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The Honorable Bill White, Mayor
City of Houston, Texas

SUBJECT: Houston Police Department — Classified Employee Work Hours
Performance Audit - Report No. 2007-11

Dear Mayor White:

In accordance with the City’s contract with MireFox & Rodriguez, P.C. (MFR), MFR has completed a
Performance Audit of the Houston Police Department’s (HPD) Classified Employee Work Hours to
determine whether HPD'’s operational practices, organizational structure, and management practices
were in compliance with current policies and procedures that govern how much time a classified
officer is allowed to work. The audit also was to determine whether there is a correlation between
excessive hours worked and on-duty injuries, at-fault accidents, and /or disciplinary actions within
HPD. Also, the audit team was to determine whether available resources and technology tools were
being utilized as effectively and efficiently as possible.

The report, attached for your review, did not identify any correlation between significant overtime
hours worked and the number of disciplinary actions against an officer, accidents, or increased
absences by an officer. The auditors did conclude, however, that HPD’s policies and procedures
related to overtime and extra employment are inadequate to manage the hours worked by classified
officers and the system of internal controls related to the extra employment program was inadequate.

The observations and recommendations identified during the audit are included in the body of the
report. Draft copies of the matters contained in the report were provided to Department officials.
The Views of the Responsible Officials as to actions being taken are appended to the report as
Exhibit L.

We commend Department management for their timely efforts to take action to remedy various

deficiencies identified by MFR. We also appreciate the cooperation extended to the MFR
engagement team by Department personnel during the course of the audit.

Respectfully submitted,

Grste L0

Annise D. Parker
City Controlier

901 BAGBY, 8TH FLOOR ¢ P.0. BOX 1562 ¢ HOUSTON, TEXAS 77251-1562
PHONE: 713-247-1440 ¢ FAX: 713-247-3181
e-mail: controllers@cityofhouston.net
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Michael Moore, Chief of Staff, Mayor's Office
Harold L. Hurtt, Chief of Police, Houston Police Department
Judy Gray Johnson, Director, Finance and Administration Department
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Certified Public Accountants January 10’ 2007

The Honorable Annise D. Parker
City Controller

City of Houston

901 Bagby, 8" Floor

Houston, TX 77002

Re: Houston Police Department Classified Employee Work Hours - Performance Audit
Dear Controller Parker:

MirsFox & Rodriguez, P.C. (MFR) has completed the performance audit of the City of
Houston (the City) Police Department's (HPD) Classified Employees Work Hours as

outlined in our engagement letter dated February 2, 2006 under Contract No. 56546,
approved by City Council Ordinance No. 04-1296.

The purpose of our audit was to determine if HPD’s operational practices, organizational
structure, and management practices were in compliance with current policies and
procedures that govern how much time a classified officer was allowed to work. In
addition, the audit was to determine if the available resources and technology tools
were being utilized as effectively and efficiently as possible.

Our observations, issues, communications, and recommendations noted during the
independent assessment of HPD are presented in the attached report. Eleven of the
twelve exhibits that are attached to the report contain additional analysis and
background information related to the sample selected for overtime testing and the
benchmarking survey results. The twelfth exhibit contains HPD'’s management
response. Our procedures, which accomplished most of the objectives, were performed
through June 13, 2006 and have not been updated since that date. Our observations
included in this report are the only matters that came to our attention based on the
procedures performed.

This report is intended solely for the information and use of the City and the Controller's
Office, and is not intended to be used for any other purpose. MFR is pleased to have
been given the opportunity to work on this engagement and we appreciate the
cooperation received from your office and HPD.

Very truly yours,

MireFox & Rodriguez, P.C.

/_ﬁ,,./m

J. David Ahola
One Riverway. Suite 1900 Principal of Internal Audit
Houston, TX 77056
Off. (713) 622-1120

Fax (713) 961-0625
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EXECUTIVE SUMMARY

MFR was engaged to conduct a performance audit of HPD Classified Employees Work
Hours by the City Controller in an engagement letter dated February 2, 2006 pursuant
to Contract No. 56546, approved by City Council Ordinance No. 04-1296.

Background

HPD has specific guidelines regarding the total number of hours a classified employee
can work within a pay period. The hours are the aggregate of on-duty, overtime, and
extra employment. HPD General Order, (GO) 300-7 Overtime Compensation, limits the
maximum work hours to16 hours per day and a total of 80 hours for a workweek. An
on-duty shift commander can override GO-300-7.

Objectives and Scope

The purpose of this performance audit was to perform an independent assessment of
the Classified Employee Work Hours by examining operational areas and records within
HPD. The objectives included the following:

¢ Determine if there is compliance with HPD's current policies and procedures
that govern how much time a classified officer is allowed to work.

e Benchmark work hour standards against other police agencies of similar
geographical area and climate.

® Determine if there is a correlation between excessive hours worked and on-
duty injuries, at-fault accidents, and/or disciplinary actions within HPD.

¢ Evaluate the effectiveness of managerial tools available to monitor the hours
worked by classified HPD employees.

¢ Examine various similar divisions to gather information on hours worked versus
output factors such as arrests made, charges filed, and cases cleared.

¢ Determine if the hours worked as compared to certain output factors for
selected Commands are consistent throughout the department and other cities.

¢ Determine adequate staffing levels for the investigative divisions.

The scope of the audit was for the period July 1, 2004 through December 31, 2005 (the
scope period).

MFR could not complete certain audit objectives because HPD could not provide
adequate information and documentation due to the limitations in the functionality of
their existing information systems. As a result MFR auditors could not complete all
fieldwork satisfactorily.
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Conclusions

HPD's policies and procedures related to overtime and extra employment are
inadequate to manage the hours worked by classified officers and are often
disregarded. MFR did not find any correlation between significant overtime hours
worked and the number of disciplinary actions against an officer, accidents by the
officer, or increased absences by the officer. The system of internal controls related to
the extra employment program was inadequate and there were no management tools in
place to monitor the hours worked. In addition, HPD's current reporting requirements
do not allow for the routine comparison of common management information across all
divisions. MFR was able to benchmark with law enforcement agencies in other cities;
however, comparisons of crime statistics could not be accomplished as HPD is uniquely
organized. MFR's survey of other metropolitan area police forces allowed for the
compilation of common data.

Significant Issues and Recommendations

The following significant issues were noted and related recommendations were made
by MFR based on the information provided by HPD:

¢ HPD has inadequate internal controls and/or management practices in place to
manage the extra employment program. MFR recommends that the Chief of
Police (COP) provide the proper guidance, tools, and staff for an internal
program with the responsibility to control, manage, and provide supervision to
the classified officer's extra employment overtime worked. Such a program
would enable HPD to control the police related activities performed by its
classified officers during non-City time.

e HPD's overtime approval processes do not have sufficient controls to identify
reporting and/or approval errors. MFR recommends that the COP initiate
action to review existing applicable overtime reporting and approval processes
to improve the systems of internal control. The respective GOs require
updating and should reflect those individuals responsible for both the approval
and review of the records.

