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Honorable Tom Barrett, Mayor

The Members of the Common Council
City of Milwaukee

Milwaukee, WI 53202

Dear Mayor and Council Members:

The attached report summarizes the results of the audit of the Fire and Police Commission
internal controls and processes. The scope of the audit included examining internal controls over
investigating and monitoring citizen complaints and recruiting, testing and hiring processes from
September 2019 through current date.

The audit objectives were to:

1. Evaluate the adequacy of internal controls, policies and procedures over the Fire and Police
Commission’s processes.
2. Determine whether the FPC investigates complaints:
= Properly, by investigating complaints within its jurisdiction and closing proper
conduct cases immediately when appropriately based on information contain in the

complaint.

=  Thoroughly as stipulated in the FPC guidelines for investigation of citizen
complaints.

= Within the timeframe required by guidelines, policy and procedure, Wis. Stat. and
City Charter.

3. Evaluate whether the FPC is effectively managed to achieve its mission.

The audit concluded that the controls in place over the FPC processes are adequately
designed and are operating effectively. However, some identified controls have a significant or
operational deficiency and require improvements to ensure operational efficiency and
effectiveness to eliminate the related exposure to risk. This report identifies thirteen
recommendations and one observation to address these issues.

Audit findings are discussed in the Audit Conclusions and Recommendations section of
this report, and are followed by management’s response.

Appreciation is expressed for the cooperation extended to the me by the personnel of the
Fire and Police Commission.
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Sincerely,
Ronda M Kohlheim, MBA
Inspector General
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l. Audit Scope, Objectives and Methodology

The audit examined the Fire and Police Commission’s (FPC) administration of citizen complaint
investigations, recruiting, testing and hiring processes; as well as whether the FPC is managed
efficiently to meet its mission. The scope of the audit included examining internal controls over
processes administered by the FPC. The audit focused on the adequacy of internal controls,
policies and procedures, guidelines, Wis. Stat. and Milwaukee Code of Ordinances. The audit
period was September 2019 through current date.

The objectives of the audit were to:
1. Evaluate the adequacy of internal controls, policies and procedures over the Fire
and Police Commission’s processes.
2. Determine whether the FPC investigates citizen complaints:
= Properly, investigating complaints within its jurisdiction and closing
proper conduct cases immediately when appropriately based on
information contained in the complaint.
= Thoroughly as stipulated in the FPC guidelines for investigation of citizen
complaints.
= Within the timeframe required by guidelines, policy and procedure, Wis.
Stat. and Milwaukee Code of Ordinances.

3. Evaluate whether the FPC is effectively managed to achieve its mission.

The audit excluded:
1. The FPC’s oversight of the Fire and Police department internal policies and procedures.
Disciplinary appeals from members of the Fire and Police departments.
Disciplinary actions for members of the Fire and Police Departments for misconduct, or
rule violation.

The FPC’s community outreach and education activities.

The Office of Emergency Management and Communications.

Monitoring and research of the Fire and Police Departments operational initiatives.




The audit was conducted in accordance with generally-accepted government auditing standards.
Those standards require that the audit be planned and performed so as to obtain sufficient,
appropriate evidence to provide a reasonable basis for the findings and conclusions based on the
audit objectives. | believe that the evidence obtained provides a reasonable basis for the audit’s

findings and conclusions based on the audit objectives.

Methodology
The audit methodology included developing an understanding of the processes and controls over

the FPC. To establish appropriate evaluation criteria for this audit, controls and procedures

specific to the investigation and monitoring of citizen complaints and recruiting, testing and

hiring for vacancies in the Milwaukee Fire (MFD) and Police Departments (MPD). The
procedures also included elements from best-practice criteria. These standards were relevant

during audit testing, finding identification, and recommendation development.

The audit procedures developed to evaluate the processes and controls to meet the audit
objectives included: process walk-throughs; inspection of relevant control documentation; and

the testing of controls as follows:

Reviewed internal policies, procedures, and guidelines.

Assessed compliance with s. 62.50, Wis. Stats., and Chapter 314 of the Milwaukee Code
of Ordinances.

Determined whether the FPC investigated citizen complaints within its jurisdiction
properly, and appropriately based on information contained in the complaint, as
stipulated in the guidelines, and within the required timeframe.

Reviewed internal controls and processes for recruiting, testing and hiring MFD and
MPD vacancies.

Assessed compliance with the American Civil Liberties Union (ACLU) Settlement
Agreement (as it related to citizen complaint investigations)

Evaluated the organizational structure and development of the FPC.




I1. Organization and Fiscal Impact

The Milwaukee Board of Fire and Police Commission, established by Wisconsin state law in
1885, is one of the oldest police oversight agencies in the nation. Originally, the Fire and Police
Commission (“the Commission” or FPC) was established to remove fire and police services from
the influences of politics. Until that time, in Milwaukee, chiefs of both departments were
appointed by the mayor, who used these appointments, and the appointment of police officers, as
a form of political patronage. Under the new law, the FPC is now responsible for setting
employment standards, testing candidates for positions in the Fire and Police Departments, and
appointment of both chiefs. In 1911 and under s. 62.50, Wis. Stats., and Chapter 314 of the
Milwaukee Code of Ordinances, the Commission’s authority was expanded to include all aspects
of operational oversight of the Fire and Police Departments.

The Commission is comprised of a board of seven part-time citizen commissioners and a full
time professional staff led by an executive director. The commissioners and executive director
are appointed by the mayor and approved by the Common Council. The Commission’s authority

and responsibility, including policy oversight, citizen complaints, disciplinary appeals, Office of

the Emergency Management and Communication, and recruiting, testing and hiring are specified
in s. 62.50, Wis. Stats., and Chapter 314 the Milwaukee Code of Ordinances. The FPC sets

overall policy, while the chiefs of their respective departments manage daily operations and

implement commission’s policy direction and goals. The FPC conducts policy reviews of MFD




and MPD operations, appoints and promotes department personnel, and prescribes general
policies and standards. The Commission’s judicial functions include hearing appeals from
departmental disciplinary actions, investigation of citizen complaints filed against department

members, and conducting citizen complaint hearings.!

Recruitment, Testing & Hiring

The Commission has a long standing commitment to ensure the public safety workforce is

representative of the Milwaukee community.? The commission approves all appointments made

to any position on the police force and in the Fire Department. FPC staff develops and
administers a series of assessments including written exams, physical ability and oral board tests,
background investigations, and medical, drug, and psychological screenings. Applicants who
successfully pass all phases of the hiring process are hired according to their overall score; those
applicants are hired in intervals for training classes, while candidates for entry level positions are

filled as vacancies occur.

When the Chief of the MFD or MPD position becomes vacant, the Commission determines
qualifications, solicits applications, and appoints new chiefs. Chiefs of both departments are

hired for four-year terms, and renewable at the Board’s discretion?®.

12020 Plan and Budget Summary, City of Milwaukee. Fire and Police Commission pg. 81.

2 Fire and Police Commission website, About the Fire and Police Commission, Recruitment and Testing,
https://city.milwaukee.gov/fpc/About#. X1_ozUnsaUk.

32020 Plan and Budget Summary: City of Milwaukee. Fire and Police Communication, pp.85
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Citizen Complaints

Citizens can file a complaint directly with the MFD or MPD. However, the FPC has full
sovereignty to receive complaints and independently investigate and discipline department
employees up to and including termination from employment for acts of misconduct. A person
may file a complaint against an employee of either department for specific acts of inappropriate

conduct. A complaint can be initiated in writing and in person; by telephone, fax, or e-mail;

through the Commission’s website; and recognized community referral organizations.

-

The FPC also monitors complaints filed directly with both departments and reviews their
completed investigations. Citizen complaints are assigned to one of two FPC investigators;
however, there is currently one investigator/auditor vacancy. The majority of complaints
investigated by the FPC are completed within two months from the date of receipt. However,
each complaint is unique, so a particular complaint could take significantly more or less time to
resolve.

I11. Audit Conclusions and Recommendations

The audit evaluated the FPC’s administration of internal controls over processes surrounding
recruiting, hiring, and testing and citizen complaint investigation activities. These controls,

developed and implemented by the Commission provide management with assurance that




processes are performed consistently and comply with statute, policies, procedures and best

practice.

The audit concluded that controls in place over the Commission’s citizen complaint
investigations and recruiting, hiring and testing are adequately designed. However, some
identified controls have a significant or operational deficiency and require improvements to

ensure operational efficiency and effectiveness to eliminate the related exposure to risk.

This audit report identifies thirteen recommendations and one observation to address these

issues.

Collaborate with vendors to ensure scoring methodology and testing examination
components comply with hiring prerequisites for fire and police positions.

Develop and document a detailed, well-defined pre-employment process to ensure
medical examinations, psychological evaluations and drug tests comply with applicable
federal and state rules and regulations.

Revise, implement and document well-defined, comprehensive policies and procedures

for recruiting, testing and hiring processes.

Streamline recruiting, testing and hiring activities to ensure a stronger, effective and
efficient process.

Develop, implement and document comprehensive, well-defined policies and procedures
governing the investigation of citizen complaints.

Identify and establish an MOU, LOU or other agreement with community organizations
to disseminate information, and/or provide guidance regarding filing a citizen complaint.
The Commission, executive director and staff should work together to revise the rules,
guidelines and other applicable material to be consistent with the provisions set forth in
the settlement agreement between the City and the American Civil Liberties Union in the
case Collins, et al. v. the City of Milwaukee, et al.

Develop and implement an internal control system to help staff adapt to a shifting

environment, evolving demands, changing risks and new priorities.




Require the attainment of professional development, training and related continuing
education for critical functions.

. Develop and implement access controls over physical files, systems, applications, and
databases.

. Develop and implement a policy and procedure regarding City-issued cell phone and
mobile device management and utilization.

. Develop and implement a standardized “Business Needs Evaluation, Approval and
Deactivation” form.

. Develop, implement and document comprehensive internal controls and processes to
comply with city-wide purchasing policies, procedures, and applicable rules and
regulations.

Observation
1. The Council and Mayor should collaborate to address structural issues regarding the Fire
and Police Commission’s lack of authority and oversight over the executive director and

staff.

A. Recruitment, Hiring and Testing Controls

According to best practice, recruiting a sufficient number of qualified applicants to meet the
staffing needs of an agency is the most fundamental human resource process in a fire and police
department. The success of recruitment efforts impacts every other function in the agency. The
process of attracting potential employees is more complex than merely convincing a large
number of individuals to submit an application for employment. To be more effective, agencies
must view recruitment in a comprehensive manner; and each agency has its specific system for
hiring new employees. The City of Milwaukee’s hiring process includes a written test, a state-
mandated physical readiness test, psychological evaluation, an oral interview, a writing sample
exercise, and background investigation for MFD and MPD positions. All components of the
hiring process must be successfully completed to continue in the selection process and to be
placed on the eligibility list; and appointment for those positions are based on the rank order.
Each position in the respective departments has its own unique application process. As a

condition of employment, the pre-employment components of the hiring process (i.e. medical,

drug and psychological screenings) are required for those individuals placed on the eligibility.




