Class Boundary of Median Class=I.7195 

'" 

20 SANTi\, ROSA 100 067 191 1.909 (~f)l=Sum lower than Median Class =7 

• 21 ANAHEIM 246 815 469 1.900 fMedian =frequency of Median Class = 8 
22 POMONA 118,461 224 1. 891 Then, 
23 FULLERTON 111,499 210 1.883 _. 

Arithmetic Mean=z2=A+(£~u) 49 24 HUNTINGTON BEACH 188,261 352 1. 870 c=1.8195+(34)(0.2) 

25 ORANGE 103 286 191 1.849 =2.1077 .' 26 MODESTO 136 300 239 1.753 Median='Z2=L+[n~2 - (1f)1]C_1.7195+(lJ-7)(0.2) -
27 CONCORD 108,659 188 1. 730 median 8 

28 OXNARD 130 190 222 1.705 = 1.9695 

• 
2~ 2~N JOSE 730 079 1 236 1. 693 For the purpose of this study Median Average 
30 GLENDALE 157 544 262 1.663 is selected 

31 .-.J -.j 

CHULA VISTA 121,844 200 1.641 Zl + Z2 r.J 2.0305 + 1.9695 32 ONTARIO 117,210 190 1. 621 Median= Z = = = 2.000 2 2 
33 FREMONT 157.462 253 1 fiOI Per 1,00 o 

., 34 GARDEN GROVE 138 21:;9 220 1 ~31 
N: ~z= 
34 =72.221 

• 
,.,,-------------------'-
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FULL TIME LAW ENFORCEMENT EMPLOYEES 
RATIO OF SWORN TO NON-SWORN TABLE No.4 

.00.: .~ RATIO 
R CALIFORNIA ~~ ~ ~~ SWORN 
A CITIES OVER ~O~ ~~~ TO 

1987 AUTHORIZED STRENGTH 
Source:-P.O.S. T. 

100,000 ~ ~ S NON Column No.5 1 ists the ratio of sworn to 
N PO PULATION q, .Q., O:J~ SWORN non-sworn employee's in decendi ng order. 
K ~ wJ In other words it gives us the number of 

sworn offi r:ers for every non-swor'n offi cers. 
1 SAN JOSE 1,010 226 4.47:1 Example, - Fullerton has 2.5 sworn officers 

ONTARIO 150 40 for every non-sworn officer. Likewise San 
2 3.75: 1 Jose ~mploys the smallest number of civilians 

~3~....;S~U:.:.:N.:.:.N Y;.,:V.:.,:A.::,;L E~_-I_.-:2:..:;:0.:::.,8-t_...:::6..:::..2 -r3:...:. . .><.; 3: 5,,-,:-,,1-. wh e rea s, Hu n tin gton Bea c hemp 1 oy s th e 1 a rge s t 
4 TORRANCE 238 72 3.31:1 number of civilians. 

5 LOS ANGELES 7,350 2,403 3.06:1 FOR SIMPLE DATA 

~6:!...+...,:S::.:..A::..:.N ....:,F..:..,:R.:....:.:AN.:.::C:.:.I::,:S C::.;;:0_.f---:1:...!,.::..9 ~7 3:""""f-.:....::7 0::,=.1_-r--:2::...:..=8 =-.:1 :c..::.1---. Mea n = X = ~ X = ( 8°3: : 34) = 2. 36 : 1 
7 SAN DIEGO 1,721 629 2.74:1 

1-!8;!-J....,:G:::.:A:.:..:.R D:.:E::.:.,:N-.,;G:.:,R:.:.O.:...:V E=---+_...::..16::..:1=--~.....::5:...::.9_-t-'2::...:. . ...:..;7 3,,-,:c..::.1-; Med ian = X = (2. 23 : 1) ; (2. 19 : 1) = 2. 21 : 1 

9 CONCORD 137 51 2.69:1 

O FOR GROUPED DATA 1 ORANGE 137 54 2.54:1 

11 FULLERTON 150 60 2.50: 1 RANGES f u fu 

12 MODESTO 170 69 2.46:1 0.00-0.99 6 -2 -12 

f3,:1~3=-+...:B::A~:.:..:.K:::.:.E R.:.:S:..:.-F.:..:I E:::L:.:::.D_-....1f-...:2:..::1.:::.,B -+_...:::8..::..9 _r2:...:.. . ..:...:4 5,,-,:....:.1----1 Med ian 1. 00 -1. 99 6 -1 - 6 
14 Class,",2.00-2.99 17 0 0 ~~....:B:.:E~R:.:.:K E:..:L~E.:...Y __ --11--.....::1:..;,.7..:::..6 -+_..:...7.:::..3 _+-=2:...:.. . ..:...41:....::..:..1----1 3 . 00 _ 3. 99 4 1 4 

15 SAC RAM E NT 0 568 243 2 . 34 : 1 4 • 00 - 4..:..;. 9::...:9=--..."...",--,-,--=-1;--__ 2::........".-:--~2;._ 
16 iOf=N=34 ~fu=-12 ANAHEIM 325 144 2.26:1 

1-=-1..:,.7 +--=G:.::L.=,:EN:..:::D:.:..;A:;.:LE=--__ -t--=.;18:::..::1:......-.--.....::8=1_-t--=2= • .::.;23=-.:::...:.1----t Mea n = A + (i~ u ) c = 2 • 495 + ( - j ~ ) ( 1 ) = 2 • 1421 

18 RIVERSIDE 271 124 2.19:1 :.Mean Ratio =9 2.14:1 

~1.;.-9~s:.:..;A~NT~A:.....;.:.;RO;..;;S:..;..A __ -i----=..:13:;..:1:--...-.....::6o.;::.O_-t-=2:...:.. . ..:..:18::...:.:...::.1--1 Med ian = L + [N ~ 2 - (~f ) 1] = 1. 995 + [1 i 7 12] x 1 
20 CHULA VISTA 137 63 2.17:1 median 

21 OAKLAND 638 297 2.15:1 = 2.2891 

22 OXNARD 149 73 2.04: 1 
.~Median Ratio = 2.29:1 

23 FREMONT 168 85 1. 98: 1 

24 STOCKTON l60 132 1. 97: 1 We select the Median 

1-2=5~F...:.:R.=E S::.;,N.:.:;0 ___ --I1--...;:3;,.:.9.:::..8 --1---=2=0.:::..6 _+--=1:...:.. . .::...:93::...:.:-=:.1---t Hen c e Me d ian Rat i 0 

26 POMONA 147 77 1.91: 1 

~ (2.21:1) + (2.29:1) 
2 

27 SAN BERNARDINO 244 128 1.91:1 

28 OCEANSIDE 143 77 1.86: 1 

29 SANTA ANA 359 202 1.78: 1 

30 HAYWARD 148 85 1.74:1 

31 INGLEWOOD 187 109 1.72:1 

32 PASADENA 206 124 1.66: 1 

33 LONG BEACH 662 401 1. 65: 1 

34 HUNTINGTON BEACH 209 143 1,46' 1 

= 2.25:1 

Since Glendale's ratio is very close to the 
calculated average ratio of 2.25:1, it is 
recommended to keep this status quo. 
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12 City Labor Market 
Personnel Staffing Comparison 

NUMBER OF 
CITY SWORN POPULATION 

Burbank 142 91,373 

Huntington Beach 209 188,261 

San Bernardino 224 142,124 

Riverside 271 201,723 

Santa Monica 152 95,525 

Anaheim 325 246,815 

Torrance 238 138,997 

Long Beach 662 406,297 

Pasadena 206 133,183 

Inglewood 187 105,142 

Garden Grove 161 138,259 

Santa Ana 359 242,765 

12 City Labor Market Comparison; Sworn Officer per 
1,000 Population 

RATIO PER 
1,000 POP. 