* MFR did not identify any correlation between the extra hours worked for HPD
and on-duty injuries, at-fault accidents, and/or disciplinary actions.

e HPD's payroll liability amount for paid time off (PTO) does not agree to the
amount recorded in the City’s financial records. HPD was unable to provide
adequate information to support the liability. MFR recommends that HPD's
Financial Analyst review the total amount of banked PTO to ensure the liability
is properly recorded and that the accrued liability agrees to the amount in the
financial records.

¢ HPD has an apparent excessive amount of PTO. MFR recommends that the
COP facilitate the reduction of the annual allowable amount of PTO as well as
the pay down of the accumulated PTO banks through future contact
negotiations and the review of related policies and procedures.
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* HPD lacks a process to identify, track, and report the hours worked by
classified employees; including regular hours, overtime hours, and extra
employment hours. MFR recommends that the COP develop and implement a
process to record and report the actual hours worked by the classified
employees on their extra employment assignments.

¢ HPD lacks a management report framework that would permit performance
indicator comparison for intra-divisional information. MFR recommends that the
COP initiate action to compile information common to all divisions on a single
report that would permit performance indicator comparison and management of
intra-divisional statistics.

* HPD has a considerable number of administrative staff to process the manual
documentation for its 49 divisions. MFR recommends that as the new
computer systems such as SAP and extra employment are implemented, the
COP should review and revise the duties of the administrative staff.

Details of these and other issues and recommendations are contained in the AUDIT
DETAILS, OBSERVATIONS AND RECOMMENDATIONS section of this report.
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AUDIT DETAILS, OBSERVATIONS AND RECOMMENDATIONS
Introduction and Background

The Internal Audit Division of the Controller's Office, under the City Controller's 2006
Audit Plan, authorized MFR to conduct a performance audit related to HPD classified
employees work hours in accordance with Contract No. 56546, approved by City
Council Ordinance No. 04-1296. The audit was to determine if there was compliance
with HPD’s current policies and procedures as they relate to work hours. If during the
audit, negative outcomes from non-compliance and classified employees working an
excessive amount of hours were identified, MFR was to recommend changes relating to
the City’s policies and procedures. These recommendations are incorporated into this
report.

HPD has specific guidelines regarding the total number of hours a classified employee
can work within a certain period. The hours are the aggregate of on-duty, overtime, and
extra employment. HPD GO 300-7, Overtime Compensation, limits the maximum work
hours in a 24-hour period to 16 hours and total of 80 hours for a workweek. An on-duty
shift commander can override both restrictions; accordingly there is no limit to the
maximum number of hours that an on-duty HPD officer can work.

Houston has come a considerable way since it's incorporation in 1837 with one
constable. HPD was founded in 1841, and Badge #1 was issued. Currently, HPD has
approximately 4,817 classified men and women and 1,281 civilians performing various
police related functions for the City, 24 hours a day, seven days a week, and 365 days
per year. The mission of the Houston Police Department is to enhance the quality of life
in the City of Houston by working cooperatively with the public and within the framework
of the U.S. Constitution to enforce the laws, preserve the peace, reduce fear, and
provide for a safe environment. HPD carries out their mission through the coordinated
efforts of 49 divisions, 12 Command offices and all of their classified officers and civilian
employees.
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OBSERVATIONS AND RECOMMENDATIONS

Audit Objective: Determine if there is compliance with HPD’s current policies and
procedures that govern how much time a classified officer is allowed to work.

MFR judgmentally selected a sample of 22 classified officers for overtime testing.
Attributes were selected in accordance with HPD’s policies and procedures. Attributes
tested included existence of an overtime form, presence of appropriate approvals, the
calculation of the overtime payment, the calculation of the accrual for compensatory
time, if applicable, and the posting of the overtime to the City's records. The MFR audit
team reviewed approximately 4,700 overtime forms related to our sample of 22
classified officers. See Exhibits A and B for the characteristics of the sample selected.

Observation 1: HPD has inadequate internal controls and/or management
practices in place to manage the extra employment program.

1. HPD does not routinely require officers to report extra employment hours worked.
Since the extra employment portion of the actual workweek is not managed within
HPD, compliance with the total work hour limit cannot be determined. In fact, during
fieldwork, it was determined at least one of the officers in the test group averaged
pay for over 79 hours per week for the entire scope period without including extra
employment, which he also worked.

2. An officer who has an extra employment permit has no requirement to actually work
hours associated with an approved permit. Officers are allowed to obtain permits
and let other officers perform the actual extra employment work. Since there is no
documentation of the Extra Employment hours actually worked, there is no routine,
verifiable means of determining compliance with the department’s policy on
Maximum Work Hours as defined in GO 300-07.

3. HPD GO 300-07 states, “when calculating Maximum Work Hours, an employee’s
regular shift, overtime, court overtime, and extra employment hours physically
worked will be counted.” GO 300-14 states in ltem 5, “Supervisory Approval is not
required to submit an Extra Employment Application.” Later in Item 5, under the
Sub-title “Supervisor's Responsibilities”, the GO states “All supervisors will be held
accountable for monitoring the categories and hours of extra employment worked by
employees under their direct supervision”. The supervisor is charged with the
responsibility to monitor the categories and extra employment hours worked;
however, HPD does not have a process to ensure that classified employees do not
work in excess of 16 hours per day and/or 80 hours per week in both City work and
extra employment work combined.
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Recommendation: MFR recommends that the COP provide the proper guidance,
tools, and staff for an internal program with the responsibility to control, manage,
and provide supervision to the classified officer's who work extra employment.

Features of this program might include:

e Specific GOs detailing the HPD management responsible to provide guidance
for the control and efficient operation of the extra employment program and
holding them accountable to do so.

e A coordinator, responsible for permits (employer and officer), scheduling of
officers, tracking of hours worked, and payment of officers for hours worked.

e An integrated information system containing all of the extra employment
permits issued to each officer and employer, the details related to the officers
permitted to work, and the hours actually worked.

e All extra employment permits would be issued to both the employer and the
HPD officer.

e Having on-duty supervisors monitor and report on extra employment activities
within their designated areas of operation.

Audit Objective: Benchmark work hour standards against other police agencies
of similar geographical area and climate.

MFR sent surveys to 15 cities, however only 12 cities responded. The purpose of the
surveys was to benchmark their work hour standards. The survey related information is
contained in Exhibits C through K.

Observation 2: HPD’s payroll liability does not agree to the amount recorded in
the City’s financial records.

HPD has a significant amount of accrued payroll liability; however, the amount of PTO
recorded by HPD is less than the amount of PTO recorded in the City's financial
records.