Audit testing procedures concluded that the vendor scoring methodology for testing and
examination components may not comply with City rules and regulations for fire and police

position.

Specifically,
= There is no documented, written internal procedure to ascertain whether test for fire and

police positions have been developed and scored, by the vendor, to meet the specific
requirements and for the best interest of the City when hiring for fire and police positions.
The FPC has not identified whether vendor’s scoring of testing components align with
specific requirements of the City to continue in the hiring process for fire and police
positions.
The FPC does not perform monitoring or a periodic review of the vendor’s scoring
methodology to ensure tests and exams comply with requirements, as applicable and

specific to the City of Milwaukee (as applicable).

Recommendation 1: Collaborate with vendors to ensure the scoring methodology for

testing examination components comply with specific requirements for City of Milwaukee

fire and police positions

Although the Executive Director has been in the FPC for less than one year, Management should
collaborate with the vendor consultant from Industrial/Organizational (I0) Solutions and Public
Safety Solutions (PSI) to ensure that scoring methodologies have been developed to meet
specific needs, requirements (as applicable) and best interest for the hiring of firefighters and

police officer positions in the City of Milwaukee.

Specifically,
= Document a well-defined, detailed policy and procedure to verify candidate testing scores
were calculated according to the City’s best interest and criteria.
Define the job specific score requirements and a detailed example of how the vendor

score results are calculated.




= Document the testing components specific to each fire and police department position;
and include:
0 The order in which the testing components should occur in the selection process.
0 The purpose of each testing component and what the component is measuring;
how it is scored; who calculates the scores; standards and guidelines as applicable
per testing component and position.
= Document and describe in detail the eligibility list process.
Specifically,
o Creation of the master list; where the list is maintained; the length of time the list
can be used and the expiration of the list, etc.
The information to be included on the list;
The eligibility list approval process;
The process for ranking and placing candidates on the list based upon test scores
and applicable preference points.
= Perform periodic reviews of testing and examination scoring to ensure vendor results

were scored to meet the needs in the best interest of the City.

Pre-Employment

According to the U.S. Equal Employment Opportunity Commission (EEOC), as a general rule,
information obtained and requested through the pre-employment process should be limited to
those essential for determining whether a person is qualified for a job. In addition, the American
Disability Act (ADA) places restrictions on employers when it comes to asking applicants to
answer medical questions; take a medical exam; or identify a disability. An employer may not
ask an applicant, for example, if he or she has a disability (or about the nature of an obvious
disability). An employer also may not ask a job applicant to answer medical questions or take a
medical exam before making a job offer. An employer may ask a job applicant whether they can
perform the job and how they would perform the job. The law allows an employer to condition a

job offer on the applicant answering certain medical questions or successfully passing a medical

exam, but only if all new employees in the same job have to answer the same questions or take

the same exam. Once a person is hired and has started work, an employer generally can only ask

10




medical questions or require a medical exam if the employer needs medical documentation to
support an employee’s request for an accommodation or if the employer has reason to believe an
employee would not be able to perform a job successfully or safely because of a medical
condition. The law also requires that an employer keeps all medical records and information

confidential and in separate medical files. 4

Audit testing concluded that candidates applying for sworn positions in the MFD and MPD must
pass a pre-employment medical examination, psychological evaluation, and drug test as a
condition of employment; however, phases in the hiring process are sometimes performed out of
sequence to keep the prospective candidate moving through the process. Hence, medical exams,
psychological evaluations and drug test are conducted prior to an employment offer. The audit
further notes that this process has occurred for an extended amount of time, and prior to the

appointment of the current executive director.

Specifically,
= There is no documented, written process disseminating the pre-employment process for
medical examinations, psychological evaluations and drug testing and at what point in the
process they should be performed.
Medical examinations, psychological evaluations and drug testing are conducted as a
condition of employment; however, they are performed before an employment offer letter

is sent, which does not comply with EEOC and ADA pre-employment rules regulations.

Recommendation 2: Develop and document a detailed, well-defined pre-employment
process to ensure medical examinations, psychological evaluations and drug tests comply

with applicable federal and state rules and regulations.

Management should develop and document a detailed, well-defined formal policy and procedure

for the pre-employment process for medical examinations, psychological evaluations and drug

4 U.S. Equal Employment Opportunity Commission. Pre-Employment Inquires and Medical Questions &
Examinations; https://www.eeoc.gov/laws/practices/inquiries_medical.cfm.
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testing. The process should outline the pre-employment medical examination, psychological
evaluation and drug testing for fire and police department positions and ensure they comply with

all applicable federal and state rules and regulations. The policies and procedures should:

State that the pre-employment medical exam, psychological evaluation and drug test are
to be administered after a formal offer of employment.

Document which health care professional(s) to use pre-employment medical exams, drug
testing and psychological evaluations; how to establish an appointment as well as which
provider to use for each component.

Communicate medical examinations used to determine employment, shall be specifically
related to the essential task for which the candidate is considered.

Include that the only medical question shall be whether the candidate can presently
perform the essential functions of the position safety.

Document that candidates disqualified is not due to a medical condition that would create
a future risk of injury.

Include detailed information regarding vendors approved to perform per-employment test
and evaluations and the process for setting up an appointment specific to each test, exam,
or evaluation.

Define and document the appeal process for a candidate disqualified from appointment to
a position for failure to meet the conditions of employment as required for the specific
position.

Document the process for ensuring reasonable accommodations and ensure they are in
accordance with federal and state law.

Define and document the process for determining decision for pre-employment (e.g.
medically qualified, conditionally qualified, conditionally disqualified, medically
disqualified, disqualified due to drug use, etc.). The procedure should include the process

for notifying the applicant.

In addition, policies and procedures should be stored in a centralized location that is easily

accessible and should be updated as changes occur to the process




Policies and Procedures

Best practice recommends that a comprehensive recruiting strategy begins with workforce
planning or strategic staffing, multi-channel sourcing strategies, developing a recruiting model,
processes, structure and methodology on how a company assesses and interviews candidates;
especially for key positions driving the hiring process, negotiating and making competitive but
equitable compensation packages, on-boarding, new hire assimilation, overall candidate
experience and much more. Recruiting is a key element in fostering diversity in any
organization. Efforts to reach out to the community and generate interest in working for the
MFD or MPD, in addition to mentoring future candidates, are among the most effective means of

improving the diversity of the candidate pool entering into the selection process

Comprehensive well-defined, documented policies and procedures should be developed to
maintain appropriate controls in accordance with the requirements for hiring candidates to fill
vacant positions; they should be made accessible, communicated to all personnel, reviewed and

updated as necessary. Thorough policies, procedures and processes establish management’s

criteria for executing City operations, outline current requirements, interdependencies, risks and
controls; and they can help to identify improvement opportunities, as well as serve as an
effective training tool for staff. Documented policies and procedures provide oversight into
standardized functions, key risks and controls that need to be monitored, simplify risk
assessments, risk mitigation and audit efforts. Policies and procedures governing recruiting,
testing and hiring for MFD and MPD vacancies are inadequate and lack the specific processes,
steps, and actions to ensure consistency in the process to eliminate the risk of disqualifying
eligible candidates and to mitigate the City’s risk to legal liability and criticism.




Testing concluded that policies and procedures governing recruiting, testing and hiring internal

controls and processes should be enhanced to include specific processes, steps and actions to

eliminate the risk of excluding or disqualifying qualified candidates.

Particularly,

Policy and procedures including timelines for vetting processes for fire and police
department candidates are not formal, comprehensive, documented or easily accessible.
There is no formal process in place to identify hiring needs, pools of candidates, locations
where recruiting events will take place; the types of events to conduct; or the process to
conduct a hiring event; or assessment of the advantages and disadvantages of previous
recruitment efforts.

There is only one individual responsible for identifying and recruiting candidates and

overseeing the vetting process; and there is no back-up person to ensure recruiting

activities continue in the absence of this person.

There is no established timeline regarding the length of time it takes MPD to complete
background checks for fire and police positions.

The FPC has limited staff to perform recruitment, testing and hiring job responsibilities;
and staff lack formal training in legal framework for Human Resource professionals and
testing analysts.

The time necessary to move through the hiring process is lengthy and sometimes
candidates drop out of the hiring process.

Established class dates have been missed due to lengthy process, lack of recruitment and
hiring staff in the FPC, and lack of training and professional development necessary to
navigate effectively and efficiently through the process.

Recommendation 3: Revise, implement and document well-defined, comprehensive policies

and procedures for recruiting, testing and hiring processes.




Management should revise, implement and document the vetting processes to formalize roles
and responsibilities and establish timelines in order to allow the recruiting, testing and hiring

process to proceed more precipitously. Management should:

Revise, document and implement procedures to include all key aspects of the recruiting,
testing and hiring processes related to specific MFD and MPD positions; where in the
process they should occur; and the process to execute each step specific to positions in
the individual departments.

Develop, document and implement a comprehensive, well-defined process for a
promotional exam that requires the expertise of an external rater.

Collaborate with the MPD to establish a timeframe in which background investigations
should be completed; the process should be documented in the policies and procedures.
Identify a back-up person who has been formally trained to perform recruiting activities
in the absence of the recruiter, or to provide assistance when there is a need to ensure

there is no interruption in recruitment efforts.

In addition, policies and procedures should be stored in a centralized location that is easily

accessible and should be updated as changes occur to the process.

Recommendation 4: Streamline recruiting, testing, and hiring activities to ensure a strong,

effective and efficient process.

Recruitment strategies should be tailored to meet the needs of the MFD and MPD, as well as the

applicants. Management should streamline and improve recruiting, testing and hiring processes

for MFD and MPD to ensure a strong, effective and efficient process.

Management should:
= Consider implementing an on-going application process by accepting applications

throughout the year rather than an established open and close application period.




Consider speeding up the process to ensure that complete and up-to-date information is
available to hiring staff at each step in the process, by implementing an automated system
for managing the hiring process.

Establish an ongoing college/university presence by sponsoring events on campus that
allows the recruiter to develop a relationship with students.

Sponsor a testing orientation program, for example, to help potential applicants fully
understand the testing process, create a junior police academy or a pre-academy,
streamline the testing process with more frequent test administrations and faster
turnaround times for results, and create a fully interactive website.

Reestablish relationships with eligible and qualified candidates who previously fell out of
the hiring process.

Consider partnerships with military officials, college and high school counselors,
community-based organizations, student associations, and other departments internal to
the FPC’s jurisdiction.

Conduct research to better understand the agency, the community, and the results of
current and past recruitment efforts. (For example, research should provide the FPC with
information to answer the following questions: Who is the ideal candidate? Are the job
qualifications really what the department wants? What advertising and other efforts are
yielding the best results? What are the department demographics and how do those
compare with the community served? What has attracted and kept existing staff? Why do

officers leave the agency?).

Share resources with nearby agencies to maximize the impact of those assets.
Accomplish through partnerships the improvements that the department cannot achieve in

isolation.