1. 60 

1.11 

1.71 

1.34 

1.59 

1. 32 

1. 71 

1.63 

1.54 

1. 78 

1.16 

1.48 

1.50 
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• • • • • • • • • • • 
Attachment #5 

Population Adjusting Calls f~r Service 
Y=2517X + 132,254 Fac~gr7 Z = 83X - 477X + 48,881 

Year X Y Actual Y Estimate 1+ r-E"S"t i ma te Z Actual Z Estimate Z Ad'usted 

1977 0 133,920 132,254 1. 0190 48,962 48,881 49,810 
1978 1 134,200 134,771 1.0187 46,821 48,487 49,394 
1979 2 138,818 137,288 1.0183 48,132 48,259 49,142 
1980 3 139,060 139,805 1. 0180 50,746 48,197 49,065 
1981 4 141,176 142,322 1. 0177 50,836 48,301 49,156 
1982 5 144,478 144,839 1.0174 46,676 48,571 49,416 
1983 6 147,107 147,356 1.0171 46,710 49,007 49,845 
1984 7 147,887 149.873 1.0168 50,424 49,609 50,442 
1985 8 151,713 152,390 1. 0165 49,877 50,377 51,208 
1986 9 155,257 154,907 1. 0162 51,008 51,311 52,142 
1987 10 157,629 157,424 1. 0160 53,289 52,411 53,250 
1988 11 161,900 159,941 1.0157 ------ 53,677 54,520 
1989 12 ------- 162,458 1. 0155 ------ 55,109 55,963 
1990 13 ------- 164,975 1. 0153 ------ 56,707 57,575 
1991 14 ------- 167,492 1.0150 ------ 58,471 59,348 

Forecastec 1992 15 ------- 170,009 1. 0148 ------ 60,401 61,283 Views 
1993 16 ------- 172 ,526 1.0146 ------ 62,497 63,409 



• 

• INCIDENTS 

Total Incidents/Reports 

Year Criminal Traffic Miscellaneous Total ---

• 1988 26,397/18,163 41,135/5526 100,000/3533 167,532/27,222 
1987 27,428/18,552 44,119/4971 83,720/3164 155,267/26,687 
1986 25,891/18,012 40,402/4480 86,561/3144 152,854/25,636 
1985* 23,750/16,667 29,429/49~)3 60,901/3084 114,080/24,744 
1984 24,604/16,477 45,319/5274 98,802/2758 168,725/24,509 
1983 23,996/16,653 43,768/4694 101,598/2544 169,362/23,891 • 1982 22,530/15,218 44,458/3751 101,736/2351 168,724/21,320 
1981 23,484/15,572 45,071/3213 98,449/2487 167,004/21,272 
1980 23,952/15,251 42,526/4025 92,638/2607 159,116/21,883 
1979 20,024/13,650 38,162/4189 82,230/2592 140,416/20,431 
1978 13,382/13,357 33,230/4245 88,938/2909 135,550/20,511 

• *Computer Crash/Data Loss 

• 

• 

• 

• 

• 

• 
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c/o La Verne Police Department 

September 30, 1988 

Fellow Chiefs: 

WESSTEARNS 
President 

2061 Third Street • La Verne • Califomia 91 7 fAJ 

Did you know we are almost as big as LAPD? In reviewing our 
salary survey, I came up with some trivia that you probably do 
not care about, but I thought I would send it anyway. 

I compared our collective agencies with LAPD and came up with the 
following figures: 

Population Served 

LAPD 
LA Chiefs 

Difference 

3,260,000 
2,887,253 

372,747 

Square Miles 

LAPD 
LA Chiefs 

Difference 

Sworn Officers 

LAPD 
LA Chiefs 

Difference 

466.0 
464.1 

1.9 

7,426 
4,331 

3,095 

Officers Per Thousand Population 

LAPD 
LA Chiefs 

2.27 
1.50 

Officers Per Square Mile 

LAPD 
LA Chiefs 

15.93 
9.33 
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L.A. county Chiefs 
September 30, 1~88 

Page 2 

I was not ambitious enough to compare Part I crimes. 

It appears that we are doing at least the same job as -LAPD, 
hopefully better, with less. 

In any case, as a subscriber and member of this organization, the 
foregoing is an example of the mediocre service that you have 
been receiving this year and will probably receive next year. 

Sincerely, 

LJW/cbf 

P.S. To Rich Propster, Sergeant at Arms, Chief Censor, Editor and 
critic: 

All figures listed above are approximate and subject to many 
errors. 
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~4 \(l::'OICIPAL POLlCE ADMl:'OlSTRATION 

l'~pCl1l'llll'. per:;,jllality. and othl'r loll t(ll ,. F,II h 
of llll'\e, ,wl! 1Il0re, will illlllll'lI(l' d('I('IIlIIII,I' 
I il)/l of his own 'pan of (Onl rol. 

11 Ihe chief undl'r,talld, 1111: lIa~llIe "I 1)\'~,llti· 

1,IIillil ,llld lite ("('JII(I'pt III 1I1;t1l.lgl'IIIl'III. I' ('11111, 
Ij"II,III, 'Iable, 1;111 dl'll'~all' :11111101111 ,111.1 (",('1, 
(I'" (,11111,,1 10 ''',1I1l' .11 ((IIIIII.II,illll .. 1I1t1 ',III 
ke,'p .tli hi, Il"po",iliililil" .Illd hi, 111111' ,1I1t1 

(l)llIl'l'tl'llll' lillli!.lliol" ill 1'('I'I'l'(lill', Ill' \\'ill 
Il'llll 10 e,l.lbli,h .1 Il';r"IIl,tllle ,llId \\(11 k.II,ll' 
'P;III III ((JIl trol. 

(~:ttllt,,/'I of illlllll'(/ialc.' .\tIUOItIIlIll/I'I, lhe 
llle«('dill~ di,ul"illil ha, .tlllIo,t tlllllpll'IC Ide· 
I.III( e to ,ubonlill;lte command, Suboldinate 
(UIIIIII:tlllier" ho\\'e\(~r, 01 tell h;1I cleo" It ecdolll 
in dctermining- their 011'11 'pam of (OlltlOI. For 
l'x;lllIple, ill a 1lI0de~t ,ill' department ill wltilh 
a lieutellant wmlllalllb the p;llrol fone he \\'ili 
have nurmally onl} a spall ut thrce-,I ,ergealll 
on eat II ,hilt ur watch. On the other hand, ill a 
,tatf iJllreau of a large depanmellt, the Will' 

1II;lnding otltcer ma~ be required to gile careful 
.11It'ntion to the bureau ,tl'lICtlll'C 10 ;I"ure 
.1 lea,unaiJle ,pall of control. 

TIi,' Cfti,'f', RI',\POI/\IIi/{illl:,~, Factor, \\'hiell 
determine hoI\' a (hid of police u,es hi, t illle 
lietOIlH~ important dctel'lllinants of his 'pall of 
((Jlltrol. If hb n:'pon,iiJilities lenter lalgcI~ on 
((J1l1llland :lnt! internal adlllini,tratil e lltatters 
he lIIay de~ire and be able to \\'ork diet ti"ell' 
thlOugh a wide 'pan. HOlI'eler. if he IlIU,t de­
I ote much time. lor whatever the rea,om. III l'" 
tern.1I relati()n~hip" he lllu~t adopt a lIarrower 
~pan, :\onctheless. he ,hould never be( ollie ,0 

imuln:d ill external matters that a ,jngle dep. 
utv is nece~sary to run the departlllellt. 