In addition, during MFR's initial inquiries into HPD’s survey response, the HPD Budget
and Finance Department informed MFR that there were 42 banks of various types of
PTO being utilized by 6,399 HPD employees. The HPD employees have accumulated
over 8.8 million hours of PTO as of May 15, 2006. For approximately 7.3 million hours,
a value of $162,897,550 has been frozen through recent negotiation with the officer's
union. HPD did not provide adequate information to permit MFR to determine if the
frozen value for either the 7.3 million hours or the value for the remaining 1.5 million
hours has been properly accrued as a payroll liability.
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Recommendation: We recommend that the HPD financial analyst review the total
amount of banked PTO hours to ensure the City’s liability is properly recorded
and that the detailed amount for each officer’'s PTO reconciles to the amount in
the City’s financial records.

Observation 3: The amount of banked PTO hours significantly increases the
number of hours worked by the current work force.

The 6,399 HPD employees which have the 8,812,179 PTO hours banked as of May 15,
2006 have accumulated approximately 6,300 years of PTO based upon the current
negotiated annual minimum allowable PTO.

Recommendation: MFR recommends that the COP review existing policies and
procedures and consider including in future contract negotiations the reduction
of the annual allowable amount of PTO as well as the pay down of the
accumulated PTO banks.

Audit Objective: Determine if there is a correlation between excessive hours
worked and on-duty injuries, at-fault accidents, and/or disciplinary actions within
the HPD.

For the sample of 22 classified officers selected in Observation 1 above, MFR reviewed
their disciplinary actions, on-duty injuries, and at-fault accidents. MFR did not have any
data related to the extra employment hours worked to analyze. MFR did not identify
any correlation between the extra hours worked for HPD and on-duty injuries, at-fault
accidents, and/or disciplinary actions.

Audit Objective: Evaluate the effectiveness of managerial tools available to
monitor the hours worked by classified HPD employees.

Observation 4: There is not a process currently in place to allow HPD to record,
track and/or report extra employment hours worked and the existing Extra
Employment Computer System does not have the functionality for the recording,
tracking, and reporting of the actual hours worked. HPD does not have a process
to manage the extra employment program nor to supervise the classified officers
who work extra employment. '

The current extra employment computer system does not have the functionality to be a
time keeping system; it contains only the minimum information about each officer's
approved Extra Employment Permit. The system does not have the functionality to
provide any reports for management'’s evaluation. Also, the computer system does not
have the functionality to identify expired permits.
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Recommendation: See recommendation for Observation 1.

Consideration should be given to using the City's new SAP computer system to record
all of the extra employer data and to generate management reports to facilitate HPD's
monitoring of the program.

Audit Objective: Examine various similar divisions to gather information on
hours worked versus output factors such as arrests made, charges filed, and
cases cleared.

Observation 5: The hours worked and related performance factors could not be
compared within HPD due to inadequate data.

Through inquiry and numerous information requests, MFR understands that HPD does
not have a uniform method or process to report statistical information so that the data
from various divisions can be compared. Specifically, with the exception of Investigative
Operations, the intra-divisional HPD reports do not contain the same data points, such
as number of officers working, number of regular hours worked, number of overtime
hours worked, and the number of officers on various types of paid time off. Thus, the
opportunity to obtain the valuable management information for intra-divisional
comparison and benchmarking cannot be made.

Recommendation: We recommend that the COP initiates action to compile
information common to all divisions on a single report that would permit
performance indicator comparisons and management of intra-divisional
statistics.

Audit Objective: Determine if the hours worked as compared to certain output
factors for seiected Commands are consistent throughout the department and
other cities.

The hours worked could not be compared to certain output factors for selected
commands due to inadequate information as noted in Observation 5.

Observation 6: As a result of the implementation of the new computer systems,
HPD may need to review the existing administrative staffing level.

During MFR’s fieldwork related to the benchmarking survey, HPD responded that there
were 49 divisions within HPD. MFR realizes that the definition of a “division” may vary
from city to city. The number of divisions combined with the manual processes that are
currently within the department increases the risk of a higher number of staff to support
these divisions.
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Recommendation: The COP review and revise, if necessary, the structure of HPD
to consolidate any redundant administrative functions as the new computer
systems are implemented.

Audit Objective: Determine adequate staffing levels for the investigative
divisions.

Observation 7: Until divisions within HPD can be compared on common
management statistical information and PTO amounts are significantly reduced,
adequate classified officer staffing levels cannot be determined.

Since HPD does not have adequate data available to determine the hours worked
(overtime and extra reporting) and the related output factors, MFR did not have
adequate information to analyze the staffing levels within HPD.

Recommendation: See recommendation for Observations 5.
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CHARACTERISTICS OF THE SAMPLE
SELECTED FOR OVERTIME TESTING
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EXHIBIT A
OVERTIME HOURS FOR SCOPE PERIOD

The following graph illustrates the number of overtime hours worked by 15 of the 22
classified officers in the sample that MFR selected. Fifteen of the 22 classified officers
in the sample worked overtime in each month of the scope period. The remaining
seven classified officers had several months in which they did not work any overtime for
the City. It should be noted that these overtime hours are in addition to the regular 40
hours work week. This graph does not include the extra employment hours that may
have been worked. MFR was not provided the current approval permits for the
classified officers in the sample.

HPD has numerous safety related programs, that are funded by either State or Federal
grants. HPD has created task forces to conduct the programs funded by the grants.
These programs are designed to be performed outside the normal work day. HPD
classified officers volunteer to participate in these programs during their non-regular
work hours.

During our testing of the 22 classified officers we noted that there were numerous
overtime programs such as the “Driving While Intoxicated” (DWI) task force and the
“Click it or Ticket” task force.
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EXHIBIT B

AVERAGE TOTAL HOURS PER WEEK
FOR ENTIRE SCOPE PERIOD

The following graph illustrates the number of average total hours per week for the 15 of
the 22 classified officers in the sample. Extra employment hours are not included in this
exhibit as the information was not available.
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BENCHMARKING SURVEY RESULTS
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EXHIBIT C
SURVEY DATA SUMMARY
General Data

MFR in conjunction with HPD developed and submitted a questionnaire (see Exhibit D)
to 15 cities (see Exhibit E) seeking information about hours worked (regular and
overtime), general population, number of uniformed officers, number of civilian police
department workers, etc. Twelve (see Exhibit E) of the 15 cities responded to the
questionnaire. A summary of the six largest cities’ information received is as follows:

New
Chicago Philadelphia Houston Phoenix Dallas York

Area (sg miles) 229 135 606 516 385 303
Population (millions) 2.89 1.5 2.2 1.47 1.21 8.09
Sworn Officers 13,243 6,586 4,817 2,931 2,986 36,258
Civilians 620 850 1,281 902 529 14,553
Total officers/civilians 13,863 7,436 6,098 3,833 3,515 50,811
Number of divisions 6 21 49 8 15 19
Average population per

Sq mile 12,648 11,111 3,628 2,852 3,146 26,686
Average population per

officer 218 228 456 502 405 223
Average officer per sq mile 58 49 8 6 8 120

Based on the survey results noted above, Houston has the greatest number of square
miles of the six largest cities. This statistic does not have significant weight as there are
many areas within Houston city limits which are undeveloped. Houston has the second
highest average population per officer statistic in the six largest cities. This represents
exactly twice as many people per officer than of Philadelphia and 2.1 times that of
Chicago. The number of divisions is somewhat misleading as Chicago has six (6)
boroughs; however, Houston has more than twice the number of divisions than
Philadelphia the next highest city. With a high number of divisions, there is also a
higher number of staff to support these divisions. To better understand the responses
MFR has prepared graphs from the data collected as follows.