B. Citizen Complaint Investigation Controls

Policies and Procedures

In accordance with best-practice requirements, management should implement control activities

through policies that establish what is expected and in procedures that put policies into action.®

Internal controls support a wide variety of goals that are essential to a healthy organization.
Comprehensive well-defined, documented policies and procedures should be developed to
maintain appropriate controls, in accordance with the requirements of citizen complaint
investigations, made accessible, communicated to all personnel, and reviewed and updated as
needed. Thorough policies, procedures and processes establish management’s criteria for
executing City operations, outline current requirements, interdependencies, risks and controls,
and they can help to identify improvement opportunities as well as serve as an effective training

tool for staff.

Documented policies and procedures provide oversight into standardized functions, key risks and
controls that need to be monitored as well as simplifying risk assessments, risk mitigation and

audit efforts.

Audit testing procedures concluded that policies, procedures, internal controls and processes
governing investigation of citizen complaints should be developed, implemented and
documented to include specific steps, actions and processes to mitigate the City’s risk to legal

liability and criticism and in order to comply with applicable rules and regulation.

52013 COSO Framework — Principle 11.




Specifically,
= There are no comprehensive, well-defined documented policies and procedures

governing processes for the investigation of citizen complaints.
There is no formal, documented procedure for acknowledging receipt of a citizen’s
complaint.
Complaints are categorized as an informal or formal complaint; however, there is neither
a definition nor documented procedure for what constitutes a complaint as informal or
formal.
There is no secondary review of citizen complaints investigated by the FPC investigator
prior to the complaint file being submitted to the Executive Director to be referred for
resolution.
There is no procedure to document when a complainant agrees to accept an identified
resolution type.
There is no documented procedure to confirm the complainant understands that they must
respond within 30 days if they are not satisfied with the determination, or with any
questions or concerns.
There is no formal, documented procedure to communicate when a personnel interview
of an MPD employee should be conducted as well as the completion of Form FPC 58,
Compelled Statement. In addition, Form FPC 58, Compelled Statement has not been
updated since April 2012.
There is no documented procedure for when an MPD employee, who is not the target of
an investigation, refuses to make a statement, as well as the completion of Form FPC 21,
Informing the Member Report. In addition, Form 21, Informing the Member Report has
not been updated since July 2009.
Citizen complaints against an MFD employee are only investigated by the department
whether they are received by the MFD or the FPC and are only investigated by the FPC

when the complainant is unsatisfied with the outcome.

While the FPC has guidelines for investigation of citizen complaint, they are inadequate and lack

the specific steps, actions, procedures and processes to ensure consistency in the process to




mitigate the City’s risk of legal liability and criticism as well as to comply with applicable rules

and regulations.

Recommendation 5: Develop, implement and document comprehensive, well-defined

policies and procedures governing citizen complaint investigations.

To improve the levels of controls over the FPC’s investigation of citizen complaints,
Management should develop, implement, and document comprehensive, well-defined policies
and procedures detailing the specific steps, actions and processes in order to comply with

applicable rules and regulation.

Specifically,
= Develop, document and implement well-defined, comprehensive policies and procedures
governing the investigation of citizen complaints.

Document the process by which a complaint is categorized as an informal or formal

complaint (e.g. examples of an informal and formal complaint, definition of informal and

formal complaint, etc.).

Document the process for how complaints are assigned to a specific

investigators/auditors and how they are tracked.

Provide a detailed description of the process to complete the citizen complaint checklist,

where the checklist is maintained, and the purpose for the checklist.

Intake Investigation Process
o0 Detail the process for receiving, recording, evaluating and categorizing a

complaint regarding a department employee’s misconduct.
Define the process for determining whether an initial complaint meets
jurisdictional and other criteria for filing a complaint.
Detail the process for conducting a preliminary investigation.
Outline the steps to evaluate evidence, identify and categorize the specific
allegations, review and document the complaint to determine whether the

minimum filing criteria has been met.




o0 Document the reason and steps taken to determine the course of action (e.g.
referred for citizen board trial; mediation; rapid resolution response complaint
inquiry; dual complaint inquiry; review of completed investigations; policy
training; dismissal; other actions consistent with law and policy, etc.).

Document the management review process (in the form of a procedure), the date the file
was sent to management, and the date it was referred for resolution to ensure it falls
within the 10-day deadline, set forth by the Rules of the Board of FPC, Rule XV, Section
4,

Document the process (in the form of a procedure) for reviewing citizen complaints
investigated by the MPD, include how often they are reviewed.

Document the step-by-step instructions for gathering data to analyze, monitor and audit
citizen complaints to ensure a fair and consistent process.

Implement a process for providing a status update for complaints that takes an extended
period of time to investigate.

Implement a process to ensure secondary review of citizen complaints before the
complaint file is submitted to the Executive director for the recommended resolution
type.

Develop, document and implement the process when the complainant agrees to accept a
recommended resolution type.

Develop, document and implement a process to confirm the complainant has been
informed they must respond within 30 if they are not satisfied with the determination, or
with any questions or concerns

Develop and implement a confirmation/acknowledgement letter confirming receipt of a

citizen complaint within five to seven business days from the receipt date.

Document and implement the steps for creating an initial file in the Administrative

Investigation Management system (AIM), which includes checking the AIM to determine
whether the complaint was also filed with the respective department.
Document the process (in the form of a procedure) for determining whether the complaint

falls within the established filing guidelines.




Review and revise forms FPC 21 Informing the Member Report and FPC 58 Compelled
Statement to ensure each form is comprehensive and in compliance with applicable
policies, procedures, rules and regulations.

Document a detailed procedure for tracking citizen complaint investigations from
inception to completion.

Document the process (in the form of procedures) for determining whether a complaint is
classified as a minor misconduct or major rule violation complaint (e.g. minor
misconduct and major rule violation, definition of minor misconduct and major rule
violation, etc.).

Create a standardized denial or rejection letter, include the reasons why the letter should
be sent, the timeframe in which it should be sent to the complainant, retention of copies,
where copies are maintained, etc.

Develop, document and implement procedures to define the process for FPC
investigators/auditors to perform the investigation of citizen complaints received by the
FPC.

In addition, policies and procedures should be stored in a centralized location that is easily

accessible and should be updated as changes to the process occurs.

Memorandum of Understanding (MOU) or Letter of Understanding (LOU)

A memorandum of understanding (MOU) or letter of understanding (LOU) is a written

agreement between two organizations to establish the ground rules for any partnership activities.
A well-executed MOU or LOU includes details, guidelines, length of time, point of contact,
required training, the announcement of the partnership, etc. It should outline what each
organization agrees to contribute to the partnership, a timeframe for delivering the desired
outcomes and details of how each party will collaborate (e.g., regular in-person meetings,
conference calls, written approval of all activities by both parties). An MOU or LOU is like a
contract that defines the way two organizations will work together. While they are technically
legally binding, consider these documents a tool to facilitate the partnership, and ensure a smooth

working relationship.




HOW TO WRITE A VMIENIORANDUM
OF UNDERSTANDING

Testing results suggested that the FPC does not have an established MOU, LOU or formal
working relationship with organizations in the community; previously established relationships
are outdated; there has been no recent communication; and a designated point of contact for
previously established relationships have not been identified. Such organizations, if they exist,
could be disseminating outdated or inaccurate information about the FPC, MFD and MPD
investigation of citizen complaints processes.
Particularly,
= The FPC does not have an established, formal MOU, LOU, partnership or agreement
with any organization in the community to disseminate information regarding the citizen
complaint process.
There are no documented policies and procedures for establishing a formal MOU, LOU,
partnership or agreement with organizations in the community that will assist with
communicating information about the citizen complaint investigation process.
The FPC has no knowledge of which community organizations were previously
established to provide information to citizens regarding the process for filing a complaint
against a member of the MFD or MPD.
There is no documented process in place detailing the steps for establishing a working

relationship with a community referring organization.

Community organizations providing information regarding filing a citizen complaint are

not formally trained on the process.




An accurate list of community referring organizations is not indicated on the FPC’s
website or printed materials.
The FPC has not had any recent contact with community organizations and does not have

a designated point of contact for each organization.

Recommendation 6: Identify and establish an MOU, LOU or other agreement with
community organizations to disseminate information, and/or provide guidance regarding

filing a citizen complaint.

Management should identify and establish a formal, documented MOU, LOU, or partnership
agreement with community organizations that will disseminate information or provide citizens

with guidance regarding filing citizen complaint against a member of the MFD or MPD.

Specifically,

= Develop a policy and procedure detailing the process for establishing a partnership
agreement, memorandum or letter of understanding.
Identify organizations in the community which will disseminate information regarding
filing a citizen complaint against a member of the MFD or MPD; designated a point of
contact for each community referring organization.
Provide initial and ongoing training to members of the community organization(s)
who will distribute information and provide guidance to citizens inquiring about the
process. Training should occur at least annually or the process changes.
Ensure community referring organizations have current, comprehensive knowledge
and an understanding of the citizen complaint process.
Ensure community referring organizations are kept abreast of any changes and
revisions to the process and documentation relating to complaint (e.g. brochures,
complaint, forms, etc.).

Develop a procedure for community referring organizations to keep a log of citizens

who complete, inquire, request guidance or assistance regarding filing a citizen

complaint against a member of the MFD or MPD.




= Establish a procedure for FPC investigators and community referring organization
staff involved in the complaints process to have regularly-scheduled meetings;
meetings should be documented as verification that a meeting took place.
Develop a sign-off process for the community referring organization staff as
confirmation of training and agreement to abide by the guidelines as stipulated in the
MOU, LOU, partnership agreement and as defined by the rules, state statutes and code

of ordinances.

Rules of the Board of FPC / Investigation Intake Guidelines

The American Civil Liberties Union (ACLU), the ACLU of Wisconsin, and the law firm of
Covington & Burling LLP filed a class-action lawsuit against the City of Milwaukee over the
MPD’s vast and unconstitutional stop-and-frisk program and in July 2018, a Settlement
Agreement was approved. The U.S. District Court for the Eastern District of Wisconsin entered

an order adopting the Settlement Agreement. The agreement requires the MPD and the FPC to:

Change policies regarding stops and frisks;

Document every stop and frisk conducted by officers, the reason for the encounter, and
related demographic information, regardless of the outcome of the stop;

Improve training, supervision, and auditing of officers on stop and frisk and racial
profiling issues, and provide for discipline of officers who conduct improper stops or fail
to document those stops;

Release stop-and-frisk data regularly to the public;

Expand and improve the process for the public to file complaints against police officers;
Maintain the Milwaukee Community Collaborative Committee, which will seek
community input policing strategies and their impact on the public to improve trust
between law enforcement and city residents, and seek diverse representation on the
committee; and

Use an independent consultant to evaluate whether the city, the police department, and
the Fire and Police Commission are making sufficient progress in implementing the

reforms and identifying and correcting unlawful stops and frisks.




The Settlement Agreement is to remain in force for at least the next five years and is being

monitored by Plaintiffs’ counsel.®
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Testing of audit procedures concluded that the Rules of the Board of FPC and the Citizen

(=1

Complaint Intake Investigations Guidelines are inconsistent with certain requirements stipulated
in the ACLU Settlement Agreement.