N"\/lOllliuiltlit's ()f SlIuol'dil/{/ll'l. III Illost 

)Jolice agencies of more than nominal size, the 
le~)Jol1~iiJililie~ 01 cdch ~ubordinatf: to the chief 
,lie (()lIlplex and Ilcar but little relationship to 

lh",e (If other ,uhonlinates in the ~pan of con­
I I "I. I itl·,e (Olll plexi t ie~ a lid dili'erenre, su'.n~est 
,I '11I;dl('1 ItUllllll'r "j ,"b()l'dinate~ iJcr.IlISe of 
lite olJdoll,l} illt 1t',I\t'd le,pon~ibilit~ loi' ,Ind 
tlith'ldtl 01 wordill;ltion b~ the (hid, ,\t lower 
lell'h of Ic~pollsibility, area and lll11bility lila; 
join with (olllplexity a, determinants, For ex· 
altl pIe, a ,ergeant ilia), be cxpected to 'u pen be 
)Jloperly iI) many as 10 or I:! patrolmen as· 
,iglled to 'J'wrsection control at street crossillgs 
in Lime (lc(,l(imity: he ~hould not be expected. 
howel'er. to ,upervise more than five or six 
Illobile field units covering several square miles, 
except under unusual circumstances, 

St~" {)f LJePlll'llIlI'lI/, The chief'~ span of con· 
trol. and those of his subordinates, may be in­
fluenced considerably by the sile of the jurisdic­
tion and the numerical strength of its 
department. In a very small department. the 
(hief's 'pan seldom exceeds three-his shift or 
watch commanders. \Vhen he adds a ,ervices 
unit (LOlllbined staff and auxiliary) it expands 
to four, the addition of an investigator, report· 
ing to him, extends it to five. Even with five, his 
problell\s of coordination are minimal, and he 
at t~ essentially as an immediate supervisor and 
participates in some investigations, 

On the other hand. in larger departments 
there will be a tendency to, and pressures for, 
an increased span, Elements of one kind or an­
other often are added to the department and 
freq uently become the direct responsibility of 
the chief. In order to assure that his span re­
mains within reasonable bounds. his organiza-

F1GLR~:!!. SpO/l of ({J/Illu! /I'/I/'I)II'C'/ hI' 1II\I'rllllg addillona! command !eve! (The chief's 
spall IJ/ COlllro! u 111'0,) 
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66 MUNICIPAL POLICE Af)MI;\'ISTRATION 

not have a sound urgalli/:ttiun alld I'IIl!Llile 
management ma~ ollly lIIake a b,\(1 ,illialioll 
IIOI~C;1t J large expenditurc of Jluhllt Itlllt:.,. 

I he thief of pulite ,illlph Illlht '/('('111 Ille 
I.ltllhal therc .Ire 110 .,l.llItlart!., 1111 '1.11"11~ I !I,ll 

(,lit be ,Ipplied ((I hi~ t!L'JlollIllll·111. Ill- 11I'1,t 
make Iti~ ()II II (,I\L' 11)(.dh l,;t.,ed 1111 \1 III I.. III,ld. 
II:IIC ,tudi,:.,. "'II'III~ .lIlal~,i,. ,lIld <"II.II1'l.ti 
1.1< tors, 

C:I\,[[,I.-\;-'; E \!l'l.mEES 

I'here is a growing trend toward ulili/.llioll III 
ci\'ilian cll1plo~ee~ ill all but the 1'1'1\, "lIall po. 
lire departments, Soml' rather l;trgc dl'pan· 
me illS, howel'er, 'itill re~bt the emplO\ IIICllt of 
(ivilians of any t1a~silitation for lariom reasons 
.\IId, in 1966, at least one city in the 100,000 to 

:,!jO,OOO population group h;Jd none. [n the 
~jO,OOO to .-,()O,noo popillation group, in lite 
);lIne year, tivilian employees ranged from 1;'5 
per cent to nearly 21 per cent of IDtal lUmple­
ments. The nonelllplo~lllelll uf <il ili,lIh appar­
ently results largely from .,imp[c prejlldi(l', eo;­
pecially against women, 

In all but \'(!ry small dcpal'tll1ellt~. emp[oy­
ment of civilians COllstitutes a ,>OUIll[ praLlicc. 
Full-time civilian personnel are \ollild largely 
in three dasscs of work-sccrctarial'llcrical, 
maintenance and related services, ,I III 1 profcs­
,iolla!. By alld large, pulice pcr'>O!lIlel ,llOuld 
not be assign cd to '>1·(1('larial·deriral Ill' .,cn it e 
work IIlltc~s compelling W;t1 rant is e'[;llJli\hcd 
in individual <:l\e~. :\~thcr, ;lIld agaill t'Xlcpt 
in ~pe(ial circumstances only, ~holiid tltey be 
lItililed as laboratory technicians or ill related 
I~ pes of work. 

.\n appropriate personnel mix i., dilll< u[t to 

dl'rermine, and generalizations ,>en c 1)111 Ii ttle 
purpose, \'exing employment problem., are, in 
p,l\'t. a product of IOday's labor markl'l ~illla­

liun, Filling authori/cd q"otas of ,WOIII pel ,on­
nd is an increasingly diltintlt ta~k. [h ,Ind 
1.1rge, ~election standards Illu'>t bl' mainlained 
Ill' rahed, and cannot be lowcred Wilhllul (011, 

-iderable COSt. It follow~, thereforc, 111.11 \I!tell­
en:r ,I pusi tion ttl II be fi lied b~ :t I II tI i.ln "t 
te~ser co.,t at the \<1mc level of produll iUII .. 11 

tlte ,>aItH! <O\t and Iti.~her prod,,! tilili. (II ,I 
higher cost and ~upcri()r produc Iioll . .,1\( It .11' 

tion should be taken. 

Departments are increasingly cmp[oyinl{ 'iPC­
dally trained and educated civilians in auto­
'Hated dala pt'lxessing s}~tellls work, planning 
.llId I'(',><:al'lh. tJ';:illillg, and laboratory ,crvILe'i. 
. \ II pll'>i I ill'" ,hllll Id bl' IInder 1 e~ ular review 
.11)(1 tOlI,i<i!'lalilJlI .,lluuld bc gill'n to lhc elll-
1'10: III ell I Ilf (il iliall'i wllelleler < in Ulml.lll(c~ 
'lIgge~t il> pl'auicabilit)'. 

PI R c'\PlrA CChlS 

Tile (ilY otficial who attempts to e\'aluate his 
police department against uthers Oil the ba.,is ()f 
per (;1 pi ta (U,lS, by and large, wi 11 Ii nd the ef­
fort not \\orthwllile. So many lariable,> illtlu­
ence dilference,> in per capita co~t'> tllat interde· 
partmental comparisons often are relatively 
1Ileaningless, 

Basitally, pel' lapita cost b tile produtl of 
numbers of personnel and ,alaries. In it lity of 
10.000 population, the addition of onc patrol. 
mall at $i,OOO per year sllggests an incre.he per 
lapita of iO tents. Often, however, fringe bene· 
fit co~ts are not part of the police appropria­
tion: if they run 20 to 25 per cent of ~alaries, 
the per capita cost actually is raised another 11 
to I j,5 (ems. Usually not included, as well, are 
building costs other than maintenance, 

Co~ts for personal ,en' ices will vary greatly 
depending on the presence or absence of costs 
for nonpoli,c ~en'ices, If one lity of IOO,noo 
plljlulation lIlaintains fully-manned detention 
facilities while another does no!. a tornparison 
(annot be ralid unless this difference i~ taken 
into aCLOUnl. Eren in a situation where two cit­
ies of comparable sile have arranged for deten­
lion services with the state or county, per capita 
ro~ts will vary if one department is charged for 
~11( h ~er\'ices and the other is not. 

Pcr capita (OSts are influenced substantially 
by manning patterns, particularlv in patrol and 
in'l'~tigath'e e1en,cnts. The panicui<lrly signifi­
lant fallor in this regard is the relative lise of 
une- and two-man squads or te:Jllls.~IJ If the pa-
11'01 force uses all two-man teams when a major­
ilY uf incidents require only one man, there are 
111'0 ul>rious re.'lIlts, (I) one man in e:lch ,quad 
j, not "paying his way" because he is not 
Ileeded, and e!.) service cannot be at the level 

,,, "ct' o,hu Chapter .i. "Ollc·:\(an \'ers", rWU'\(,11I 

<:.1' P;\I,/lI," I'P, H5-Hi. 



ulilization lIIay be at faulL IlIIprovcd lII.tnage­
menr and inueased attcnlion to traffic JI1:llICr\ 
b} tht, patrol forrc ilia I Ill' I hc a ppropl jail' a 11-

,\\'t'r. 

III 110 area 01 polj(e J1l:tnagclIll'lll i\ Ihe II'Clld 
,lillld:lI-d IIHlIC lOIIIJIIOIII} lI,cd lltall in It: flo r· 
ellll' to Ilia II !lO\\'('1 , and lIollltt'rl' c1w \II illal'­
I.ropriatel~. ,\\'erage ralio, 01 poli(c pel\ollllel 
to lIlIir- 01 populalioll hall' ill'lollle '\l;llld­
:tnl," to poli,l' adlllil1i\IL'lor, who have 1(I\\'cr 
ratio~, OI)\iou~ly, if tid, lear all del':1I1111I'III, 
IIi th ilcloll'-:I\'erage ra tio~ lor t hei r Jlopula I ion 
group, had their perwnllelromplclllCIII.' rai,cd 
10 ilia II h thc .. l' ",\landard" ratim, there wOllld 
he, next n:al', new and highcr ralio\ alit!, lhm, 
IICII :llld higher "~tandaJ'(b." 