Several questions were asked of the respondents regarding the regular hours, overtime
hours and off-duty hours (see Exhibit F). The regular hours of operation ranged from 8
to 10 hours per day as the days worked in a week ranged from 4 to 6 days. The
authorized hours that could be worked by officers ranged from zero hours to 84 hours
per week. Compensatory time off policies also varied by city. For off-duty hours we
noted that in common with police departments throughout the country, Houston police
officers are allowed to hold extra employment when they were off-duty.

16
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This has the benefit of providing uniformed officers to assist with providing security for
events and private companies.

It also enables officers to supplement their income. According to the survey, off-duty or
extra employment work policies ranged from zero hours per week to 84 hours per week.

Furthermore, MFR compared Houston's policy with the corresponding policy for
Columbus, Ohio; Jacksonville, Florida; Phoenix, Arizona; and San Antonio, Texas, four
cities from the initial survey. We also obtained summary information on New York City’s
“Paid Detail Unit” from their web site.

From a review of the procedural documentation from each city, it is obvious that all of
them regard Extra (or “Off-duty”) Employment as a privilege, not a right. In addition,
such employment is not to interfere with any employee’s regular performance or
responsibilities to their police department.

There are many similarities between the policies and procedures for the cities reviewed,
with a major difference being that all the cities, except Houston, have an agency that
monitors extra work. In Houston, that task is given to the supervisors.

To better understand certain characteristics of the cilies that responded to the survey,
MFR prepared graphs that compare the cities (see Exhibit K). According to Exhibit H,
Jacksonville has the largest amount of square miles per department employee.
Houston ranked 5" out of the 12 cities that responded to the survey. Exhibit | shows
that San Francisco has the most dense population per square mile to be policed, while
Houston ranked 7.

San Diego has the greatest number of citizens per police department employee. While
Houston ranked 5" of the 12 cities, see Exhibit J for details. Chicago had the highest
percentage of classified employees compared to civilian employees while San Antonio

appeared to have the greatest percentage of civilian employees, see Exhibit K for
details.

16
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EXHIBIT D
Police Department Questionnaire
City:
A. General
1. How large is the area covered by your Police Department? sq. ml.
2. Approximately what percentage of this area is: Residential %
Commercial %
Other %
Please describe “Other”
3. What is the approximate total population in this area?
E. Police Department
1. How many employees are in the Department? Classified
Civilian
Of the Classified employees, how many are exempt?
2. How many Divisions are in your Department?
3. Is the Department unionized? Yes[] No[]
C. Regular Hours of Work
1. What is the regular work day for employees? hours
2. What is the regular work week for employees? days
D. Overtime Hours (Additional hours worked for the Department)
1. Is there a limit on the number of overtime hours per week? Yes[ ] No[]
If “Yes”, what is the maximum permitted weekly overtime hours? hours
2. Is there an option to take compensatory time? Yes [ ] No[]
If “Yes”, is there a maximum permitted “Comp Time” that can
be accrued before overtime pay is mandatory? Yes [] No []
If “Yes”, what is this maximum number of hours? hours

3. Other information that may be relevant.

17



E. Off-Duty Hours (Additional hours worked outside the Department)
1.

© © N o
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EXHIBIT D (Continued)

Police Department Questionnaire

Is there a limit on the number of “off-duty” hours per week

If “Yes”, what is the maximum permitted weekly “off-duty” hours?

Is there a centralized assignment for “off-duty” jobs?

Can an officer solicit his/her own “off-duty” jobs?

Are all officers able to take “off-duty” jobs

If “No”, what are the criteria for deciding who is eligible

to take these jobs?

Is compensation for “off-duty” work paid through the

City’s payroll system?

Is there an established pay rate for “off-duty” work?

Is an officer permitted to use police equipment on these jobs?
Does the City assume any liability risk for these jobs?

Is the liability cost shared between the City and the

off-duty employer?

Are outside agencies permitted to work inside the city limit?
Other information that may be relevant.

18

Yes [ ]

Yes [ ]
Yes [ ]
Yes []

Yes []
Yes []
Yes [ ]
Yes []

Yes [ ]
Yes [ ]

No []
hours
No []
No []
No []

No []
No []
No []
No []

No []
No []
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EXHIBIT E
Cities Surveyed and Their Responses
Rank by Rank by Size

City’ State Population  of Police Dept Surveyed Responded
New York New York 1 1 Yes Yes
Los Angeles  California 2 3 Yes No
Chicago Ilinois 3 2 Yes Yes
Houston Texas 4 5 Yes Yes
Philadelphia  Pennsylvania 5 4 Yes Yes
Phoenix Arizona 6 9 Yes Yes
San Diego California 7 14 Yes Yes
Las Vegas Nevada 8 8 Yes No
San Antonio Texas 9 19 Yes Yes
Dallas Texas 10 1 Yes Yes
Detroit Michigan 11 6 Yes No
Indianapolis Indiana 14 13 Yes Yes
Jacksonville Florida 15 16 Yes Yes
San Francisco California 16 18 Yes Yes
Columbus? Ohio 17 Yes Yes

The initial sample chosen was 15 cities that were in the top 20 for both population
served and size of Police Department. Honolulu was excluded as it is outside the
Continental USA.

Size of Police Department was not available for the City of Columbus.
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EXHIBIT F

