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Purpose of the Diversity Action Plan

To ensure that we continue to move forward in our efforts to promote a positive and inclusive organizational culture, the Police Department, like all other City Departments, has put together a Diversity Action Plan. The purpose of this plan is to ensure that all Police Department employees are familiar with the Police Department’s diversity-related efforts and provide a mechanism to document our achievements and identify and address areas wherein we can improve. It is also intended to address the five strategic areas that were identified in the City’s 2001 Diversity Audit, which were inclusion, bias, the good old boy network, promotions, and conflict.

Background

Policing is probably the most visible and critical service provided by local government. It is a 24/7 service that requires tremendous teamwork among employees to meet the unrelenting public demands and challenges to maintain order and public safety in an increasingly diverse society. Often, the nature of policing results in conflict and puts us at odds with community members we are dedicated to serve. Accordingly, it is a tremendously difficult task to balance policing strategies with community interests. 
The demands and challenges of policing in Tempe far exceed the demographic statistics of local residents. Our school districts encompass highly diverse communities that extend far beyond the boundaries of Tempe. Arizona State University draws large numbers of foreign national students whom contribute to making the neighborhood east of the campus the most diversely populated area in Arizona. Numerous special events, Mill Avenue, Town Lake, the City’s extensive park system, and ASU draw hundreds of visitors, students, and workers.

Another profound change that is affecting policing in Tempe is the transformation from a suburban community into an urban core city--one that is affected by demographic changes and social issues that many residents are unaccustomed to experiencing. Homelessness, slumlord abatement, neighborhood degradation, the influx of undocumented workers, and political/social demonstrations were unheard of in Tempe a decade ago.

Changes in Tempe have mandated a change in policing. The level and quality of our service to the community is dependent upon and reflective of our internal personnel and administrative practices. To be successful in serving our community, we must create and maintain an internal organizational culture that promotes diversity, acceptance, respect, fairness, accountability, and a commitment to public service.

Tempe Police Department Action Plan  
Below are the strategies the Tempe Police Department has incorporated to promote a positive organizational culture and address the five strategic areas that were identified in the City’s 2001 Diversity Audit, which were inclusion, bias, the good old boy network, promotions, and conflict.
To better organize this information, the strategies have been presented as internal strategies and external strategies. Please note, however, that the lines between our internal and external focus are often intertwined, so many of our efforts are both internal and external in focus. In addition, each strategy addresses one or more of the strategic areas of inclusion, bias, the good old boy network, promotions, and conflict.
Internal Strategies
Strategy 1:

 RECRUITMENT:  Continue efforts to recruit a qualified and diverse workforce that reflects the diversity of the community.
Current Efforts: To date, several important recruitment efforts have and continue to be undertaken, including:

· Participating in recruitment activities such as university and college recruitment fairs, military career fairs, and other community events such as the Phoenix Pride Festival and police sponsored events, and hosting a Women’s Policing Expo.
· Providing referral bonuses to City employees.
· Adjusting the minimum educational level for police officer candidates to a high school diploma or GED.

· Partnering with the U.S. Marine Corp and women’s athletic departments at local colleges and universities.

· Maintaining a strong recruitment web page that provides prospective candidates information on the testing and hiring process for police officers. In addition, a special women’s link is included in the recruitment web page that focuses on providing information to women candidates and dispelling myths about women in law enforcement careers.

· Getting recruitment information out to the public via newspaper advertisements and articles.

· Reviewing weekly staffing reports and periodic employee demographic reports to evaluate the success of recruiting strategies.

· Maintaining a Personnel Services Bureau Recruitment and Hiring Strategic Plan (see attached web link).

Future Efforts: 
Strategy 2:

 TESTING & HIRING:  Continue to maintain a welcoming and professional environment for interested candidates; and, ensure the testing and hiring process is fair, timely, and efficient. 
Current Efforts: To date, several important testing and hiring efforts have and continue to be undertaken, including:
· Testing is conducted routinely to ensure that interested, qualified candidates have every opportunity to work in Tempe.
· The Police Chief welcomes all police officer candidates to the written portion of the testing process to promote the Tempe Police Department as an equal opportunity employer.

· Recruits are hired a week before their academy start date for orientation purposes.

· The Police Chief attends both the final inspection and graduation for all recruits.

· The Police Chief conducts a block of training on racial profiling in policing during post academy training. This training focuses on the legal and public relations implications of stereotyping, unintentional bias, and discrimination.

· A member of the Police Department’s Diversity Team provides training on the City’s (formerly the Department’s) diversity policy during post academy training. This training provides an overview of the policy and expectations that the Police Department has regarding promoting tolerance and diversity externally in the community and internally within the Department/City.

Future Efforts:
Strategy 3:

 EDUCATION & TRAINING:  Continue to provide education and training opportunities to employees to ensure proficiency in basic skills, encourage professional development, and promote positive employment practices.
· Encourage employees to take advantage of the $5,000 tuition reimbursement offered by the City to expand their personal and professional horizons.

· A cross section of over fifty employees attended an eight-hour organizational workshop to improve employee and management relations, and to gain a better understanding of mutual concerns (summer 2003).
· All supervisors attended a recent training provided by the Islamic Social Services Agency titled Muslims & the Police (spring 2004).

· All supervisors and some line employees are completing MST III (summer/fall 2004).