It i, rea.,onable 10 a"Ullle lltat lhe IIl1ll1l11'r 01 

pol icc perwllllcl ill a givcn lily i\ detcrlllined 
b~ (I) per~l1ash'elll'\~ ofthc policc I hi('1, I:!) 
I Itt' ((Jllllllunity ICII:I of tolcrame 101 lI'illlillal 
dcprcda tions and di.,onler alld lrafhl all id('IlI' 
and (()nge,lioll, (:\) UlldCr\landing 01 tltl' po­
lile "problelll" by lht' 1I1llliidpai IOlllllil. tIl 
lltl' pre'I'IHc or park alld olher 'pel ial killd, (II 
l'olill' agclllics, (:.) Ihe killd and CXl('nl 01 
lIol1policc flllldiom pCIIOrllll'd by a dl'pal'l-
111('11(' alld (Ii) \\'illillgne~\ ;Ind abilill 01 1111' 

(itl 10 'UP!'OI tan adcqllalc dCpal'llllCll1. 
II ilia} I)c \:lid lategorilallj' lhal lhell' :IIC 

(I) no ,1:IIHlallb for oplilllUIII poli({' 'wlltll,!.; 
for ritie~ 01 lariou\ ~ilt" alld (:!) no pi e( j,t' 11l1' 

IIllllae :1I'ailabJc for delerlllining Pl'I'"IlIH'1 

POLICE MANAGBIE!"iT {is 

Ilt'ed" Tlti~ i~ lrue largel} became there i\ no 
'Lll1dal'll lil~ and perllap~ no two ~o alike lh:!l 
tile 'Ialhng pallelll of one \\'ould pled\eh lII('et 
tltt' 1ll'I'd, 01 the olher, \'ariaIHe, ill thl' deglvt' 
,,\ illdll'lI iali/alion, elhnil (()lIIpo~iti(JII, :.lId 
Iradiliol1 alt' :til wlldiliollillg fanor" a, hIll<' 
t'xtt'1I1 to II'hil It a particular lommunil~ I:" ,'" 
or 111:11 ha\'(: to 1:1( t', lite emerging problclll' III 
(lIiI di~()Jd('r. Citi/ell and official inlcrc'l ill tIll' 
pldill' pi lid III t 01 ~en'ice, lhc qu:dil~ 01 Ihv 
Illlil h alld pro,~luling a).\en('ie~. rc( ruitilll-!, :tllli 
lIaillillg pr:lOileS, and cOlllliliom 01 elllplo~­

lllellt all illllodu('c I-ariable~, Likewi,e, ",helhel 
tlte lit~ i, far di.,wnl from othcrs or part 01 a 
I'a,t ml'lropolitan wlllplex will influclllc 
gll'ally police IIced~ alld prof{ram, Pcrhaps the 
1110\1 lrililal inlluenle on per,~onnelllCl',h i\ the 
'IlI;tiilY of lo( al police Illanagement. 

I'hat existing ralio, of police elllpl(J\ec.~ (0 

populatioll cannot be lI~cd meanillgfully in 
((Illlparin).\ manpower of one cit~ with lhal of 
,llIolher is lIIade abulldantly rlear in Table:l. 

:'\ole lltat in lilies 01 IU,OOU to 2;"I.OOll pOJlllla­
tioll lhc high figure h ,15 lime, tltat 01 lhe 
lo\\'t"t. FH'n in citit', in the 2;"IO,O()() to :")OO,OllO 
glOllp, lite highesl hil-!,h figure i, almO\I dOllble 
tll'll of lite IOI\'e\t. It i~ olJ\'ioll\ thai lht! Illedian 
or eH'r), the lIIean al'crage Id II not .. en·e a, a 
delcmiblc gllide to eSlal)li~ltillg I(Hal lOl11ple­
IlIl'lIl\ of police peNlllnel. 

The mere addition of pCl'\()nlll'l (0 a p()(Jrh 
1I1;I\1<Jged lUI (t' se('\c~ no I'alid l'"rl'O\e and 
,IHluld lIot be wmidcred, el'en :t,\ an expedil'llt. 
(.1(':1111 ;Illglilenting a departllletll'lhal d(lt'\ 

Tllb/I' , 

Populalion 
(;roup 

Ol't'r 500,(1110 
2;;0,000 to 50(l,IHIO 
IOO,DOO 10 250,01111 
!ilJ,l)l}() !O I Uf),GO!) 
::!S,IJOO to SO.Of)() 
IO,()(jU 10 25,UO(l 

.-\11 (·ilit·· ol'l'r j().!H)O 

Number of Polite Departmcnt Employees 
pl'r 1.000 Population. 19liH 

;\0. or 
( ;il in I.UI\I·I 

Rt'I'"rtilll: 1.,111 (llt,lrllit' ~kdi.11! 

~. 

-' I I- 1,(.4 1,<)2 , .. 
I I,~ I 4,~ 

~ '11 1'1·' I 'II 

J% 
II " 

I ](, 

4111 II iJ4 I. 1 (. IAt: 
I)~) 11.1; J.: :; I 42 

1.6')3 o (j.j 1.17 1.42 

l' PI'('\' 
(.llt,mil" lIi~1t 

2H(, :'.R(, 
I.H'J 3.211 
J.H4 3.70 
1.-2 3Ar) 
I,(,S 5,% 
1.'71 S,?1 

1.72 5,% 

SI/U",: Till :o,IU,'I(;II''''1 Y~,"'R H(JOK IChIC,lgO: The ill(('rnalillnal City Managelllent Asso­
ciation, 1%91. 
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SECfION V 
LAW ENFORCEMENT PERSONNEL 

Th~ Nation's law enforcement community employed an 
average of 2.1 full-time officers for every 1,000 inhabitants 
as of Oc~ober 31, 1987. Considering full-time civilians, the 
overall law enforcement employee rate was 2.8 per 1,000 
inhabitants according to 12,149 city, county, and state 
police agencies reporting in 1987. These agencies 
collectively offered law enforcement service to a population 
of nearly 227 million, employing 480,383 officers and 
160,785 civilians. 

Varying demographic and other jurisdictional 
characteristics greatly affect the requirements for law 
enforcement service from one locale to another. The needs 
of a community having a highly mobile or seasonal 
population, for example, may be very different from those of 
a city whose popUlation is relatively stable. Similarly, a 
small community situated between two large cities may 
require a greater number of law enforcement personnel than 
a community of the same size which has no urban centers 
nearby. 

The functions of law enforcement are also significantly 
diverse throughout the Nation. In certain areas, sheriffs' 
responsibilities are limited almost exclusively to civil 
functions and/or the administration of the county jail 

facilities. Likewise, the responsibilities of state police and 
highway patrol agencies vary from one jurisdiction to 
another. 

In view of these differing ;;ervice requirements and 
responsibilities, care should be used when attempting any 
comparison of law enforcement employee rates. The rates 
presented in the following tables represent national 
averages; they should be viewed as guides or indicators, not 
as recommended or desirable police strengths. Adequate 
personnel for a specific locale can be detennined only after 
careful study and analysis of the various conditions affecting 
service requirements in that jurisdiction. 

The law enforcement employee average for all cities 
nationwide in 1987 was 2.6 per 1,000 inhabitants. By 
population grouping, city law enforcement employee 
averages ranged from 2.1 per 1,000 inhabitants in those with 
populations from 10,000 to 49,999 to 3.5 for those with 
populations of 250,000 or more. Rural and suburban 
counties averaged full-time law enforcement employee rates 
of 3.5 and 3.0 per 1,000 population, respectively. 

Regionally, the highest law enforcement employee rate 
was in the Northeast with 2.9. Following were the South 
with 2.8, the Midwest with 2.5, and the West with 2.4. 