Survey Results Police Department Hours

e ] = B
82| s | 8| |58 |2[2|:8| 8
Survey Qiestion g E E & § E § z 2 ] g z
G ] £ & ; B
3 E|E|E g a4 cf 2
Regular Hours
low 00000 otien) /48 cegutae work 6y for 8 | 8 | 8 |socwo|l m |1ve| 8 |sorto| 8 |sorto|Borta| @
amployees?
Fewlong { i daya) s the reguiar work week for 5 5 &5 |[sora] m | @ | 8 |soda| 5 |sora|sora 5
employses?
(Crvprtime Hours (worked for the Degartment)
E.Eq:;aahrml o the number of avertime hours per Yes No No No No No No No No No Yas Mo
itk e Lol @ | na | oA | s | na | na | s | e | owa | s | 20 A
Is there an option (o take compensatory time? Yos Yes Yas Yes Yas Yes (4) Yes Yes Yes Yas Yes
if1'Ta'r-l s there a mmlmum ue":iﬂed 'CI“‘: Time” o Yos | Yes | ves | No | Yes | ves | WA | ves | ves | ves | ves Mo
If “Yes" what is the maximum number of hours? 480 480 160 NIA (5) 480 WA 180 480 &0 480 MNIA
(Oft-Duty Hours (workad outside the Department)
1% there a limit on the number of off-duty hours per weell Yes Yes Na Yes No Yes No Mo Yes Na Yes Yas
What Is the maximum permitied weekly ofi-duty hours?|  (3) 20 NiA 72 NIA (6) NA NIA 24 NiA 20 0
Is there a limit an the total howrs (including regular,
e, Sk i Yes No No Yes N No No No Yes Mo Ny No
What is the maxdmum permilted total waskly hours? BO A N/A 84 A (8) MNA NIA 64 NIA NIA NiA
8 thore = reporting e placa to '°""',':°‘" 5 ves | no | wa | ves | wa | no | wa | No | Mo | mne | Mo Yes
s there a centralized procadure for assigning "of-tuty” No No Yas Mo NA Yes No Yes Yes Mo No Yes
T
Can an officer ook for hisher own “off-duty” jobs? Yen Yes No No Yes Yes No No Yes Yes Yeas No
#Arm all officers able o work “off-duty” jobs No No No No Yes No No No Yes No No No
Z&m&m o o oty wok padtheaugh e | o | o [ @ [ No [ N [ No [ ves [ @ [ @ | N | wo No
Is these an established pay rate for “off -duty” work? No No Yes No Nao Yes Yes Na Yes Mo NIA Yas
Is @n officer permitted to use police equipment on A V.
sé jobs? Yes No Yes Yes Yas Yes Yes Yes Yos Yes i an
Does the City assume any liability risk for these jobs? Mo No n Yes No Yes Yes Mo Yos No No Yas
Is the liabilty cost shared between the City and tha off-
leuty smployer? Na No n Yes No Mo No No No No NA No
(1) Operations 8.5 hrs, 6 daysiweek; Admin. 8hrs, 5 daysiweek; Traffic 10 brs, 4 days/week
(2) 2-5 days, depending on stage in 28 day work cycle.
3) Max for ALL work is 80 hrs/wk.
4) Only Captains & above can eam/use Comp Time. Comp Time total cap is 1,100 hours, with 208 hours use /year. Every hour above cap is
lost.
5) Patrol Sergeant - 480 hrs; Lieutenants - 530 hrs; Captains - 800 hrs
6) There is no expressed weekly limit. Swom employses work variety of 8, 10 and 11.42 hour schedules. Cannot work more than sixteen
consecutive hours, must have 8 hour rest periods between shifts, cannot work more than 104 hours secondary employment monthly.
@) The answer depends on the type of "Off-duty” work.
8) Vendors pay the City, then the City pays the officer.
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Survey Results Extra Employment Procedures

EXHIBIT G

Question Houston Columbus Jacksonville New :3:"‘:?:)“ on Phoenix San Antonio
An: Fr ionnai
fo ".",':,; m.’;;‘;“m o for No Yes Yoo Not received Yes Yoo
s): an o_'jl:::?look for ouwn Yo No Yes Not received No Yes
An: From Pri ral Docum i
Mhat s the name of the (Ganaral Order 300-14; ot {251 3 17 - S0 Gonorn Ordr Lil9 (53) - [P/l ue! Operations Order 3.11; | Procedure 905; Ofi-Duty
jdocumentation? Date if known. September 6, 2008 033012004 Eff. 01-17-06 paid_detal. htmi Rev. 12/05 and Qutside Employment.
|f documentation covers more than
:’;:2’:' of ““z°b’;‘°’w‘,', Sw:dnlolas NA N/A NIA NA Off-Duty, Extra-Duty | Outside Employment only
for definitions
[What is the name for the
IDopartment that handies ofi-duty / | Exire Employment Oftos | Speciai Duty Office (SDO) s“"’"ﬁ:{ Es';‘l’:"’"""' Paid Detail Unit (PDU) | ON-Duty Work Detail O"'D“'VDE""‘;W’“""
pecondary / extra employment? ( )
.l.:hm a. procedure to approve Not g Yea Yee Yeos Yeos Not stated
L; The Special Duty Officer | No spacific details - "The ;:""m“‘”"“ o :‘m““:""m No spedific details - *All
. " reviews special duty SEU Commander shail off-duty job sites, except
p:;:'::::‘p‘m of the vel NA requests and approves or| review and approve all regl .::g.”: eompmy.& routine traffic control sites, N/A
denies them, as Secondary Employment 'MCB provide require approval from the
appropriate. applications..” proof of l.munnea Off-Duty Work Supervisor.
':“:m:; sgreement that vendors Not stated Not stated Not stated Yes Not stated Not stated
ls there a limit on hours that can be
worked off-duty/secondary? Yoo No Yes Not stated Not stated here Yee
For ERSE, max allowed / No more than 24 hraiwk
mthis 104 hours. with 40 hrs regular duty.
No "‘“'::" 80 ‘: R Employees must have at No more than 8 hea/24
MWhat are the limits? hours ""I I“""‘“I NIA least 8 hvs rest in any 24 NA N/A when in regular schedule.
Fridey). hrs and may not work No more than 64 hrs/wk or]
g more then 16 hrs in any 15hre/24 brs with no
24 hrs. regular duty.
s there an established pay rate for
bofi-duty/s work? No Yes Yes Yes No Yes
The minimum hourly rate
MERSE:O:IT“:::‘“ The rate is based on rank.
How is this rate calculated? NA FOP Union bargaining. When a Ezz:fgi. ihe coatofa NiA By contract
Sergeant or above acts as| dotective will be $30/r.
a supervisor, they receive .
additional compensation.
The officer's check is
. . lf job is City-sponsored, | Vendors pay the City and
is the officer paid by the City or by ) . ade payable to himher :
kho outside agency / vendor? Outside Agenoy Outside Agency Outside Agency “;d sent 1o the PDU by City pays; otherwise the City then pays the
the vendor pays. officer
Are all officers eligible to work on
JE xtra Employment joba? No No No Not stated No No
offioers, Under investigation (which
those who do not mest could lead 1o suspension Officers who have not
What are the criteria for exclusion roquialle or termination); on limited Not stated - the web site | P and those completed 1 year
from considerstion for Exira requiremaents; those who | Officers who are on Light | duty; receiving Workers has information for the [under investigation are not probationary period;
|Employment? are sunpended, relleved of| Duty or Restricted Duty. Comp; on FMLA, benefit of vendors allowed %o work "Off-Duty” officers on suspension,
duty, iransitional duty, Retirement Leave . ) sick leave, injury leave, or
inry lewve, or otherwise Terminal Leave; relieved limited duty assignments
of duty.
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EXHIBIT G (Continued)