Particularly,

= The ACLU instructs the FPC to no longer require a citizen complaint to be notarized
prior to submission of an investigation; however, the Rules of the Board of FPC and
the Citizens Complaint Intake Investigation Guidelines indicate the Citizen
Complaint form must be notarized before the FPC can accept jurisdiction.
The FPC does not keep a list of all complaints against individual officers or provide
the chief of police with information relating to officers who receive three or more
complaints within 90-days or a rolling one-year period; however, per the Settlement
Agreement, the FPC should retain such a list and provide the chief of police with the
information.
Internal complaints investigated by MPD are not reviewed by the FPC unless the
complainant is unsatisfied with the results of the investigation. Under the agreement,
the FPC is to review all internal complaints relating to MPD, and conduct and
maintain a separate database to track such complaints.
The MPD does not have an established email address included on its website or
printed materials. The ACLU agreement, instructed the FPC to direct the MPD to

6 Collins ET AL. V. The City of Milwaukee ET AL. https://www.aclu.org/cases/collins-et-al-v-city-milwaukee-et-al.
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establish and include an email address on its website and all its printed material for
citizen complaints.

The FPC does not audit all complaints submitted by members of the public to the
MPD to ensure that those responsible properly investigate complaints.

Recommendation 7: The Commission, executive director and investigation staff should

work together to revise the rules, guidelines and other applicable material to be consistent

with the provisions set forth in the settlement between the City and the American Civil

Liberties Union in the case Collins, et al. v. the City of Milwaukee, et al.

To ensure compliance with the requirements set forth in the ACLU Settlement Agreement,

Management and FPC investigators/auditors should collaborate with the Commission to revise,

document and implement the rules, guidelines and other applicable materials related to citizen

complaint investigations.

Specifically,

Revise the rules and the guidelines to remove any verbiage requiring a citizen complaint
investigation form to be notarized prior to the start of an investigation. In addition, the
revisions should include a statement that verification of identification may be requested
at a later time.

Create a database to track complaints of misconduct against individual police officers
who receive three or more complaints within a 90-day period or within a rolling one-
year period.

Implement a process and document it in the form of a procedure to review all

complaints relating to MPD conduct and track the complaints in a database other than

the Administrative Investigation Management (AlM) system administered by the MPD.
Instruct the MPD to establish an email address for citizens to submit complaints. (Ah-
ha! This must be added to the above.) In addition, the email address should be posted

on the MPDs website and printed materials related to citizen complaints.




= Develop, implement, and document a procedure to audit data, dashboard camera
footage, and body camera footage on all traffic stops, field interviews, no-action
encounters, frisks, and searches every six months.
Develop, implement and document a procedure to conduct an audit of complaints
submitted by the members of the public to both FPC and MPD to ensure that the those

responsible properly investigated the complaint.

C. Organizational Structure and Professional Development

In accordance with best practice requirements, changes in management and personnel; new
product or service initiatives; technological advances; regulatory adjustments; and increasing
competition in the marketplace: each factor, or a combination of factors, can mean the difference
between a vibrant, competitive organization and a dysfunctional one. Authority for decision
making must be clearly delineated in the organizational structure; work flows must be
constructed based on employee skill sets and job duties; communication channels must allow for
quick decisions and collaboration; and reward structures must encourage high performance at
every level of the organization. Achieving the proper balance is context specific: what works for
one company might be wholly inadequate for another. Management consultancy Oliver Wyman
observes that while discussions of organizational design tend towards the theoretical/academic,

there are a few concrete questions that management must ask throughout the organizational

design process:”’

1. What changes will the new strategy require in the organization’s core work? How will
tasks be modified? Will there be new constraints, resources, processes or technologies
involved?

Do the organization’s people have the skills, interest, characteristics, and capacity to
perform the required work in a manner consistent with the strategy?

" Taken verbatim from the original. See: “Strategic Organization Design: An Integrated Approach.” Oliver Wyman,
1998, p. 6-7. http://www.oliverwyman.com/ow/pdf files/Strategic_Org_Design_INS.pdf



http://www.oliverwyman.com/ow/pdf_files/Strategic_Org_Design_INS.pdf

Are values, beliefs, behavior patterns, and leadership styles associated with the culture -
or informal organization - likely to aid or hinder the performance of the new work?
How will the explicit structures and processes that make up the formal organizational

arrangements affect the new work requirements?

Answering those questions requires a multi-step process to account for current competencies,
work flows, and reporting structures (among others); identify areas in need of reorganization to
achieve strategic objectives; identify how those areas should be reorganized; and implement the

new organizational design. In its simplest form, the process involves the following four steps:

Preliminary Analysis, Strategic Design, Operational Design, and Implementation.®

Phase I: Preliminary Analysis
Conduct structured interviews to:
= |dentify strengths and weaknesses of the existing organization.
= Clarify issues related to business strategy and organizational design.
Phase I1: Strategic Organization Design
= Design Criteria: Review information from the preliminary analysis and
generate criteria for a new design
Grouping: Generate several design options and evaluate against criteria
» Grouping by Output - Product, Service, or Project
» Grouping by Activity - Function, Work Process, Knowledge or Skill
* Grouping by Customer - Market Segment, Customer Need, or
Geography
Linking: Identify information flow requirements, select ways to facilitate the
flow of information to meet the requirements, and evaluate against the criteria.
Impact Analysis: Analyze each option to determine feasibility given the
existing leadership skills, power relationships, and work environment.
Phase I11: Operational Design
= Carry out the operational homework necessary to put the organizational

design decision in place.

8 Ibid, p. 11.




= Design work charters, reporting relationships, information flows, etc.
Phase 1V: Implementation
= Develop a strategy for implementing new design
= Assess the potential resistance to the new organization
= Determine the best way to manage the transition from the old organization to

the new.

The functional structure organizes employees by major job function/activity, with functional
units typically falling under defined categories. While there are many critical business decisions
to make with changes to the organizational structure, it can be easy to overlook one of the most
important aspect of the organization — the people performing the task. Best practice suggests,
while making changes to an organization, reflect on the resources necessary to provide staff with
the required training and development in order for them to succeed in their roles and
responsibilities. In addition, best practice indicates that the only asset an organization has that
appreciates over time is its employees. Businesses that understand this fact are the most
successful because they know the advantages of having knowledgeable, experienced, and highly-
skilled staff and are willing to invest in their growth. In addition, organizations with an aligned
and focused approach to training, that offer employee development tied to corporate strategic
goals and measureable results, are not only more successful, they have a lower turnover rate. No
matter the type of business, there’s no disputing the value of providing employees with

continuing training and growth opportunities.

" t;"

How Organizational Structure

Affects Business Productivity
HARRY CONLEY




According to HR manager Harry Conley, the organizational structure is how employees are
grouped together. It is designed by the department head, a direct manager, or any other person in
charge of a business and is specifically created to improve the productivity of the business.
Ideally, this means that employees can work together, share resources and communicate without
being unproductive; however, this is often not the case. It is important that management has an
understanding that all of this comes with some trade-offs. The decision on the organizational

structure is an important one and it shouldn’t be taken lightly; it will determine how people

interact and how they work together.®

Audit testing concluded that the organizational structure governing continuity of operations,
attainment of training, professional certification, and related continuing education should be
enhanced in order to meet the vision, needs and strategic goals of the FPC to mitigate the City’s

risk of legal liability and criticism, and in order to comply with applicable rules and regulations.

Specifically,

= The current FPC Executive Director (ED) has been operating in the position for less than
one year and has not had an opportunity to develop an overall understanding of the role
and responsibility of the position, as well as restructure the department to operate in a
more efficient and effective capacity that is aligned with the FPC’s mission and goals.
Various job titles have been informally reclassified; undocumented job descriptions; and
are not found within the Salary and Positions Ordinances.
There is no formal, documented succession plan for critical processes within the FPC.
The FPC has experienced a delay or suspension in critical operations due to both
voluntary and involuntary separations from employment and temporary medical leaves.
The risk manager and risk auditor roles and responsibilities are inconsistent with those
approved by the Finance and Personnel Committee on July 19, 2018.
Communication and direction from management varies among staff performing the same

or similar job functions.

% Conley, Harry: How Organizational Structure Affects Business Productivity (05.30.19),
https://www.cxservice360.com.
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There is a lack of consensus and understanding regarding some management and staff
positions as to their respective roles and responsibilities.
The department has struggled to retain staff to perform the day-to-day operations for
critical operations. Since September 2019, the FPC has incurred a loss of staff due to
temporary leave, involuntary and voluntary departures totaling ten full-time employees:
Specifically,

o Four staff members resigned from their position;

Three FPC employees were terminated;

o]
0 Three employees elected to take a temporary medical leave; and
o]

Additionally, since the audit, another staff has resigned, one has transferred to
another City department, and another is scheduled to transfer.
= FPC management and staff are overwhelmed with expectations of conducting business
operations as normal with limited or no staff in critical positions to perform the job

specific roles and responsibilities.

Recommendation 8: Develop and implement an internal control system to help staff adapt

to a shifting environment, evolving demands, changing risks, and new priorities.

Management should improve its overall governance in order to meet the vision, needs, and
strategic goals of the FPC to mitigate the City’s risk of legal liability as well as public criticism,

and in order to comply with applicable rules and regulation.

= Develop and implement formal, comprehensive, well-defined succession plans, using
established best practices, submit them to approving authorities for consideration and
approval; review and update them consistently; and keep them on record as necessary.
Strengthen the FPC’s oversight by clearly defining its role and responsibilities regarding
decisions and continuing to evaluate the organizational structure as well as improving
how decisions are made and communicated to staff to ensure consistent direction and
communication.
Coordinate with the Department of Employee Relations to properly reclassify positions

for compliance with the Salary and Positions Ordinances.




Continue to develop the risk management program by ensuring the Risk Manager and
Risk Auditor roles and responsibilities are consistent with those approved by the Finance
and Personnel Committee on July 19, 2018 (see Appendix 1).
Develop, document, and implement a staff retention policy. The Commission should
conduct timely exit interviews and perform periodic analysis of staff turnover.
Approach workforce planning strategically, basing decisions on mission needs, citizen
expectations, workload, and skills and competencies of staff. Strategies should avoid
excess organizational layers and redundant operations, and maintain a balance between
supervisory and non-supervisory positions.
Establish a climate of openness that encourages the free flow of communication in all
directions that:
o0 Informs employees of their duties and responsibilities;
0 Reports sensitive matters, such as changes in leadership, the organizational
structure, etc.
Enables employees to offer suggestions for improvement;
Provides the information necessary for all employees to carry out their
responsibilities effectively; and
Conveys top management’s message that internal control responsibilities are
important and should be taken seriously.
Identify and resolve specific communication issues between management and staff.
Develop, document, and implement a strategy promoting ongoing feedback to employees
and identify steps to improve employee performance and the value of feedback

employees receive.

Professional Development and training
Professional development and training are ways of improving the effectiveness of the current
workforce, but they are also attractive benefits for ambitious people. Training isn't just

important to any company, it is vital. Although there are many categories of professional

development and training such as management training, there are general benefits to be realized

from virtually any type of education program or policy a company undertakes.