Full·time La" Enforcement Employees l
, Rate per 1,000 Inhabitants, Region and Population Group, October 31, 1987 

(l987 estamated population) 

Population Group 

Group I (60 Group II (123 Group III (300 Group IV (650 Group V (1,604 Group VI TotAl 
(9,255 CIII .. ; CIII ... 250.000 CltI ... 100,000 Cllles. 50.000 ctlies, 25,000 cili.... 10.000 (6.518 cilies 

R.glOn populallon and over, to 249.999; 10 99.999; 10 49,999: 10 24,999: under 10,000; 
populallon population population populallon populatton population 153,087.(00) 

4).91 b.OOO) 17.Q77,OOO) 20.402,(00) 22.291,000) 25,115,(00) 23.387,000) 

TOTAL: 
~.255 Ctll .... 
populallon 153.087,000; 

A v.rag. num""r of .mploy~ 
p:r 1.000 inhAbit an IS 2.b J S 24 2.2 2.1 2.1 2.8 

No"beutem Slales: 
2,352 Clttes. 
popula:,on 39.141.000. 

A,.rag. number of employees 
pt, 1.000 tnhabltants 2.9 4b 3.2 24 2.3 2.0 2.1 

Mid"estern Stat .. : 
2.490 ctltes. 
populallon 37,927,000, 

Av.rag. number of .mploy~ 
pt, 1,000 tnh.buanls n .1 Q 22 19 1.8 2.0 2.5 

Soutb<:ru Stat .. : 
3,164 Cilles. I 

populluon 43.070.000. 
Averag. number of employees 
per 1.000 tnhabuants 28 )0 2S 26 2.4 2.4 3.5 

WUUMI Stat .. : 
1,249 CUles. 
population 32.950,000' 

Av.rag. number of employ~ 
ptr 1,000 Inh.b,tants 24 2b 20 I 8 2.0 2 I 3.7 

Iinciudes cl'lrlhans Population ngures were rounded 10 Ih( "e.ar~1 IhouUlnd All nUn were Cilcuilled b.:(ort roundln8 
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Sworn Personnel 

Rates based solely on sworn law enforcement personnel 
(excluding civilians) showed the national average for all 
cities was 2.1 officers per 1,000 inhabitants. By population 
grouping, the lowest average rate (I. 7) was for cities with 
populations of 10,000 to 99,999; cities 250,000 or more in 
population recorded the highest rate, 2,8. Suburban county 
law enforcement agencies averaged 2.0 officers per 1,000 
population, while agencies in rural counties averaged 2.4. 

Geographically, the highest rate of officers to population 
was recorded in the Northeastern States where there were 
2.4 officers per 1,000 inhabitants. Following were the 
Southern States with 2.2, the Midwestern States with 2.0, 
and the Western States with 1.7. 

Nationally, males comprised 92 percent of all sworn 
employees. Ninety-four percent of the officers in rural 
counties and 93 percent of those in cities were males, while 
in suburban counties they accounted for 89 percent. 

Full-time La" Enforcement omc:en, Rate per 1,000 Inhahltants, Realon Uld Population Group, October 31, 1987 

[1981 eslimaled populAuon] 

Populo lion Group 

Group I (60 Group II (123 Group III (300 Group IV (6'0 Group V (1.604 G,cup VI 
Total 

(9.2'5 oiues. 
clli... 2'0.000 c,"es. 100.000 c,t, ... 50,000 c,"es, 25,000 CIII ... 10.000 (6.518 CII'" 

Reg,on popullllon 
and over, 10 249,99Q: 10 99,999; 10 49,999; 10 24.999; under 10.000. 

15 J ,081,000) populi lion populallon population populluon populauon populilion 
43,916,000) 11,917,000) 20,402,000) 22,291,000) 25, II ',000) 23.381,0001 

TOTAL: 
9,2'5 clli ... 
populallon I SJ,087,ooo: 

Averlge number of offioen 
per 1.000 ,nhlbltants 21 28 I 8 1.1 I 1 1.1 " -, 

Nortbeutern Stat .. : 
2,3$1 CIII .. ; 
populilion 39,141,000: 

A vera,e number of officen 
per 1.000 IIIhabllant. 2.4 J 1 21 2.0 1.9 1.1 I.l 

Mid ...... "' Sta~DI: 
2,490 till"; 
populallon )7,927,000: 

A verase numbo" of office ... 
per 1,000 InhabItants 2.0 3.3 I 1 IS 1.4 16 20 

Southern Stat ... : 
3,164 Cllles, 
populluon 43,010,000' 

A "erase number of offic .... 
2 -per 1,000 onhabltanl. 2.2 24 1.9 2.0 1.8 19 

Weal,rn Stat.", 
1.249 cui .. ; 
populiuon :12,950,000: 

Averaae number of office" 
26 per 1,000 Inhabltanll 1.1 2.0 14 13 I.S I.S 

Popull"on fisur .. w.re rounded to Ih •• ..,..., Ihouaand. All rat .. ".r. calculaled before round Ina. 

Civilian Employees 

Civilians made up 25 percent of the total United States 
law enforcement employee force in 1987, They represented 
21 percent of the police employees in cities, 32 percent of 
those in rural counties, and 33 percent of the suburban law 
enforcement strength, 

228 

Law Enforcement Officers Killed and Assaulted 

Seventy-two law enforcement officers were feloniously 
slain in the line of duty during 1987, 6 more lives lost than 
in 1986, The increase in 1987 followed a decline in 1986 
whose annual total was lower than for any year since 1968, 

Extensive data on line-of-duty deaths and assaults on city, 
county, state, and Federal officers can be found in the 
Uniform Crime Reporting publication, Law Enforcement 
Officers Killed and Assaulted, 
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fabl. 65. - FUn·dllle lAw Ellforcet!l.at EmplOy_I, Nllmber &nd Rille per 1,000 Inbabltutll. Gtocnpblc Dhilloll and Population Grallp, 
Odeber 31. 1m 
(1987 "'Iimaled populalion) 

Goograph,c dlV,sion 

TOTAL: 9.lS5 cld.-; populaUon 153.0111.000: 
~ulllbet of elll'loy_ .................................. , ................... 
A ....... numblr of employ ... per 1.000 InbabltantJ ..... 

Se .. Eaalaad: 654 cllIlIIl population 11,3(\6,000: 
Number of employees 
Avera,c number of employca per 1.000 ioh.bllanll 

~lcIdIt Allude: 1.6M cltlea; population 27.1135,000: 
Number of employees 
Aven,. number of employca per 1.000 Inh.blt .. " 

£asI North Central: 1,766 cltlea; population 28,l48.000: 
Number of employees 
A •• ra,. number of employees per 1,000 inhabitants 

Weal Nonh C4Itrai: 7]4 cldee; population 9,67'.1:00: 
!'lumber of employees 
A .<ra;e number of employees per 1.000 inh~bitanl> 

Soudl A!ladtle: 1,488 cltllIIl population 17,711.000: 
Number or employees 
A I'.ra,e number of employee per 1.000 mh,bitanu 

E.ut SoIItII CADtnl: 714 cltlee; populatioa 7,.2S1,000: 
Number of emp\oyOllll 
A ..... ,. number of employees per 1.000 inhabit"ll 

Willi SolIdi Central: 961 cldee; pDpIIiadoa 18,070.000: 
Number of employees .......... 
A'era,. number of employees per 1.000 inhabitonu 

M ..... taIa: 535 cltlee; population 8.926.000: 
Number of employea 
Avera,. number of employees per 1.000 inhabitants 

PIlClIIc. 7\4 tlllM: popIIt.tiOIl ]4,024,000: 
Number of employees 
Aven,e number of employees per 1.000 inhabltanll 

Subllrban': 5.503 *"cl.-; POPlllation 90.139.000: 
NUmber of employees 
A •• ras< number of employees per 1.000 ,nhabltants 

'InclUde! clvll1.ns. 