Survey Results Extra Employment Procedures

Question Houston Coltimtiis Jacksonville P :ﬂmd o Phoanix San Antonio
Cnen n wndor has boen Officor submitm » Rsquest
JEmployes obtsine e et Seon parscnrel m ey mprrved. thiy am frie OOy E str-Diity A i ek i
amploymant permil cortact iha D0 b check onferod inko the Work form and Wm " Empiosymant Pomil
itk b s s - e pamber from the litranet | on the mvaiability of SO | Swecondary Employment | Not ninted - the web site fhmugh the chain of rmugh the chain
Eiira Eihploymeeil? wystam, A copy must be | work or 1o ba pliced on databass A b site han inf for the d 1o the Of-Oury ol cormansd. Onie
g S b peovided fo immodisle | ina ket s be colled when | rumber is crested. Any tanelit of vendors Work Supervane. Onos grantnd, the Pomuit must
supervmer for sach b 1 g ens are whigible employen in gheon npproved, names of bnm'“wmr“
e wexrkad. avnllabie el opportunity o avallutle i ployoes arm
respond lo nofifications updated guarery
The Off-Duty Work Detal
T Dmgsairtrront mitstainm| Suponvinor ansigne jobe
oo The officer Kieps & copy
oG b ol "3 #7572+ S ET | G el
otitnined wh i the procedurs for | ol sspocts of the extre has information for the and carries |t whide
amaigning  moniionng the work? it bor Duty Raguosl and remponibiity of each el ol ik shvalladitlity. Officirs srgaged I oithide
. frwarts 1t o the SO0 officecto kog in end off omplato an OF-Duty rvont
PRSPy aach tima thay wark Wark parmit for aach ob smploy
thasy werrk
JArm e officens 0 be given o W-2
e plooyes) 01009 | ndegpendent Elitvar s permitted Mt stpted Mot siated 1068 Mot steied Not ateed
ocrrrmoton |7
‘;:r:::zm:""f:“::::, N Mot slistod You Yes Mot patosd Mot staded
[How much { how m his calauioted? W NiA Lisunity $3.50 | hour 10% ol rmle of pey NIA MNIA
r::ﬂ”";:m"::‘;:u el Yo Yom (w00 bokw) Yom Mot sintod Yoa Yes
Officers warking Employoes working off-
[T e ——— Thacompiute pise] ity wib wan tHa i )
i emiploymend Wil | Siendord police uniomm sifanm, ; sithorized Unifarmm it e aw:::':
woar Mol departmant | will ba worn. unleas prior | BEREE shall be uom ot ol Pulice alficet will neport to | appropriste for the Hme of Ssarcias notice sU Y
il m the poloy m regens io werdorosmiont rlmted holshe weatn a regulishon
TR R Insued oficest urtform. | written approsal has been ) e appmved vendor your. Approval for non- exalico ko xhamn: i
e Theay must mchrone io ot amed hom Deputy SOOI STRAIYI SN kremticn in full untform unitorm athte require F
groorming standards nd Chiel Sl of Gty popsovel of commandar of| 1IN YAl him ben
Mty wodn msmigned ear Alialrs {or daalaes) moy procingt whore work s s
ke tostty srmor) [ sxpeplions done
Use of City vehicios in Yoa, but niich usa musl
In il poestibis o usae o polios car, prohibited. ciycwned | Yes h‘m'l" procediren | bo stated i:"ﬂ appecved | Yom; tharm aro procadures
bracho, ot espment? property is only sllowed | for checking out such an the Samndary Mol statad for checking oat such st bt
wilh weition il '] Emiph MNaotificulh equpment
from Commandar, Fom
An officer dosinmg o work
"OfF-Duty” (nes below)
st mont n lnttor fo the Thierd wow alne tegilalions
Dagisty Chisl duscribing for working # a job
(Othor irformtion NA the dutivs ivelved. The NIA huA rolting & tha Mation NIA
ropimal o oviwed by Piclure Production
afficer’s suparvtaor, tut inciumiry,
Dieputy Chial ghves tinal
aisprtreal | clsapprnenl

Notes on terminology

1 ERSE Enforcement Related Secondary Employment

2 Columbus - Special Duty Employment - Uniformed or plainciothed employment evolving directly from the authority granted to an individual by
virtue of being a swom law enforcement office with the Division of Police
Off-Duty Employment - Any employment or business interest that is independent of police authority.

3 San Antonio -  Off-Duty Employment in City Facilities - entails security, crowd control and other police related activities in City Facilities
Outside Employment - work or other activity performed (could be volunteer) for an outside agency. This could be Extension of Police
Service or Non-Extension of Police Service.

4 New Yok information was obtained from the New York Police Department's website.
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EXHIBIT H

Area per Police Department Employee
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EXHIBIT |
Citizens per Square Mile
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CLASSIFIED EMPLOYEES WORK HOURS — PERFORMANCE AUDIT

Citizens per Police Department Employee

EXHIBIT J

B Citizens per Classified employee OCitizens per Department employeﬂ
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EXHIBIT K

Percentage Classified vs Civilian Employees
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EXHIBIT L
MANAGEMENT RESPONSE
Views of Responsible Officials
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EXHIBIT L

CITY OF HOUSTON

INTER OFFICE CORRESPONDENCE

to Annise D. Parker rrom:  Harold L. Hurtt
City Controller Chief of Police

DATE: December 8, 2006

sussect Houston Police Department’s
Classified Employees Work Hours
Performance Audit Report

This is in response to the audit of the Houston Police Department’s Classified Employees Work
Hours performed by MiresFox & Rodriguez, P.C., Certified Public Accountants.

Our responses to the issues noted by Mir Fox are as follows:

~ HPD has inadequate internal controls and/or management practices in place to manage the
extra employment program.

W 1PD aprees and has proposed changes o address this issue.

— HPD’s overtime approval processes do not have sufficient controls to identify reporting
and/or approval errors. Views of Responsible

Officials

® 1PD currently has systems in place to produce reports on the regular hours worked,
overtime worked, and leave time taken Current overtime approval, at a minimum,

ires a supervisor, plus one level higher The Department expects that the new SAP

system will enhance our capabilities in these areas, especially in reporting and security.

Lacking is sufficient reporting to capture total hours worked It will implement

additional reporting to capture this information

- MFR did not identify any correlation between the extra hours worked for HPD and on-duty
injuries, at-fault accidents, and/or disciplinary actions.

™ This positive finding indicates that despite the large number of hours worked by the

classified workforce, there are minimal negative impacts at this time.

— HPD‘s payroli liability amount for paid time off (PTO) does not agree to the amount
recorded in the City’s financial records.

® The difference in the amount is attributed to the value of compensatory time. The
Department provided the hours, but not the value to the auditors. 1t agrees with the
=

amount provided in the City’s financial records.
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EXHIBIT L

Annise D. Parker -2-

— HPD has an apparent excessive amount of PTO.

™ The auditor has used the term to include many types of leave, of which PTO is one.
Some of the leaves included have no value. Specifically, PTO is a leave established by
contract with the Major Bargaining Agent and approved by the City Council. As such,
the ability to make changes or modifications to policy or amounts granted is limited.

HPD lacks a process to identify, track, and report the hours worked by classified
employees, including regular hours, overtime hours, and extra employment hours.