It is beneficial to both the company and employees will realize include:
= Improved productivity and adherence to quality standards.
= Employees develop skill sets that allow them undertake a greater variety of work.
= Improved ability to implement and realize specific goals outlined in a company's business
plan.
= Increased ability to respond effectively to change.
Productivity usually increases when a company implements training courses. Training across the
workforce, from the shop floor to executive level and in any discipline, improves:
= Competitiveness
= Morale
= Profitability
Customer satisfaction
Market share

Company reputation and profile

It can also lead to reductions in:
= Inefficient use of time and materials
=  Workplace accidents
= Maintenance costs of equipment
= Staff turnover and absenteeism

= Recruitment expenses

They also make a company more attractive to potential new recruits who seek to improve their
skills and the opportunities associated with those new skills. The lack of a training strategy to a

potential top candidate suggests that the company will fail to meet his or her own aspirations,

leading to a lack of ambitious candidates.

A professional development and training strategy involves the systematic training and
improvement of people within the organization so that employees and the company, can achieve

their objectives and both personal and corporate goals.




Testing of audit procedures concluded that the organizational structure governing completion of
training, professional certification, and related continuing education is lacking and should be
enhanced in order to meet the vision, needs and strategic goals of the FPC to mitigate the City’s

risk of legal liability and criticism and in order to comply with applicable rules and regulations.

Specifically,
= Staff performing job specific tasks lack the required skills, knowledge and training to

effectively and efficiently perform the job task.
The FPC has limited staff to perform recruiting, testing, and hiring job responsibilities;
and staff lacks the required, formal training in the legal framework for human resource
professionals and testing analysts.
The current FPC investigator/auditor has not been trained on the various steps for some
of the complaint category types; and staff well-versed on the complete process have since

separated employment with the City.

Recommendation 9: Require the attainment of professional development, training and

related continuing education for critical functions.

Management should require the completion of training, professional certifications, and related

continuous professional education for positions within the FPC that require them.

Specifically,
= Develop functional and technical documentation that will aid the FPC in cross-training

staff to perform key processes and eliminate single points of failure by ensuring staff

members are fully trained and assigned as backups to key processes within the FPC.

Require and provide initial and ongoing training and development for the risk manager,
risk auditor, and investigators/auditors involved with citizen complaints and risk
management processes.
By joining associations such as:
0 Public Risk Management Association (PRIMA)
o0 Center for Public Safety Management (CPSM)




0 The Risk Management Society (RIMS)

o National Internal Affairs Investigators Association

0 Legal and Liability Risk Management Institute
Require and provide necessary resources to the recruiter, human resource analyst senior,
human resource representative and all other staff involved with recruitment, testing and
hiring for positions in the fire and police department with formal training on the legal
framework for human resources development
Require and provide training for all staff involved in testing roles and responsibilities to
attend training in the following:

0 Job Analysis

0 Talent Acquisition

o Validation Principles

0 Test Development

0 Assessment Tools and Approaches
Require and provide training so that staff involved in human resources roles become
thoroughly familiar with the EEOC’s Uniform Guidelines on Employee Selection
Procedures.
Require and provide the recruiter, human resource analyst senior and human resource
representative to attending ongoing training by joining human resources associations or
organizations, such as:

* International Public Management Association for Human Resources (IPMA-HR)

» International Personnel Assessment Council (IPAC)

» Great Lakes Employment Assessment Network (GLEAN, a Chapter of IPAC)

Society of Human Resource Management (SHRM)

Society for Industrial and Organizational Psychology (SIOP)

Access Controls

In accordance with best practice and the Privacy Act of 1974, an agency that maintains a system

of records shall establish appropriate administrative, technical and physical safeguards to ensure

the security and confidentiality of records; and to protect against any anticipated threats or




hazards to their security or integrity which could result in substantial harm, embarrassment,
inconvenience, or unfairness to any individual on whom information is maintained. Physical
controls and accountability reduce the risk of potentially undetected theft and loss. Access
controls improve visibility and accountability over physical files containing confidential
information. Key card system controls limit accessibility to the Fire and Police Commission’s

area; however, testing of audit procedure concluded that:

= Keys for locked cabinets containing completed citizen complaint files are maintained by
an individual who does not have a direct business need for access to the files.
Physical folders containing citizen complaints pending investigation are maintained on
the investigator’s desk and accessible to staff who do not have an authorized business
use.
The FPC does not have a formal, documented process for requesting or terminating

access to systems and applications authorized to staff with a specific business need.

Recommendation 10: Develop and implement access controls over physical files, systems,

applications and databases.

Although a key card is required for access to the Fire and Police Commission and visitors have

to be escorted while in the area; risk mitigating processes and controls of inventory management

and safeguarding should be developed, documented and implemented. To strengthen physical

controls and segregation of duties over FPC assets, Management should:

= Develop and implement access controls to ensure that access to physical files, systems,
applications and databases is restricted to authorized personnel.
Keep both pending and completed physical, confidential files in locked file cabinets; and
access to these file should be accessible only to staff with a legitimate business need.
Restrict access to records, assets, physical files, systems and applications to authorized
personnel with a legitimate business need and to allow for appropriate segregation of

duties.




= Develop and implement a process or checklist to grants access for new or existing staff
and terminate access upon separation of employment or transfer to another City

department.

Cell Phone and Mobile Device Management and Utilization

In accordance with best practice, a mobile device is defined as any electronic device with the
ability to transmit or receive data, text, and/or voice, via a cellular network. This includes but is
not limited to smartphones, cellular equipped tablets, laptops, and mobile hot-spots. Using a

mobile device in business can boost productivity, mobility, safety and morale of employees.

These devices can help employees to:
= Improve customer service
= Remain in contact with the office, customers and suppliers
= Increase mobility
= Increase productivity
= Work remotely

Mobile devices are a vital piece of business equipment for many businesses and their staff. They
are commonly used in almost every City of Milwaukee department to increase performance in

the field and extend communication beyond the office. The City is committed to providing and

promoting this technology as appropriate to add value to the community by delivering high

quality services at the lowest possible cost. Connecting a mobile phone or a laptop to the
internet can give employees an even greater degree of flexibility.

However, significant business challenges can emerge from using mobile devices at work. For

example:

= Workflow disruption - always-on communication in the form of personal and work-

related calls can disturb employee workflow and decrease their productivity.




Compromised work-life balance - 'all hours' availability can interrupt your employees'
personal life if they receive calls outside their working hours.

Costs - providing mobile phones to your workforce can be expensive. However, you can
enable features on your handsets and SIM cards to restrict the use of phones to business
purpose only. You can also choose a tariff that suits company usage. Speak to your
service provider about what is possible.

Legal issues - the law prohibits using handheld phones while driving. If you require or
permit your staff to use a handheld mobile device while driving on duty, you could be
committing an offence.

Territories - if you expect mobile users to travel overseas, you should check costs. Keep

in mind that you may need 'tri-band' handsets if travelling to North America.

When employees use company owned mobile devices for reasons unrelated to work, the devices
can become an unwelcome distraction at the very least and a legal and operational risk at worst.
To avoid potential problems, companies should have a clear policy on the use of company issued
mobile devices.

Testing of audit procedures concluded that policies, procedures, internal controls and processes

governing the use and monitoring of City-issued mobile devices should be developed and
implemented to include specific steps, actions and processes to mitigate the City’s risk to legal
liability and in order to comply with applicable City-wide policies and procedures, rules and

regulation.

Specifically,
= There is no internal formal, documented policy and procedure governing the use,
monitoring and return of City-issued mobile devices.
= City-owned mobile devices are issued to staff in a manner inconsistent with the roles,
responsibilities and requirements of their job functions, or not distributed to all staff

members performing the same or similar job.




= City-owned mobile devices previously issued to former FPC staff have not been returned
to the ITMD, have not been deactivated, and the FPC is still being billed for services

even though the phones are not currently being used.

Recommendation 11: Develop and implement a policy and procedure regarding City-issued

cell phone and mobile device management and utilization.

Management should develop and implement a documented, formal, well-defined policy and
procedure for cellphone and mobile device management and utilization processes and controls.

The documented policy and procedure should include:

Oversight and usage monitoring (accountability and responsibility).

Device issuance, activations, returns and deactivation.

Approval authority.

Usage monitoring (excessive, personal, reimbursement requirements, and exceptions).
Storage and safeguarding.

Monthly oversight and usage monitoring.

Standard business needs evaluation form.

Device issuance, return and deactivation of mobile device form.

Any non-City e-mail, instant messaging, social media, or other accounts must not be used

to conduct City-related business, or downloaded on the mobile device.

In addition, policies and procedures should be stored in a centralized location that is easily

accessible and should be updated as changes occur to the process.

Recommendation 12: Develop and implement a standard “Business Needs Evaluation

Approval” and “Deactivation” form.




In addition to the Information Technology Management Division’s Request IT Support (RITS)
ticket, Management should develop and implement a standard form to evaluate the business

need, approval and deactivation for a City-issued mobile device. Management should:

Develop and implement a standard form that will document the business need and
restrictions used to solidify approval for the issuance of a cell phone or mobile device to
staff. The form should be signed by the employee and the supervisor that authorized
approval. In addition, the form should be maintained in the employee departmental
employee personnel file.

Develop and implement a standard form that will document the return of a City-owned
mobile device. The form should be signed by the employee and the supervisor retrieving
the return of the mobile device.

Develop and implement a documented process for returning the mobile to the ITMD.
Return the City-issued mobile devices, not currently being used for City business, to the
ITMD and request that services be deactivated, as per the City-wide Mobile Device
Management Policy.

Contact the mobile service carrier to determine whether the City can be reimbursed for
the months in which the City was billed for services after the employee separated
employment with the FPC.

Assign a point of contact person responsible for requesting, granting, administering or

terminating access to city-owned mobile devices and databases.

Professional Service Contract

The City of Milwaukee, Department of Administration, Purchasing Division's mission is to

acquire commodities and services for City Departments in the most cost effective, efficient, and
impartial manner within the appropriate guidelines. Effective October 15, 2015, all professional
contracts, including but not limited to those with former City employees, regardless of the dollar

amount, must be executed through the Purchasing Division.




As defined in s, 310-13-2-an of the Milwaukee Code of Ordinances, a professional service

contract is any contract in which the majority of workers engaged in the performance of the

contract perform work which:

= a-1: Is predominantly intellectual and varied in nature, as opposed to work which
involves routine mental, manual, mechanical or physical labor.
a-2: Requires advanced knowledge in a field of science or learning customarily
acquired by a prolonged course of specialized intellectual instruction and study in an

institution of higher education or a hospital.

Prior to contracting professional services for any dollar amount, whether or not it is with a
former City employee, departments are required to submit and prior to allowing the contractor to

begin work, the following to the Purchasing Division:

A PeopleSoft Requisition.

A Request for Exception to Bid Form.

A Request for Pricing Form (must include the contractor’s signature).
A Summary of Experience Form.

A Professional Service Contract Questionnaire.

A Slavery Disclosure Affidavit.

A W-9 Form (if the vendor does not have a Vendor ID in the FMIS).

Testing of audit procedures suggested that the FPC does not have a documented, process in place
to ensure that internal processes are in compliance with City-wide policies and applicable rules

and regulations to mitigate the City’s risk to legal liability.