Populauon Group 

TotIJ Group I i Group II Group III Group IV Group V 
(9.lS! ,III..,; \1>0 c"'''. (12l CII\.,.. (lOO cilles. (650 eilles, (1.604 e,ues. 

populallon ~SO.OOO 100.000 10 50.000 10 25.000 10 10,000 \0 

153,08'7.(00) and oyer; 249.999; 99.999; 49.999; 24.999; 
popula,ion populatIon population population popul.tion 
43.916.000) 17.977.000) 20.402.000) 22.291.000) 23.115.000) 

II 

404,~ 152.579 42,$87 43,893 ~.820 53.145 
1.6 l.! 1.4 l.l 2.1 2.1 

27.582 2.567 3.862 3.794 5,744 S.94O 
2.4 4.j 3.3 2.4 2.2 2.1 

85.028 45.799 4.206 6.060 8.322 10.385 
3.1 4.6 3.1 2.3 2.3 2.0 

72.932 28.716 5.017 8.053 8,798 11.142 
2.B 4 I 2.3 2.0 1.8 1.9 

21.119 6.005 1.363 2.061 2,894 3,916 
2.2 3.2 1.9 1.6 1.6 2.0 

58.169 15.892 8.965 6.318 M84 7.384 
l.l 19 2.7 J.I 2.7 2.8 

18.984 3.330 J.277 738 2,680 3,361 
2.6 2.7 B 2.S 2.3 2,3 

43,'66 17.903 4.747 4.'39 3.131 5,278 
2.4 2.6 2.1 1.2 1.9 2.0 

12,243 8.796 2.826 2.190 2,10' 2.202 
2.5 2.7 2.3 1.7 2.1 2.2 

3'.323 23.51\ 8,ll4 8,140 6,'62 3.'37 
2.3 2.6 1.9 1.9 2.0 2.1 

Suburban and County 

CoutJ: 2.t94 &fIIICIeI; polJllllatloa 73.701,000: 
239.1'. Number of employees "" ........................... .. 

2.7 Avera,. number of employees per 1,000 inhabitants ..... 

Group VI 
16.518 elll'" 

under 
10,000; 

populauon 
23.38'.000) 

6!,922 
2.8 

3.675 
2.2 

10.256 
2.0 

11.146 
2.S 

4.880 
2.4 

13,026 
4.0 

5,'98 
3.0 

7.968 
3.2 

4.124 
3.4 

5,249 
4.0 

236,222 
3.2 

:Ineludes ,uburban ellY and eounlY law enror=enl .,enei" "'lthin melropolilln ar .... E.clud .. cenlral elli ... Suburl>en ella ",d counti .. It10 aIao 'ncluded in othtt lTOu!". 
Popula"on liau,,, "'<T< rounded 10 the nearesl Ihousand. All rales wen: ca!culaled before roundinl. 
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INTRODUCTION., _____________________ _ 

The purpose of this report is to present current data on population and housing, and to 
pro~'ide an introduction to the neighborhood statistics prog'p,s,m of the 1980 census. Addi­
tional analysis of the census, related socio-economic information, and detailed residential 
development activi'ty may be found in other Planning Division reports and publications. 

The information contained in this publication is in response to continued inquiries by 
business, industry and the general public regarding Glendale's current population. 

Although Glendale's population continues to grow, the City's population growth rate 
historically has been declining as the City's available vacant land becomes developed. Be­
tween 1950 and 1960, Glendale's population grew from 95,702 to 119,442 at an average 
annual rale of 2.2%. The 1970 census population reached 132,752 while the growth rate 
slowed to 1.1% belWeen 1960 and 1970. A further reduction in the growth rate was exper­
ienced between 1970 and 1980 as the population reached 139,060 and the growth rate 
0.5%. Due 10 a building boom, starting In 1986, a reversal of this growth rate trend is 
expected by 1990. 
METHODOLOGY. ______________________________________________ _ 

The methodology for the estimates contained in this p!4blication use the April 1, 1980 
census of Population by the U.S. Department of Commerce as a base. This base is adjusted 
annually using the California State Department of Finance Certified Estimates for Cities in 
California. Quarterly estimates by the Planning Division use net housing unit change, 
monthly vacancy rates and persons per housing unit as major factors of consideration. 
Group quarters population is surveyed each January 1st by the Planning Division and pro­
vided to the State Department of Finance for their certification program. 

Table 1 on page 2 shows quarterly changes in population and /rousing units, Table 2 on page 
5 records changes in population and housing by census tract since the April 1980 census. 

HOUSING CHANGE SINCE 1980 ____________________ . ____________ __ 

Housing growlh since 1980 has fealured an increase in rental units: there has been a 
fifteen percent increase (5.183 units) with a 1.3 percent decrease in single family homes. 

The graph on pages 3 and 4 shows (he Increase in Rental Housing Since the 1980 Census 
by Census Tract. 
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TABLE 1 

• QUARTERLY CHANGE IN POPULATION & DWELLING UNITS 
ousing, and to 
census. Addi· 

iled residential 
,/ications. 

d inquiries by == • ·on. Housing Units Population 
Single Hul t io!l\ In In 

n growth rate Quarter Ending Family Family Total Housing Group Quarters Total 

'eveloped. Be· 
1 at an average Apr. 1, 1980 28,062 33,591 61,653 136,553 2,507 139,060 
'Ie growth rate July I, 1980 28,077 33,644 61,721 136,698 2,507 139,205 
rate was exper· Oct. I, 19800 ) 28,074 33,739 61,813 136,759 2,507 139,266 

• ie growth rate Jan. I, 1981 28,084 33,851 61,935 137,197 2,586 139,783 
th rate trend is Apr. I, 1981 28,073 33,914 61,987 141,301 2,586 143,887 

July I, 1981 28,089 34,056 62,145 141,318 2,586 143,904 
Oct. I, 1981(1) 28,088 34,222 62,310 141,366 2,586 143,952 
Jan. I, 1982 28,088 34,311 62,399 141,720 2,553 144,273 
Apr. I, 1982 28,093 34,406 62,499 142,264 2,553 144,817 

April 1, 1980 
July I, 1982 28,089 34,586 62,675 142,373 2,553 144,926 
Oct. I, 1982(1) 28,097 34,686 62,783 142,765 2,553 145,318 

• 'Jase is adjusted Jan. I, 1983 28,104 34,743 62,847 143,022 2,602 145,624 
res for Cities in Apr. I, 1983 28,109 34,755 62,864 143,201 2,602 145,803 
Ig unit change, July 1, 1983 28,098 34,774 62,872 143,266 2,602 145,868 
consideration. Oct. I, 1983(1) 28,097 34,814 62,911 143,281 2,602 145,883 

vision and pro- Jan. I, 1984 28,082 34,843 62,925 144,432 2,619 147,051 
Apr. 1 , 1984 28,077 34,962 63,039 144,657 2,619 147,276 
July I, 1984 28,077 35,041 63,l1B 144,828 2,619 147,447 

rable 2 on page Oct. 1, 1984(1) 28,080 35,061 63,141 144,883 2,619 147,502 • 980 census. 
Jan. I, 1985 2a,066 35,312 63,378 146,238 2,562 148,800 
Apr. I, 1985 28,056 35,368 63,424 146,278 2,562 148,840 
July I, 1985 28,045 35,418 63,463 146,315 2,562 148,877 
Oct. I, 1985 (l) 28,044 35,600 63,644 146,487 2,5b;t 149,049 
Jan. I, 1986 28,018 35,778 63,796 149,720 2,739 152,459 
Apr. I, 1986 27,972 35,946 63,918 150,021 2,739 152,760 
July I, 1986 27,904 36,437 64,341 151,333 2,739 154,072 

're has been a 
Oct. 1, 1986 (1) 27,864 36,722 64,586 151,581 2,739 154,320 • Jan. 1, 1987 27,826 37,100 64,926 154,297 2,560 156,857 

family homes. Apr. I, 1987 27,788 37,434 65,222 155,000 2,560 157,560 
July I, 1987 27,729 38,275 66,004 156,859 2,560 159,419 
Oct. I, 1987 27,685 38,985 66,670 158,442 2,560 161,002 
Jan. I, 1988 27,697 39,657 67,354 159,315 2,588 161,903 

(! 1980 Census Apr. 1, 1988 27,685 40,351 68,036 160,905 2,588 163,493 
July I, 1988 27,687 40,788 68,500 162,425 2,588 165,013 
m 

• (1) 
Note: Calculations Adjusted Per Annual State Dept. of Finance Certified Population 

Estimates 
Source: Planning Division, City 0,' Glendale; State Dept. of Finance; 1980 Census 