;o Department agrees with this finding, and it will implement steps to correct this

matter.

HPD Jacks a management report framework that would permit performance indicator
comparison for intra-divisional information.

™ The Department agrees with this finding. It will work to develop reports and a better
I £ g p rep
framework when the new payroll/HR portion of SAP is implemented

HPD has a considerable number of administrative staff to process the manual
documentation for its 49 divisions.

W HPD creates divisions that are typically managed by a captain or equivalent when it
determines there is an operational need. It also regularly abolishes divisions when,
either operationally or financially, it does not make good sense. While a considerable
number of personnel are assigned to these duties, adequate documentation is an absolute
requirement for a law enforcement agency. HPD agrees that as more up to date
technology is implemented, it will reevaluate staffing, as there is a corrent shortage in
both civilian and classified personnel. As an example, the staffing allocation of the
Records Division will be reduced, when a proposed third party scanning and imaging of
traffic reports is implemented later this fiscal year.

Specific comments to the auditor’s observations and recommendations are included in the

enclosed attachment.
~!la‘l—a?r(!é L[."H it !

Chief of Police

hlh:gam
Attachment

COP #06-23245
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EXHIBIT L

ATTACHMENT TO HPD RESPONSE

Audit Objective: Determine if there is compliance with HPD’s current policies and
procedures that govern how much time a classified officer is allowed to work.

MFR judgmentally selected a sample of 22 classified officers for overtime testing. Attributes
were selected in accordance with HPD’s policies and procedures. Attributes tested included
existence of an overtime form, presence of appropriate approvals, the calculation of the overtime
payment, the calculation of the accrual for compensatory time, if applicable, and the posting of
the overtime to the City’s records. The MFR audit team reviewed approximately 4,700 overtime
forms related to our sample of 22 classified officers. See Exhibits A and B for the characteristics
of the sample selected.

Observation 1: HPD has inadequate internal controls and /or management practices in
place to manage the extra employment program.

1. HPD does not routinely require officers to report extra employment hours worked. Since the
extra employment portion of the actual workweek is not managed within HPD, compliance
with the total work limit cannot be determined. In fact, during fieldwork, it was determined
that at least one of the officers in the test group averaged pay for over 79 hours per week for
the entire scope period without including extra employment, which he also worked.

2. An officer who has an extra employment permit has no requirement to actually work hours
associated with an approved permit. Officers are allowed to obtain permits and let other
officers perform the actual extra employment work. Since there is no documentation of the
Extra Employment hours actually worked, there is no routine, verifiable means of
determining compliance with the department’s policy on Maximum Work Hours as defined
in GO 300-07.

3. HPD GO 300-07 states, “when calculating Maximum Work Hours, an employee’s regular
shift, overtime, court overtime, and extra employment hours physically worked will be
counted.” GO 300-14 states in item 5, “Supervisory Approval is not required to submit an
Extra Employment Application.” Later in item 5, under the Sub-title “Supervisor’s
Responsibility”, the GO states “all supervisors will be held accountable for monitoring the
categories and hours of extra employment worked by employees under their direct
supervision”. The supervisor is charged with the responsibility to monitor the categories and
extra employment hours worked; however, HPD does not have a process to ensure that
classified employees do not work in excess of the 16 hours per day and/or 80 hours per week
in both City work and extra employment work combined.

Recommendation: MFR recommends that the COP provide the proper guidance, tools,
and staff for an internal program with the responsibility to control, manage, and provide
supervision to classified officer’s who work extra employment.

Page 3 of 8
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EXHIBIT L

Attachment to HPD Response -2- December 7, 2006

Features of this program might include:

s Specific GOs detailing that HPD management is responsible to provide guidance for the
control and efficient operation of the extra employment program and holding them
accountable to do so.

-A coordinator, responsible for permits (employer and officer), .scheduling of officers,

tracking of hours worked, and payment of the officers for hours worked.

e An integrated information system containing all of the extra employment permits issued to
each officer and employer, the details related to the officers permitted to work, and the hours
actually worked.

All extra employment permits would be issued to both the employer and the HPD officer.
Having on-duty supervisors monitor and report on extra employment activities within their
designated areas of operation.

Response:

As pointed out on page one of the audil, the Depariment’s existing information systems have
severe limitations in their functionality 1o provide the necessary data to management. The
Department has been directed by the Chief to begin to examine and implement a systematic

to track all categories of work hours to provide supervisors and managers the
information necessary to monitor and manage employee work within the established limits
rﬂ:‘.r:Th:jl,! tment will take the folle -“\'-"‘IIE steps:
e The Department will establish 2 self-reporting system that will allow employees’

extra job work-hours to be documented and approved by a supervisor.

o Develop standard time management reports from the SAP system, using both

thic cntena.

employee specific and division

o i divisional supervisors and managers (o exercise more active supervision in this

hours worked of assiened emplovees
neu )\\".'.1-.1:c-[‘..“‘--.f___l'u_-. -..li-l'v-.(‘\,

o Increase the number of extra job checks by supervisors, particularly in clubs.

e Inspections Division, third parties assigned to the Inspection Division, and/or
divisional supervisors to conduct for-cause audits and random audits for hours

worked by employees throughout the year in sample sizes large enough to statistically
e ompliance

e Require the night captains to conduct roll call training sessions on extra employment
wours worked, and conduct random reviews of employee compliance with these

Audit Objective: Benchmark work hour standards against other police agencies of similar
geographic areas and climate.

MEFR sent surveys to 15 cities, however only 12 cities responded. The purpose of the survey was
to benchmark their work hour standards. The survey related information is contained in Exhibits
C through K.

Page 4 of 8

Views of Responsible
Officials



EXHIBIT L

Attachment to HPD Response -3- December 7, 2006

Observation 2: HPD’s payroll liability does not agree to the amount recorded in the City’s
financial records.

HPD has a significant amount of accrued payroll liability; however, the amount of PTO recorded
by HPD is less than the amount of PTO recorded in the City’s financial records.

In addition, during MFR’s initial inquiries into HPD’s survey response,.the HPD Budget and
Finance Department informed MFR that there were 42 banks of various types of PTO being
utilized by 6,399 HPD employees. The HPD employees have accumulated over 8.8 million
hours of PTO as of May 15, 2006. For approximately 7.3 million hours, a value of $162,897,550
has been frozen through recent negotiation with the Houston Police Officers’ Union. HPD did
not provide adequate information to permit MFR to determine if the frozen value for either the
7.3 million hours or the value for the remaining 1.5 million hours has been properly accrued as a
payroll liability.

Recommendation: We recommend that the HPD financial analyst review the total amount
of banked PTO hours to ensure the City’s liability is properly recorded and that the
detailed amount for each officer’s PTO reconciles to the amount in the City’s financial
records.