Specifically,
= The Executive Director executed a professional service contract, beginning October 1,
2019, with a Public Relations Consultant; however, the Purchasing Division had no prior
knowledge regarding the execution of the contract and was not involved in the execution

of the contract.




= Professional service contracts to secure the services of an external rater to perform testing
for promotional exams are established without the involvement of the Purchasing
Department. Note: This finding was included at the request of the Executive Director’s

during the audit’s Exit Conference.

Recommendation 13: Develop and implement documented, comprehensive internal
controls and processes to comply with city-wide purchasing policies, procedures, and

applicable rules and regulations.

To ensure consistency and compliance with city-wide City of Milwaukee purchasing policies,

applicable rules and regulations, Management should:

= Develop and implement documented, comprehensive internal controls and processes to
uphold prerequisites as stipulated in the City-wide Purchasing Liaison Manual and
applicable rules and regulations to safeguard the City from legal liability; assure
compliance with the Internal Revenue Service guidelines (applicable to payroll taxes);
and eliminates the possibility of penalty by IRS for non-compliance with payroll tax
guidelines.
Develop, implement and document, well-defined policies and procedures to assure that
all contracts established by the FPC comply with the requires as published in the City-

wide Purchasing Liaison Manual.

The Fire and Police Commission’s Lack of Authority and Oversight

Historically, the Board of Fire and Police Commissioners was formerly created to remove the

fire and police services from the influences of politics. However, in 1988, when the s. 62.51,
Wis. Stats., transferred appointment of the executive director of the Fire and Police Commission
from the Board of Commissioners to the mayor, a petition was circulated requesting clarification
that the executive director would continue to serve “under the direction of the FPC Board of

Commission” as prescribed in the Milwaukee Code of Ordinances (MCO), Chapter 314 and




authorized by the language in the Wis. Stat. 62.50. As a result, there have been reports that an
informal agreement between the Mayor, the Common Council, and Fire and Police Commissions
was reached establishing that although the executive director would now be appointed by the
mayor, he or she would continue to independently serve under the oversight and direction of the
Board of FPC Commissioners for transparency and the best interest of the citizens of the City of

Milwaukee.

Testing of audit procedures concluded that a structural issues regarding the Commissioner’s lack
of authority, oversight and direction over the FPC Executive Director and staff should be

addressed to protect the City’s image, reputation and to establish public trust.

Specifically,
= The Board of Fire and Police Commissioners lacks authority, direction and oversight
over the executive director and staff.
The FPC is not established as a department under the Milwaukee Code of Ordinances.
The Fire and Police Commissioners the Fire and Police Commission appear to function

as two individual departments instead of one.

Observation 1: The Council and the Mayor should collaborate to address structural issues

regarding the Fire and Police Commissioner’s lack of authority and oversight over the

executive director and staff.

To eliminate the lack of authority, protect the City’s image, reputation and to reestablish public
trust of citizens as well as to remediate the structural issues related to the Fire and Police
Commission’s absence of authority, direction and oversight the Common Council should

collaborate with the Mayor and together work to:

Specifically




Develop, implement and document a well-defined comprehensive agreement to ensure

the FPC operates with unguestionable transparency, honesty and integrity and with regard

for the best interest for citizens of the City of Milwaukee residents by:

o Providing clear lines of authority over the activities of the executive director and staff
to the Board of Fire and Police Commissioners as prescribed by s.314-5 of the
Milwaukee Code of Ordinances which states “there is a created position of an
executive director to comprise the role of executive secretary of the board. Under the
direction of the board, the executive director shall act as the principal staff of the
board in exercising the board’s functions and powers...”

Collaborate to propose a change in the relevant portion of s. 62.50, Wis. Stats. making it

clear that the Fire and Police Commission is the “administrator” over the executive

director, staff, and department as a whole, and provides direction to and holds jurisdiction

over the department.
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Department of Employee Relations

JOB EVALUATION REPORT

City Service Commission Meeting: July 17, 2018

Fire & Police Commission

Current Recommendation

New Position Fire and Police Commission Risk Manager

PR 2MX ($75,478 - $105,669)

One Position

FN: Recruitment Flexibility anywhere in the Range with
Approval by DER and Chair of Finance and Personnel

New Position Fire and Police Commission Risk Auditor
PR 2FX ($48,670 - $67,616)
One Position
Fire and Police Commission Investigator/Auditor Fire and Police Commission Investigator/Auditor
PR 2HX ($54,865 - $76,806) PR 2HX (854,865 - $76,806)
One Position One Position Designated as Bilingual
Background

The Fire and Police Commission requested a classification study of two new positions included in the 2018 budget. In
addition, one new position of Fire and Police Commission Investigator/Auditor was created in the budget and
requested to be bilingual. Job descriptions were provided and discussions were held with La Keisha Butler, Fire and
Police Commission Executive Director.

Current New Position

Recommended | Fire and Police Commission Risk Manager | PR 2MX ($75,478 - $105,669) | 1 Position

This new position in the Fire and Police Commission (FPC) will develop an external risk management plan for the
Fire and Police Departments, and incorporate that plan into a greater city-wide risk management plan; detect,
analyze and deter risk by identifying unusual trends and risk indicators in the departments’ processes and operations;
create policies, procedures and control assessments in response to identified risks; evaluate the effectiveness of risk
control measures; and provide training regarding risk management strategies and programs. Duties and
responsibilities include the following.

20%  Develop External Risk Management Plan - develop, implement and coordinate a risk management plan
for the Fire and Police Departments that will be incorporated into a city-wide risk management program;
develop and implement systems to provide better reporting and management of information; and review and
study industry best practices regarding risk management.

20%  Detect, Analyze and Deter Risk - work with the City Attorney’s Office to analyze and review claims and
suits filed with the Equal Employment Opportunity Commission, the Equal Rights Division, and state and
federal courts against Fire and Police Department employees to evaluate legal issues, assess risk, and
prepare plans of action; analyze disciplinary actions (both appealed and not appealed), citizen complaints,
personnel investigations conducted by the Fire and Police Departments, and claims filed with the City
Attorney’s Office for trends; compile, analyze and report on statistical data queried from Fire and Police
Department data storage mechanisms; detect and analyze department operational activities and processes
to identify unusual trends and risk indicators; make recommendations to deter risk and improve desired
goals; continuously review Fire and Police Department rules and standard operating procedures, internal
audit practices, legal trends in Wisconsin and other states, and keep informed of other relevant trends that
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20%

10%

20%

10%

will allow for proactive, rather than reactive, responses to risk; conduct research and analysis on issues that
affect loss prevention and avoidance, risk assessment, and how to minimize the departments’ handling of
and susceptibility to risk; and work with the Fire and Police Departments to identify opportunities to share
data, resources, or educational materials to address risk concerns.

Draft and Propose Policies, Procedures and Control Assessments - develop comprehensive policies,
procedures and training programs to address department-specific operational risk concerns; work with a
city-wide risk management program to develop a process for centralizing claims against the Police and Fire
Departments; audit, monitor, and manage the Police Department Early Intervention Program and identify
areas for improvement; develop recommendations for department heads and other managers and directors
as needed; and develop long-term goals and strategies regarding risk management.

Evaluate the Effectiveness of Risk Control Measures - work with the Fire and Police Commission
Executive Director and the Fire and Police Commission Risk Auditor to continuously review and analyze the
progress of long and short-term goals and strategies, policies and procedures.

Provide Training regarding Risk Management Strategies and Programs - develop good working
relationships with department officials to ensure successful program outcomes; serve as the primary contact
with departments and Common Council committees regarding data analysis and reporting; provide guidance
and direction to the Fire and Police Commission Executive Director and Fire and Police Departments, other
department heads and City officials regarding areas of risk concern and recommend measures to reduce or
eliminate risk; review, identify and coordinate training interventions to ensure compliance with program
regulations and to address and respond to concerns; participate in public panel discussions, testify to the
FPC Board, assist with general FPC business when needed and travel to conferences and events related to
upholding the public's health, safety, welfare, and 21st Century policing.

Direction and Oversight - direct and supervise activities of Fire and Police Commission Risk Auditor.

Minimum requirements include a bachelor’s degree in risk management, finance, economics, business management,
statistics, computer science or related field and four years of related experience including experience in data
research, collection and analysis. Equivalent combinations of education and experience may be considered. These
requirements have not been assessed by the Staffing Division.

To study this position, comparisons were made to other positions in the City with risk management responsibilities
and/or high-level policy development responsibilities including the following.

Assistant Chief of Police-Risk Mgmt. Bureau Police 4RX | $103,841-$145,381
Employee Benefits Director Employee Relations 1KX | $85,757-$120,064
Emergency Communications and Policy Director | Fire and Police Commission 2NX | $80,442-$112,627
Worker's Compensation & Safety Manager Employee Relations 11X | $75,478-$105,669
Homeland Security Director Fire and Police Commission 11X | $75,478-$105,669
Assistant City Attorney |l City Attorney’s Office 2MX | $75,478-$105,669
Risk Management and Safety Officer Employee Relations 20X | $62,338-$87,270

This position will supervise one position of Fire and Police Commission Risk Auditor and will have a more limited
scope compared to the Assistant Chief of Police assigned to the Risk Management Bureau and the Employee
Benefits Director. More comparable positions are the Assistant City Attorney 1l in Pay Range 2MX ($75,478-
$105,669) and the Worker's Compensation & Safety Manager in Pay Range 11X ($75,478 - $105,669). Both of these

2
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positions work to reduce risk for the City and the Assistant City Attorney Ill also conducts research and utilizes
analytical skills and risk management strategies, principles, and tools at a high level. An Assistant City Attorney Ill is
considered an intermediate level Attorney position with at least five years of experience, a specialized scope of work
requiring in-depth knowledge of a subject area, and works independently and receives limited guidance. We further
recommend adding a footnote to allow recruitment anywhere in the pay range subject to approval by the Department
of Employee Relations (DER) and the Chair of the Committee on Finance and Personnel due to difficulty in recruiting
individuals for unique higher level positions including risk management. The requested title of “Fire and Police
Commission Risk Manager” is descriptive of the work and reflects the level of the position.

We therefore recommend this new position be classified as “Fire and Police Commission Risk Manager” in Pay
Range 2MX ($75,478-$105,669) with recruitment flexibility for anywhere in the pay range with approval by DER and
the Chair of the Committee on Finance and Personnel.

Current New Position

Recommended | Fire and Police Commission Risk Auditor | PR 2FX ($48,670 - $67,616) 1 Position

This new position will assist the Fire and Police Commission Risk Manager in detecting, analyzing and deterring risk
by identifying unusual trends and risk indicators in the Police and Fire Departments’ processes and operations;
conduct extensive and in-depth research and analysis of various public safety risk management issues; draft policies,
procedures and control assessments in response to identified risks; assist in evaluating the effectiveness of risk
control measures; and assist with risk management strategies and training programs.