· Diversity Team members routinely announce and attend diversity-related lectures available through ASU’s Center for Religion and Conflict.

· Diversity Team members provide training to employee workgroups upon supervisory request on the City’s diversity policy.
· The Diversity Team continues to look for opportunities for multi-cultural training for the entire Police Department.

Future Efforts:
Strategy 4:

 PROMOTIONS:  Continue to ensure that promotional processes are conducted in a fair and consistent manner.
· Promotional processes are conducted with direct assistance and oversight from Human Resources to ensure fairness and equity for all applicants.
· The Police Chief and other managers personally meet with all promotional applicants who request more insight and/or information on the management and supervisory philosophy of the Department 
· Orientation opportunities are provided to potential promotional candidates to familiarize them with the testing process.
· Promotional candidates are provided insight and information on the supervisory role in relation to Equal Employment Opportunity Commission (EEOC) issues and are advised to prepare for EEOC subject matter during preparation for promotional processes.
· Employee forums have been held for promotions involving Bureau Manager/Commander and Assistant Chief positions.
Future Efforts:
Strategy 5:

 COMMUNICATION:  Continue to use and promote a variety of different communication mechanisms to disseminate information and provide interactive communication throughout the Department.
· The Chief and/or Assistant Chiefs formally meet with the TOA, TEC, and TSC on a monthly basis to address agendized issues; however, general business is generally conducted as required. All groups have access to the Chief via the open door policy.
· All employees meet with supervisors on a routine basis through briefings, regular workgroup meetings, employee development/performance reviews, etc.
· The Command Staff meets weekly and the Management Team (Bureau Managers/Commanders and above) meets bi-weekly.

· The Chief holds quarterly meetings with first line supervisors to cover important field supervisory issues in person, and to get feedback from first-lien supervisors. The December 2003 meeting included supervisory intervention training by an EEOC attorney.
· Policy and procedure revisions are provided to all personnel via e-mail. These e-mails provide an explanation for the revision and provide the opportunity for input.
· Information updates are provided to all Police personnel that reinforce protocol and serve as policy and procedure reminders. Personnel are responsible for reading and following through on all information in the information updates.
· Exceptional Incident reports (EIs) are filed in a special folder for all employees to access. EIs contain critical operational information involving recent police incidents that have occurred in Tempe.
· The Police Department Diversity Team meets bi-monthly to discuss a variety of different diversity-related topics that impact the Police Department. The Diversity Team created a Police Department specific diversity policy which was in place for several years before it was superseded by the City’s new diversity policy.
· A Police Department employee participates on the Diversity Steering Committee, and Police employees have been selected to participate in upcoming multi-cultural and women’s task force focus groups.
Future Efforts:
Strategy 6:

 ACCOUNTABILITY:  Continue to ensure that all Police Department employees are accountable to the public and to their fellow employees.
· Citizen complaints are readily accepted and thoroughly investigated by Internal Affairs or appropriate supervisors.
· Employees are routinely informed of their options to file internal discrimination complaints through Human Resources, the Diversity Office, the EEOC, or internally through the Police Department.
· The Citizen Review Panel is available to review citizen complaints investigations, deadly force incidents, and cases directed by the Police Chief. It is not uncommon for the Panel to review citizen discrimination complaint investigations at the direction of the Police Chief when citizens do not make the appeal to the Panel themselves.
· All recommended discipline of a one day suspension or more is reviewed by the Discipline Review Committee, which has an Human Resource staff member available, to ensure fair and consistent discipline throughout the Police Department and City. The Command Staff, Human Resources Manager, City Attorney, and City Manager review serious discipline.
· Supervision and management are held accountable for EEOC compliance.
· The Police Department, in conjunction with the City Attorney’s Office, reviews claims and lawsuits against the Police Department on a quarterly basis.
· The Police Department reports on and analyzes all complaints and internal investigations on a yearly basis to identify and address potential trends and patterns.
· Each year the Police Department Crime Analysis Unit conducts a comprehensive citizen survey to determine the public’s satisfaction with the Police Department and to identify issues or patterns that may need to be addressed by the Police Department.
Future Efforts:
External Strategies

Strategy 1:

COMMUNITY INVOLVEMENT: Continue to work closely with the community to exchange information, mutually address public safety concerns, and promote diversity.
· The Police Department worked closely with the high school and elementary schools to secure grant funding to expand our School Resource Officer program from five Officers to seven. 
· Police Department personnel continue to work with closely with faith groups in the community to protect their facilities and memberships from acts of violence.
· The Volunteer Program provides a group of Spanish speaking volunteers to assist in translating between Officers and Spanish speaking citizens.
· The Police Department’s monthly cable show, Street Beat, highlights the services and diversity of Police employees to the public.
· The Citizen Police Academy is a thirteen week course that provides an opportunity for citizens to interact with Police instructors and experience the complexities of policing under simulation conditions.
· Employees participate in professional organizations and activities including the National Association of Women Law Enforcement Executives, the Latino Police Officers’ Association, and the National Forum for Black Public Administrators.
· Police Department personnel have and continue to remain available to brief and consult the Human Relations Commission on recruiting, hate crimes, the Police complaint process, and other diversity related issues that involve law enforcement.
· Police Department personnel provide public presentations on hate crimes to community groups.
Future Efforts:
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