• The term multi·family Includes both condominium. and apartments. 
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Source:- 1980 U.S. Census of Populltion & Housing 
Planning Division Records 198()'1988. 
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TABLE 2 
CHANGE IN POPULATION AND HOUSING BY CENSUS TRACT 

as 
Housing Units Population 

Census Tract 4/1/80 7/1/88 4/1/80 7/1/88 

3003 
3004 
3005 
3006 
3007.01 
3007.02 
3008 
3009 
3010 
3011 
3012.01 
3012.02 
3013 
3014 
3015 
3016 
3017 
3018 
3019 
3020 
3021.01 
3021.02 
3022 
3023 
3024 
3025.01 
3025.02 

TOTAL 

2,147 
1,927 

558 
2,261 
1,956 
1,823 
2,611 
2,233 
1,957 
2,553 
3,142 
2,253 

727 
1,385 
2,182 
3,287 
2,528 
2,435 
2,469 
3,974 
2,889 
2,544 
2,712 
2,649 
1,947 
2,340 
2,164 

61,653 

2,162 
2,040 

612 
2,337 
2,052 
1,994 
2,677 
2,527 
1,997 
2,708 
3,575 
2,490 

731 
1,386 
2,630 
3,706 
3,033 
2,952 
2,832 
4,558 
3,282 
2,712 
3,217 
3,159 
2,016 
2,719 
2,396 

68,500 

6,469 6,869 
4,936 5,592 
1,335 1,605 
5,337 6,356 
5,196 5,841 
4,843 5,677 
5,499 5,928 
6,399 7,726 
4,419 4,903 
5,364 5,996 
5,529 6,872 
5,337 6,301 
2,202 2,312 
3,729 3,945 
4,921 6,448 
7,800 9,459 
5,826 7,536 
4,507 5,948 
4,483 5,556 
6,438 7,721 
6,104 7,390 
.5,222 6,166 
5,195 6,444 
6,422 7,660 
4,635 5,251 
5,655 6,881 
5,258 6,630 

139,060 165,013 
-r... ______________________________________________________ _ 

Source: 

Note: 

U.S. Census of Population & Housing, 1980; Planning 
Division, City of Glendale 
Population Change is a combined function of: Number of 
housing units, vacancy rate, persons per household, and 
group quarters population. Average household size has 
increased since 1980. Populatioll 

& Housillg 
Popr 
&h. 
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FACILITIES 

INTRODUCTION 

The Glendale Police facility building was designed in the mid 1950's and 
completed in 1960. At time of completion it was occupied by 171 Police 
personnel consisting of 137 sworn officers and 34 non-sworn. In the past thirty 
(30) years these numbers have grown to 183 sworn and 80 non-sworn positions. 
The spatial needs of these additional personnel have been accommodated through a 
series of building modifications, both minor and major, the last of which 
concluded in Spring of 1988. In preparation for this most recent r~modeling, 
the Police Department was charged with the responsibility of designing a 
modification that would accommodate its needs for a five (5) year period taking 
into consideration that there would be no, or very little, growth in personnel 
within that time. Starting with first a professional needs assessments by 
Richard Hughes in 1980 followed by an in-house assessment in 19B2, a design 
meeting the prescribed criteria was presented and approved in August 1983. Now 
with the passage of five (5) years since design approval, it is once again time 
to examine the developing spatial requirements of the Police Department. 
However, for this modification process it is strongly recommended that the 
department be permitted to consider a much longer time line than a five (5) year 
window. The presentation of the Police Department's five (5) year master plan 
requires that the spatial needs for the future be examined. 

PROBLEM 

LOCKER ROOM SPACE - During the past 30 years, the majority of the increases in 
sworn personnel have been in the number of street police officers whose facility 
needs were primarily for lockers and assembly space. These locker needs have 
been met through the years by annexing space in the Police building basement, 
converting those areas originally designed for other purposes. This was a much 
easier process early on in the life of the building, when being a Police Officer 
was primarily a male dominated profession. The advent of female officers has 
brought about demands for locker space never thought of at the time building 
design. Presently there are only eighteen (18) empty lockers available for 
additional male police officers and six (6) available for female police 
officers. 

POLICE COMMUNICATIONS/DISPATCH - The Glendale Police Department is presently 
attempting to operate 1970's and 1980's communications/dispatch technology in an 
area that was designed for 1950's radio equipment. The spatial needs for the 
communications/dispatch function has increased with the coming of the computer 
age. The size of modern day computer aided dispatcher/call reception consoles 
are dramatically larger than the old radio equipment they replaced. Obviously 
none of the current technology could have been anticipated spatially 30 years 
ago. 

The need to improve the communications/dispatch unit, while internally realized 
for some time, was initially documented in the February 1980 study entitled 
"Glendale Police Department Existing Space and Facility Needs Assessment" 
prepared by management consultants Huges-Heiss and Associates. That study 
repeatedly referred to the inadequacy of the existing communications center. 
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The spatial needs for the communications/dispatch area have been further 
described in the study entitled "Master Communications Plan for the City of 
Glendale, California," which was prepared by Schema Systems, Inc. during the 
past year. This study identifies that in the very least, the existing space 
will need extensive remodeling to accommodate the required communications 
equipment. More recently, the "Master Radio System Draft Engineering Report -
June, 1988" prepared by Schema Systems, Inc. reiterates the need to dedicate 
more space to the police communication/dispatch function. 

OFFICE SPACE - The police facilities building cannot accommodate the expanding 
demand for office space without sacrificing existing services. 

POLICE CRIME LAB - As with many of the other police functions the Crime Lab has 
outgrown the space originally allocated to it and there is no easy solution for 
enlarging the unit. The Crime Lab is surrounded by Police Communications, Jail 
and Records. The Crime Lab is challenged with the responsibility of acquiring 
technically current equipment and placing it in diminishing space. Recently the 
Senior 1.0. Technician who supervises the unit had to relocate his work station 
to a location outside of thp Crime Lab to accommodate such an installation. The 
addition and installation of technically modern, but heat generating (and 
chemical oder generating) photographic equipment has caused the room to surpass 
its ability to properly ventilate itself. (The Police Department has requested 
in its 1989/90 Building Maintenance Requests to increase the ventilation of the 
Crime Lab's dark room). Due to the increased volume of cases being processed it 
is an all too frequent occurrence to find critical pieces of criminal evidence 
scattered haphazardly on the Crime Lab office floor. 

HELIPORT - The Air Support Unit is currently located at 1010 Flower Street on 
property owned by the Los Angeles Department of Water and Power. It is occupied 
through a five (5) year lease agreement which expires in April of 1990. The 
lease contains a 30 day vacate clause which leaves the unit in a precarious 
position in regards to its future operations. The heliport hanger was partially 
altered a few years ago to provide an environmentally controlled, noise and 
temperature, location for personnel to assemble when not flying. The alteration 
did not include enclosing the staff locker room which is presently exposed and 
visible to the business office work station, as well as the total interior of 
the hanger. The interior of the hanger is subject to noise and temperature 
swings, even during the mild months. February temperature readings within the 
tlanger have been documented between 52-94 degrees, with greater variances during 
the summer months. Noise levels within the hanger during helicopter departures 
and landings range between 56-92 DB. 

PARKING - The police facility complex has run out of space for parking its 
vehicles. This will become an even more complex issue when construction for the 
new public service building begins in a couple of years and those police 
vehicles which are currently being parked at the corner of Glendale Avenue and 
Wilson Street are displaced. At the present time the parking enforcement 
vehicles are being parked inside the city's multi-deck parking structure 
impacting its limited capacity. Frequently, vehicles slated for repair must be 
parked inside the parking structure as well, on an upper deck, due to the lack 
of spaces in front of the civic center garage. The lack of parking stalls at 
the rear of the station creates mass confusion and gridlock at the time of shift 
changes. 
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RECOMMENDATIONS 

Ideally a new Police Facilities Building would be the best means to address both 
the present and future demands for a growing modern day police department. 
While the present building structure is nearly thirty (30) year's old, many of 
its component facilities are much older in the sense that they are used 24 hours 
per day, seven (7) days a week, in comparison to the standard 8-10 hours per day 
during the common five (5) day work week required of normal buildings. In this 
context, by comparison to a normal thirty (30) year old building, some parts of 
the police building are over 100 years old. Recognizing that the capital 
commitment for constructing a new police building could be between $14 million -
$16 million, it is prudent to examine other options. 