40%  Assist in Detecting, Analyzing and Deterring Risk - work with the City Attorney’s Office to analyze and
review claims and suits filed with the Equal Employment Opportunity Commission, the Equal Rights
Division, and state and federal courts against Fire and Police Department employees to evaluate legal
issues, and assess risk; analyze disciplinary actions (both appealed and not appealed), citizen complaints,
personnel investigations conducted by the Fire and Police Departments, and claims filed with the City
Attorney for trends; compile, analyze and report on statistical data queried from Fire and Police Department
data storage mechanisms; detect and analyze department operational activities and processes to identify
unusual trends and risk indicators; make recommendations to FPC Risk Manager on how to deter risk and
improve desired goals; continuously review Fire and Police Department rules and standard operating
procedures, legal trends in Wisconsin and other states, and keep informed of other relevant trends that will
allow for proactive, rather than reactive, responses to risk; conduct research and analysis on issues that
affect loss prevention and avoidance, risk assessment, and how to minimize the departments’ handling of
and susceptibility to risk; and alert the Fire and Police Commission Risk Manager to opportunities to share
data, resources, or educational materials to address risk concerns.

20%  Assist in Drafting Policies, Procedures and Control Assessments - work with the Fire and Police
Commission Risk Manager and a city-wide risk management program to develop a process for centralizing
claims against the Police and Fire Departments; audit, monitor, and manage the Police Department Early
Intervention Program and identify areas for improvement; draft recommendations for department heads and
other managers and directors as needed; prepare analyses, summaries, and reports on short notice in
response to critical events and issues and provide information for periodic reports.

20%  Assist in Evaluating the Effectiveness of Risk Control Measures - continuously review and analyze the
progress of long and short-term goals and strategies, policies and procedures.

15%  Assist in Providing Training regarding Risk Management Strategies and Programs - develop good
working relationships with department officials to ensure successful program outcomes; serve as the back-
up contact with departments and Common Council committees regarding data analysis and reporting;
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provide guidance and direction to the Fire and Police Commission Executive Director and the Fire and
Police Commission Risk Manager regarding areas of risk concern and recommend measures to reduce or
eliminate risk; review, identify and coordinate training interventions to ensure compliance with program
regulations; participate in public panel discussions, testify to the FPC Board, and travel to conferences and
events related to upholding the public's health, safety, welfare, and 21st Century policing.

5% Assist with Website - assist in maintaining and providing data for the FPC website in coordination with the
City web master; and assist with general FPC business when needed.

Minimum requirements include a bachelor’s degree in risk management, finance, economics, business management,
statistics, computer science or related field and two years of related experience including experience in data
research, collection and analysis; insurance claims adjusting: or related investigations. Equivalent combinations of
education and experience may be considered. These requirements have not been assessed by the Staffing Division.

To study this position, comparisons were made to several positions including the following:

Contract Compliance Officer DOA-Office of Small Business Dev and 2GX | $51,469-$72,063
DPW-Administrative Services

Environmental Policy Analyst DPW-Operations-Forestry 2GX | $51,469-$72,063

Claims Adjuster Specialist Employee Relations 2FX | $48,670-$67,616

Research and Policy Analyst Fire and Police Commission 2FX | $48,670-$67,616

Equal Rights Specialist Common Council/City Clerk’s Office 2EX | $48,670-$63,426

The most comparable position is the Research and Policy Analyst in Pay Range 2FX ($48,670-$67,616) located in
the Fire and Police Commission. This position conducts extensive and in-depth research and analysis of various
public safety issues and provides guidance and advice to the Fire and Police Commission Executive Director, the
Board of Fire and Police Commissioners, and the Fire and Police Chiefs regarding findings and recommendations.
The requested title of “Fire and Police Commission Risk Auditor” provides a good description of the work.

We therefore recommend this new position be classified as “Fire and Police Commission Risk Auditor” in Pay Range
2FX ($48,670-$67,616).

Current Fire and Police Commission Investigator/Auditor | PR 2HX ($54,865 - $76,806) | 1 Position

Recommended | Fire and Police Commission Investigator/Auditor | PR 2HX ($54,865 - $76,806) | 1 Position
(Bilingual Designation in Positions Ordinance)

One new position of Fire and Police Commission Investigator/Auditor was approved in the 2018 budget with the
directive that it be bilingual. With this new position there will be a total of three Fire and Police Commission
Investigator/Auditor positions. These positions investigate complaints filed against members of the Police and Fire
Departments arising from misconduct, including violation of department rules, policies and procedures. They obtain
and review documents; interview witnesses; collect, evaluate and analyze information from various sources; prepare
investigative reports; and make recommendations to the Fire and Police Commission Executive Director.

To designate one of the three positions of Fire and Police Commission Investigator/Auditor positions to be bilingual
we recommend adding the bilingual designation to one of the positions in the Positions Ordinance. To make the titles
in the Positions Ordinance consistent with those in the Salary Ordinance we recommend that they be changed from
“Investigator/Auditor” to “Fire and Police Commission Investigator/Auditor”.
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Action Required - Effective Pay Period 1, 2018 (December 31, 2017)

In the Salary Ordinance

Under Pay Range 2FX:
Add the title of “Fire and Police Commission Risk Auditor”.

Under Pay Range 2MX:
Add the title of “Fire and Police Commission Risk Manager (4)”.
Add footnote “(4) Recruitment may be at any rate in the pay range with approval of DER and the Chair of
the Committee on Finance and Personnel.”

In the Positions Ordinance

Under Fire and Police Commission:

Delete three positions of “Investigator/Auditor”
Add two positions of “Fire and Police Commission Investigator/Auditor”
Add one position of “Fire and Police Commission Investigator/Auditor — Bilingual”

Delete two positions of “Risk Management Specialist”.

Add one position of “Fire and Police Commission Risk Management Manager”
Add one position of “Fire and Police Commission Risk Management Auditor”

Prepared by:

Sarah Trotter, Human Resources Representative

Reviewed by:

Andrea Knickerbocker, Human Resources Manager

Reviewed by:

Maria Monteagudo, Employee Relations Director
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Fire and Police Commission

April 1, 2020

Ronda M. Kohlheim
Inspector General
Office of the City Clerk

Re: Response to Milwaukee Fire and Police Commission Audit Findings and Recg fmendations

Dear Inspector General Kohlheim:

In this document, you will find the Milwaukee Fire and Police Commission (]
Recommendations for the FPC Department. FPC would like to take this oppo!
Relations Director for the City of Milwaukee’s Department of Employee Relat
for their assistance throughout this entire process. FPC would alsq}%éto thank ]
and feedback provided regarding the departments’ operations. The FP @g;t;evie

6, 2020 and would like to offer the following responses to the recommendations, ¢ also making some
observations regarding the process of this audit. W T - '
garding the p # Eﬁ%@% l @%:Mgg%}%%

The intent of this response letter is to formally ackng e the régommendations the audit report presented; learn

where there are areas for growth and consistencyéggnd rélgy.rationalétgn why certain processes and procedures are in
place. Below is a timeline of events in occurr%;ﬁ‘e: e o i -
y Y,

4 % e o
- December 3, 2019, the Inspectof’@ﬁ” ral "H@ an opeftrecords request (ORR) to the Executive Director
asking for all emailed communicatio gf een the cutfent Executive Director, the then Operations

Manager, the then Staffing Services Ma E and the Risk Management Manager.!
gt g
e Ir%;?ctor General mgde another ORR requesting copies of FPC’s internal
5 and procedures as it relates to the following areas: Recruiting and Testing Standards,
nitoring of Ci@iz{?n Complaints, Disciplining Police and Fire employees for
ity Relations,Risk Management, Compliance with the ACLU Settlement &
Management.?

2

- December 9, 2019
documented polic
Investigating and
misconduct, Cor

oyee Réfations Director, and Assistant City Attorney occurred. The ORRs, audit scope parameters,

o

! Please note the EP *had not yet been notified of a plan by the Common Council to conduct an audit or review of the FPC
department. The first time the request for an audit was made at the December 5, 2019 Steering and Rules Committee meeting in
closed session where the Inspector General was present. File # 191309

https://milwaukee.legistar.com/LegistationDetail. aspx?1D=4267955& GUID=CCIE21 E54-9898-46 A 5-8D09-
EB4E%34DDAS504&Options=& Search=.

2 Given this request contained confidential personnel requests and the scope of the audit had not yet been formalized, the
Executive Director requested a meeting with the Employee Relations Director and Assistant City Attorney specializing in ORRs.
This meeting occurred via phone conference on December 10, 2019.

§

ied the report presented on March
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December 16, 20193, the audit announcement letter was emailed to the Executive Director, Common
Council President, Employee Relations Director, City Clerk and Assistant City Attorney by the Inspector
General.

- December 18, 2019, the Inspector General sent an email to the Executive Director requesting all policies
and procedures related to this audit prior to the Audit Entrance Conference meeging scheduled for
December 23, 2019. The Inspector General noted that this was not an ORR er a request related to the
audit. Enclosed within this email was the agenda for the Audit Conference mee

- December 19, 2019, the Employee Relations Director replied to
comments, questions and concerns.*

- December 20, 2019, the Inspector General sent an email t@ﬂf}e Executive
concerns relating to the FPC audit, the scope of the audit wasigubj
Inspector General. Enclosed within this email, addmonal requg%
policies and procedures for the following: Mom St ng Citizen Complaints, Recruiting,
Hiring and Testing Procedures & Processes, alnmg, ross-train J(!i*P'FPC employees Procedures &
Processes, Policies, Procedures and Proces; pIacmE&anhﬁed candidates on the eligibility list and
selecting an individual on the ellglblll%% A %} #

- December 23, 2019, the Audit E,p lg nce Cox;;ference d In attendance were FPC Executive Director,
Inspector General, Employee Rélatidy ‘f éctor and A;&‘?stant City Attorney. The agenda and the
previously emailed comments by the yee Relations Director were used as a guide to drive the
conversation. All parti iewed the audit:ann ouncement letter, discussed the timeline and noted the areas
the audit scope would'not include. Since the @H}fht scope was to be focused on the FPC Testing and
Recruiting and the £ itizen Complaints 1nveshgatlons the Executive Director would facilitate meetings with
staff directly related.to these areas, which included the Human Resources Representative, Human Resource
Analyst- Sen, L Regruiter, Community Education Assistant, Risk Management Manager® and the
Investi S AU dling citizen complalnts After all of the staff members interviews were complete,
the lasﬁ erv1e‘«?s}v0ul Bels

'
_December 30}
walk>hrough

sf.ytlgator/Audltor Risk Management Manager, Human Resources Representative,
Resources Analyst-Senior, Recruiter and Community Education Assistant.®

3 Appendix A: Audit Announcement Letter dated December 16, 2019,

4 Appendix B: Audit Entrance Conference Agenda with comments from the Employee Relations Director.

5 The Risk Management Manager managed the investigations unit from September 26, 2019 until January 3, 2020.
¢ Appendix C: Schedule of meetings (dates) with the Inspector General with referenced staff.
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- January 15, 2020, the Inspector General emailed the Executive Director that to ensure the audit provided a
clear understanding to all interested parties; the Inspector General would be expanding the audit slightly.
To make this determination, the Inspector General asked to meet with all staff, a deviation from the
original audit scope letter and previous meetings.’