Response:

HPD believes this is already being done, however, it will work closer with the Controller’s
Office to ensure that both groups have the same understanding of what the figures represent.
HPD’s Budget

and Finance staff works with the City’s annual outside Auditors while they are
e liability amount to ensure that the comrect amount is recorded in the City’s

ity amounts in the City’s financial records include values for PTO, Compensatory
Ti ne, and other leave liabilities

n provided to Mir Fox does not agree with the Controller’s June 30, 2006, amount
1ot include compensatory overtime liability, and it was taken as of October 11,
v officers that are on the Phase Down program are using large quantities of leave

period, and with the number of officers accruing leave each pay-period, it is reasonable

for classified personnel. What may be confusing is that Mir Fox uses this term
ngeably for all types f leave for civilian and Clgl}-'-»”"!e'l{!'-\'I:\{\:‘.-Ht.']

Observation 3: The amount of banked PTO hours significantly increases the number of
hours worked by the current work force.
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EXHIBIT L

Attachment to HPD Response -4- December 7, 2006

The 6,399 HPD employees which have the 8,812,179 PTO hours banked as of May 15, 2006,
have accumulated approximately 6,300 years of PTO based upon the current negotiated annual
minimum allowable PTO.

Recommendation: MFR recommends that the COP review existing policies and
procedures and consider including in future contract negotiations the reduction of the
annual allowable amount of PTO as well as the pay down of the accumulated PTO banks.

Ruggnse'

It should be noted that the term PTO is defined as what used to be vacation and sick leave for
:lassified In this instar M.’ Fox uses the term interchangeably for all types of
Lf:}] and 'J'.) ified personnel.  The majority of the time accumulated is

ed 8,812,179 PTO banked hours include PTO, compensatory time, personal days,
l...; es for LJHI civilian angd classified personnel. Some of the leave banks have no
monetary '.;kh-, and some cannot be used except in special situations. The Department is unsure
of how the 6,300 years of leave was calc ulated, as 8,812,179 divided !!_".' 2,080 (40 hours X 52
s) equals approximately 4,237 years.

)

[he current procedures and policies regarding the amount and accumulation of PTO, as well as
her leave time for ¢ls :qwlﬁu‘l rsonnel, are the result of contracts with the Majority Bargaining
ent and roved by City Council. 'T". scheduled expiration date of the current contract is
e 30 2 3 Tl.\ current plan results from negotiations where other considerations such as
) vere factored tog m]n r As such, the Chief is limited on how to change current

in item for consideration in future negotiations.

Audit Objective: Evaluate the effectiveness of managerial tools available to monitor the
hours worked by classified HPD employees.

Observation 4: There is not & process currently in place to allow HPD to record, track,
and/or report extra employment hours worked and the existing Extra Employment
computer system does not have the functionality for recording, tracking, and reporting the
actual hours worked. HPD does not have a process to manage the extra employment
program nor to supervise the classified officers who work extra employment.

The current extra employment computer system does not have the functionality to be a time
keeping system,; it contains only the minimum information about each officer’s approved Extra
Employment Permit. The system does not have the functionality to provide any reports for
management’s evaluation. Also, the computer system does not have the functionality to identify
expired permits.

Recommendation: See recommendation for Observation 1.

Page 6 of 8

Views of Responsible
Officials



EXHIBIT L

Attachment to HPD Response -5- December 7, 2006

Consideration should be given to using the City’s new SAP computer system to record all of the
extra employer data and to generate management reports to facilitate HPD’s monitoring of the
program. :

Response: .
See Response to Observation and Recommendation 1.

Audit Objective: Examine various divisions to gather information on hours worked versus
output factors such as arrests made, charges filed, and cases cleared.

Observation S5: The hours worked and related performance factors could not be compared
within HPD due to inadequate data.

Through inquiry and numerous information requests, MFR understands that HPD does not have
a uniform method or process to report statistical information so that the data from various
divisions can be compared. Specifically, with the exception of Investigative Operations, the
intra-divisional HPD reports do not contain the same data points, such as number of officers
working, number of regular hours worked, number of overtime hours worked, and the number of
officers on various types of paid time off Thus, the opportunity to obtain the valuable
management information for intra-divisional comparison and benchmarking cannot be made.

Recommendation: We recommend that the COP initiates action to compile information
common to all divisions on a single report that would permit performance indicator
comparisons and management of intra-divisional statistics.

Response:
ent will utilize the SAP sysiem 1o develop standard management reports with
» names, regular hours worked, and overlime hours worked. Additional reports would

provide information on the divisional level This should provide the common data points for
COMPATison an g. Further, the Department is in the process of acquiring a new
t system, and this system will enable the gathering of additional productivity
||:‘fj., the Tl:‘p:i;‘.':!r. nt -;'.{."t.ar.‘- s a wealth of data on an individual and divisional basis
des the various units in the management of daily operations. The ability to gather this
on on &8 more global basis will help the Department in making the more strategic

ichmarking.

Audit Objective: Determine if the hours worked as compared to certain output factors for
selected Commands are consistent throughout the department and other cities.

The hours worked could not be compared to certain output factors for selected commands due to
inadequate information as noted in Observation 5.

Observation 6: As a result of the implementation of the new computer systems, HPD may
need to review the existing administrative staffing level.

Page 7 of 8

Views of Responsible
Officials



EXHIBIT L
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During MFR’s fieldwork related to the benchmarking survey, HPD responded that there were 49
divisions within HPD. MFR realizes that the definition of a “division” may vary from city to
city. The number of divisions combined with the manual processes that are currently within the
department, increases the risk of a higher number of staff to support these divisions.

Recommendation: The COP review and revise, if neéusary, the structure of HPD to
consolidate any redundant administrative functions as the new computer systems are
implemented.

Response:
The Department agrees with this recommendation. HPD consistently reviews the structure of the

department to ensure that the anization can meet 1ts rmssion. Redundant functions have been

and will be ¢on Fi

lraffic Division. Another example is the two night -.'..ip!.‘i'm% do not have

Audit Objective: Determine adequate staffing levels for the investigative divisions.

Observation 7: Until divisions within HPD can be compared on common management
statistical information and PTO amounts are significantly reduced, adequate classified
officer staffing levels cannot be determined.

Since HPD does not have adequate data available to determine the hours worked (overtime and
extra reporting) and the related output factors, MFR did not have adequate information to
analyze the staffing levels within HPD.

Recommendation: See recommendation for Observation 5.

Response:

Universities and other consulting firms have been able to perform these tasks, and there are many
models in existence. The models exists primarily for patrol, with less quantifiable fornmlas for
investigations and more subjective decisions for other non-uniform functions, such as recruiting
The i y of the project team to offer a recommendation related to staffing is surprising given
the ability of other emtities to complete similar tasks, Data was provided to the project team 1o
serve as a basis for the formation of a methodology to offer a staffing estimate  Also, the i
of PTO leave is not a factor in preventing such an exercise. At most, it would only have an
impact on the actual calculation, but the results would still yield & reasonable estimate.  The

. o~
wint

worked per employee per work yesr which would obviously affect the final FTE

of leave taken by employees would only require an adjustment of the assumption of
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