One of the solutions for addressing spatial needs would be to locate some pOlice 
department work units off-site. This can be both expensive as well as 
inefficient, and is not a recommended solution. The centralization of the 
police function around a common work place is by efficient design. For example, 
it is more efficient for patrol officers and detectives both to have the same 
ready access to a Record Bureau, clerical staff, or a jail than it would be to 
have these functions scattered around off-site. The ability to provide facility 
security and coverage for absent personnel is much easier, and less expensive 
when the work units are located within the same complex. Centralizing the 
function at one site reduces the number of supervisors and managers required as 
well. 

The most practical solution in addressing both the present and future spatial 
needs of the Glendale Police Department, absent a new facility, is to take 
advantage of the foresight possessed by the facility's original designers. Not 
only was the building constructed to structurally accommodate the addition of a 
third floor, the interior amenities (elevators and rear stairs) have this 
capacity in reserve. With the footprint of the building being over 18,000 
square feet, a construction project on the roof level, complimented by a limited 
amount of modlfication on other levels, will address all of the present 
problems, the future needs identified in the five (5) year master plan, and 
beyond. The alternative of constructing a thiY'd floor designed to accommodate 
these needs as identified in the following recommended solutions, would cost 
between $3.0 and $3.6 million dollars, or about one-fifth the cost of a new 
facility. 

LOCKER SPACE - Within the police department's 1989/90 Capital Improvement budget 
is a request to convert the existing city telephone switch room to a locker room 
for female employees. This location is adjacent to an existing small 
restroom/shower room and will accommodate over 50 lockers without requiring the 
reworking major plumbing. The cost of this alteration was estimated to be 
$25;000 including new furnishings. Similarly, the next logical annexation for 
male locker room space is into the current roll call/assembly room (room #15), 
which is adjacent to the present main men's locker room. This annexation would 
once again negate the need for re-working any major plumbing at the basement 
level of the facility. The space available in this area will permit the 
addition of approximately 130 lockers for male employees. The estimated cost 
for this alteration is also approximately $25,000 (while the space is much 
larger in comparison to that being proposed for the female locker room, the cost 
is similar as this area does not require nearly as much modificat'on to 
accommodate the change) including the cost of furnishings. This cost can be 
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reduced if the room is converted in logical phases, corresponding to the 
increase in the number of male employees. The displaced roll call/assembly 
function would be relocated to the third floor. 

POLICE COMMUNICATIONS/DISPATCH - The relocation of the police communication 
function to the third floor will accommodate the present and future spatial 
needs of that unit. It will provide a sought after site for an adjacent City of 
Glendale Emergency Operations Center. Additionally, while meeting the spatial 
needs for the modern day technical equipment, this location corrects the issue 
of poor security and need for isolation that surfaced in both the studies 
conducted by Hughes-Heiss and Schema. The police department has a preliminary 
design for this relocation which was created when this expansion was being 
examined in the middle of last year. 

The alternative for this site involves the relocation of the Crime Lab to the 
basement level, letting the police communication/dispatch unit use the vacated 
space. The space made available through the relocation of the Crime Lab will 
only accommodate the communications function alone and will not permit the 
inclusion of a communications supervisor's office or a City Emergency Operations 
Center. The police department has submitted a 1989/90 Capital Improvement 
project request in the amount of $200,000 to make this modification. 

OFFICE SPACE - In the police department's present configuration there are only 
two available solutions for providing additional on-site office space. This 
first is at the third floor level. The second is to build out over the patrol 
vehicle parking lot from the east side of the building. The five (5) year 
master plan is requesting new and reallocated positions that will require 
approximately 650 square foot of private office space (lieutenant-2; police 
communication supervisor-1; executive assistant-1), and approximately 3,000 
square feet for work stations to be located in commonly occupied areas 
(clerical-8; investigators and assisting C.S.O.s-20; Crime Lab Technicians-1). 

The alternative site for the creation of interior office space is to convert the 
present auditorium and conference rooms. The use of both of these areas even 
combined for this purpose is insufficient as it would accommodate less than 1/3 
of the space required for the requested personnel. The elimination of these two 
heavily used rooms from their current functions would contribute added 
inefficiency by requiring the holding of meetings and training sessions at 
off-site locations. Additionally, the loss of the police auditorium and 
conference room to office space would negatively impact the police department's 
customer service image. The general public would lose the use (free of charge) 
these areas at night as a community meeting room. 

CRIME LAB - The relocation of the police communications center to the third 
floor would permit the expansion of the Crime Lab into the vacated space. Such 
an expansion would permit leaving the dark room and all of its technical 
equipment in place as well as the recently installed fume hood. The vacated 
space would permit the creation of three (3) additional work stations, 
accommodating the two newly requested Crime Lab Technicians and allowing the 
units ' supervisor to move back with his personnel. 

The alternative site for the relocation of the Crime Lab would be to the indoor 
shooting range, located in the basement level of the building. This alternative 
would require significant remodeling, including but not limited to, impacting 
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walls, ceilings, HVAC, electrical, and plumbing. As previously mentioned a 
Capital Improvement Project has been submitted for fiscal year 1989/90 in the 
amount of $200,000 to accommodate this relocation to the basement and a 
corresponding modification of the police communications center. 

HELIPORT - The relocation of the heliport needs to have a high priority. The 
unit is essentially operating at the whim of the Los Angeles Department of Water 
and Power, and as mentioned earlier can technically be told to vacate the 
property on thirty (30) days notice. The preferred site is located in Scholl 
Canyon, on a graded plateau where the Glendale Public Service Department is 
preparing to erect a six (6) million gallon water tank. The free space 
remaining at the site is 350' X 180', which is more than adequate for the Air 
Support operation. While there are no estimated cost for this facility, a 
similar one is being planned in the City of Compton for $500,000. 

An identified alternative, would consist of purchasing land, either 
independently or as joint venture with the City of Burbank, when it becomes 
available at the Burbank-Glendale-Pasadena Airport. This alternative is 
contingent on the Lockheed Corporation following through on its plan to vacate a 
large portion of the airport in approximately four (4) years. This alternative 
is less attractive due to its uncertain nature and the time table associated 
with it. The cost of this alternative is unknown. 

The last alternative would consist of leasing a facility at the 
Burbank-Glendale-Pasadena Airport, once again either independently or as a joint 
venture with the City of Burbank. This alternative has many drawbacks not the 
least of which is that it places the air support unit back into the status of 
being a tenant once again. Over the long term this may simply delay the 
ultimate construction of an Air Support facility until costs are higher. 
Presently the City of Burbank Air Support Unit is leasing limited space for 
$400.00 per month. 

PARKING - The alternatives for correcting the parking situation for the police 
ccmplex has no easy solutions. With the present construction cost of multi-deck 
parking structures approximately $8,000 per space, and $12,000 for subterranean 
spaces, it is easy to see that the price of providing future parking is an 
expensive venture. This is compounded by the lack of available appropriate 
locations within the city complex that would accommodate such a structure. In 
order to compliment the number of personnel being requested within the police 
department's five (5) year master plan, when fully implemented, it will require 
nearly 50 additional parking spaces (24-black/whites; 8-parking enforcement; 
11-detective enforcement; and 4-motorcycles). At the proposed rate of personnel 
implementation, eighteen (18) of these spaces will be required the first year 
and fourteen more the second. 

An alternative to building a parking structure would be to lease parking spaces. 
The police department had a recent successful experience at leasing off-site 
parking for patrol vehicles during the underground fuel tank replacement program 
last year. Parking was leased from the owner of the building across the street 
from the Police Station at the rate of $35.00 per space per month. A similar 
arrangement could be pursued for the first level of the far western end of the 
Robinson's parking structure. If such an arrangement were to be successful, the 
annual fee ($7,600) for fifty (50) spaces would be less than the construction 
cost of a single multi-deck space. This alternative becomes more attractive 
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with the planned departure of the Robinson's department store from the complex 
to the next phase of the Galleria. Of course if this were to be the selected 
option certain security measures would be required if it were decided to place 
marked black/white patrol vehicles there. If pursued it may be determined to be 
more appropriate to park other city vehicles (or personnel at this off-site 
location) . 
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