- January 21, 2020, an invitation was sent to the Inspector General (accepted invjte on January 24, 2020),
by the Executive Director, to attend the all staff meeting on January 27, 2020¢to help ease concerns or
questions by all staff. The Inspector General emailed on the day of the sta (January 27, 2020)
that it was no longer feasible to attend the all staff meeting. b

T

- February 24, 2020, the Executive Director was unable to meet witfi‘:l
scheduled. The meeting was re-scheduled for February 28, 2020. pose:of this first and final
meeting was to gain an understanding of the Executive Diregtor’s role ‘gnd res
roles and responsibilities of staff, job titles and description§:, Additionally:'the Inspector General would
share what this role meant for the City, the assessment of the FRC depa big
of the FPC structure. ) ‘% |

-  February 28, 2020, at the conclusion of thi
meeting, to discuss audit findings and reco
the request of the Inspector General oukgt&gglg
projects.’ p

0% up with an Exit Conference
st meeting, the Executive Director delivered on
responsibilities, along with current FPC

£
L

iy 4 SRk
dicated to Citizen Complaint Investigations emailed the
audit process of the Citizen Complaints handled by the FPC.

- March 5, 2020, the Investigatorfg
Inspector General with concerns with"th

- March 9, 2020, the %b;ditg%&g Conference v Id. In attendance was Common Council President, the
City Clerk, EmpIO)gge Relations Director and/FPC Executive Director. The draft audit report was discussed,
questions were asked, and comments and concerns were addressed. Some of the same concerns that are still
discussed in this audit report regard%ng testing and recruitment processes, testing schedules and a lack of

saf th rocesses agrecommendations were covered in that meeting. To address these
‘f neral gﬁfeed to make edits to the first draft audit report and the audit summary
ubmitted! The audit summary was re-submitted on March 10, 2020.

7 Email from Inspector General wanting the total number of approved FPC positions; for each position title, how many were
currently staffed, vacant, or staffed, but the employee was on a leave; and names (first and last), and titles for current staff.

& Note: the Inspector General has completed one-on-one interviews/walk-throughs with ALL staff prior to this meeting to gain an
understanding of each FPC staff member roles and responsibilities.

% Appendix D: The Executive Director followed up with an email to the Inspector General on March 4, 2020 with an FPC
summary, which included; FPC staff roies and responsibilities, listing of FPC commissioners and FPC summary of Commission
meetings and active committees for 2019 year up to the date of submission.
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- March 30, 2020, the Management Response letter was due to the Inspector General. Due to COVID-19
emergency activities and having staff work remotely, the FPC Executive Director requested an extension to
submit the response letter on April 1,2020. The Steering and Rules committee scheduled for April 2, 2020
where this audit would be discussed was cancelled on March 27, 2020. The extension to submit the
response by April 1, 2020 was granted.

385 Questions reyain
l_% iform and gonsistent

commumcatlons between the Inspector General, FPC staff and other City pel sonnel In addit $ no clear
understanding by the FPC of the scope of the audit—leading to structural incéfisisten documented
questions or recordings of the walk-throughs and staff interviews—to ensure fz idnd uahty assurance by the
Inspector General. The FPC Executive Director also has knowledge that FPC dggumett stiated
CONFIDENTIAL were forwarded to the Inspector General by se@tgl FPC em plg '.’3 the course of this

audit, without the authorization and knowledge of the management per
sent.'”

g time these documents were

-: oy ’ i .

The FPC does not in any way discredit the value and wgrk doré prt. However, in order to properly
respond to this audit report, the FPC wants to address‘i ay the recegnmendations in this audit report raise
questions/concerns and in some instances, note the reconigiiendation‘as completed, given that proper documentation

and information was provided to the Inspecto enéral aﬁ; dation has been resolved.

Sincerely,
%ﬁoﬁw&(a w :

Griselda Aldrete
Executive Director

19 Email communications between FPC staff and the Inspector General were discovered after two staff resignations in late
February occurred as it related to CONFIDENTIAL testing information and candidate information; along with confidential
memorandums and staff and deparmental information.
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A. Recruiting, Testing and Hiring Controls

Over the last two years, the FPC has endured leadership changes at the Executive Director level. In
addition, staff vacancies have gone unfilled for long periods, prior to the current Executive Director
beginning in this role in September 2019. At the start of the tenure as Executive Director, an assessment
of departmental operations began which included one-on-one meetings with all FPC staff to gain an
understanding of all roles, responsibilities and gain departmental history. Thes &
began meeting with the FPC Operations Manager'' and FPC Commission Chair

commission-meeting operations. ﬁfﬁg b, fﬁ;’?
Hakt zsg' ix
. ;

e
: for current
employee operations, job duties and responsibilities, and comrgission ope
documented. While limited documentation existed in some atés includingesting,
investigations, many employees operated via institutional knowledge, and if they were new to the
department, they began documenting their current pro; ¥ ngdg ?@‘ dures;"The Executive Director
began asking the Testing and Recruiting staff to doeiimen; ﬁ%ﬁiﬁ‘ﬁ%’ ind create procedures and timelines
for the various Fire and Police Department exam ocesse‘%‘s}gross-training among Testing staff was also
necessary, since staff were previously assigned to e ¢

16 er Poliééag%cir Fire testing; not both. Staff absences
affected cross-training, which in turn, affggt%ﬂ%vera C opelgfm'i’)ns as it related to Testing and
Recruiting. & wa

iy

B

Police and Fire Departments rt?% on the FPC .g,!ggd quality recruits who can successfully pass all parts of
the hiring process, which inglifdé®a written, oral ami)

physical examination, a background investigation,

examination and drug:§ screening. Currently, the FPC has one full-time

recruiter and two additiopal staff members who are assigned 25% recruiting responsibilities.'? The

Executive Director tasked the Recruitingunit to come up with a recruitment plan for the 2019-2020

testing cycle in theiﬁf‘gggf 20!
d

needs increasg i;nd woll
efforts. . °

BiAys

This glﬁil would serve as a guide for the Recruiting unit as the testing
gFire and Police Departments’ recruitment units in their recruitment

ik,
Fd
2

11 Please note that’the FPC Operations Manager resigned on September 2, 2019 before the Executive Director joined the
department full-time on September 10, 2019; the Executive Director began in a part-time capacity upon being swormn into the
position on August 8, 2019. A Chief of Staff was hired to replace the Operations Manager position and assist with staff and
departmental operations in November 2019.

12 The Executive Director hired a Community Outreach Coordinator to help with community outreach and recruiting in
November 2019---duties previously held by the Operations Manager. The temporary Community Education Assistant who had
been with the FPC for almost four years was hired full-time as an under fill to help with testing and recruiting in March 2020.

49



Steven M. DeVougas
Chair

Fire and Police Commission Nelson Soler

Vice-Chair

Ann Wilson
Griselda Aldrete Fred Crouther
Executive Director Angela McKenzie

Everett Cocroft

Raymond Robakowski

Commissioners

The new as of March 9, 2020 Staffing Services Manager submitted a draft report to the Executive
Director on March 24, 2020. A joint recruitment meeting with the Fire and Police Departments’
recruitment units is forthcoming'? with a presentation of the joint plan at an upcoming Public Safety and
Health Committee.!*

In addition to recruiting, the plan allows the FPC to be in-sync with the City’s pgbactive approach to

recruitment events, testing dates for both the Fire and Police Departme the FPC wants
to provide to keep candidates informed and engaged. In additign to the texti gt
JobAps for email communication with potential candidates. #FRC has found commu 1cat1ng via text and
email are effective ways to retain candidates interested in workm@g}n publi safety and emergency

services. 4 i i
A,

roce §, the Executlve Director also began

ing pridrities would be.!s Staffing up the Testing
and Recruiting unit seemed to be a priori fg‘i%n the't vy test!i@g’schedule in the fall of 2019. Also of
equal priority, was the hiring of an Invggf gator/Audltor gpfﬁcally monitor the American Civil
Liberties Union (ACLU) settlement &gf' ment ¢ ?ﬂns hiringidecision was validated by the fact that the first
one-year progress report of the settlement 4 ement from the Crime and Justice Institute (CJI) had been
released the week of the Exec%ve Director’ 11-t1me arrival to the FPC office. The report made
reference to the fact that a lae k’“d’t-hlgadershlp ané itéction had hindered the FPC from making meaningful
progress towards compliagice in its’ first year. Also of equal importance, was the appointment of the
Director of Emergency N agement/Homeland Security & Communications to help with the joint
citywide emergency pla d assist in tfle merging of the City of Milwaukee’s Computer-aided Dispatch

S lice an&)f-‘ ire departments, which the FPC is tasked with overhauling.
3}&

B

In addition to looking at the Testing and Recrui
assessing staff vacancies to understand where fl

5%

Eéﬁd activities were suspended by both departments due to the COVID-19 pandemic.

y 9, 2020 PuEllc Safety & Health Committee, a resolution passed (File No. 191455) requesting the FPC to

iting activities for the Fire Department cadet program take place solely within the city of Milwaukee to increase
I ukge residents. The committee asked FPC for a full recruitment plan to be presented to this committee within
as yet to be scheduled back at the Public Safety & Health Committee:

htips:/milwaukeetlegistar.cony/l egislationDetail.aspx?1D=428854 5 & GUID=FA822CF5-54 BE-42CA-8EEI-984C793 D66 DE

15 The Executive Director hired a Human Resources Representative in October 2019 to aid in the testing unit; an
Investigator/Auditor in November 2019 specifically to focus on the compliance efforts for the ACLU Settlement Agreement with
a re-classification of the job description and the title of Legal Compliance Coordinator is undergoing evaluation by the Civil
Service Commission (CSC) as of the date of submission of this report. The Director of Emergency Management/Homeland
Security & Communications is a cabinet level pesition nominated by the Mayor; a candidate was successfully nominated and
confirmed in November 5, 2019.
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4

Operationally, staff meetings were something that had been lacking in the department for months and
many employees expressed a desire to have a time each week to see one another given that the FPC
offices are not cohesive; the FPC offices are divided into three separate offices, on two floors of City
Hall. The Executive Director instituted mandatory weekly staff meetings and presented work rules to the
department outlining employee expectations beginning on September 26, 2019.

welcome the information because the FPC is unable,@%“ :
report.

FPC does not know which scoring crltegpﬂ;e auﬂl epo w-ferencing What are the City’s
prerequ1s1tes to continue in the procgé ferenced m‘a is audit report? The FPC staff does not do

periodic reviews of scoring methodolegys.t done by’ %%éwendor Dependmg on the examlnatlon
bemg admimstered Whether for the Police

4 the’FPC to determines the best scoring solutlon for the
test being administered. L!Plﬁmately, the vendor(sj’owns the examination materials and scoring due to
proprietary reasons. %
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NOTE: the audit process did not include interviews by the Inspector General with the vendors'® the FPC
uses to develop and administer examinations!” for each department. A more accurate understanding of the
steps involved in developing, administering and scoring a test may result in a different recommendation
or no recommendation at all. For example, EBJacobs, renamed as PSI, has been a vendor for the City of
Milwaukee since 1997. They design the examination processes and administer Police related
examinations since the United States Department of Justice (DOJ) performed angassessment of the
Milwaukee Police Department (MPD) and the FPC'® in 2015. A § " 3
gk j

The audit report suggests that the examination processes are not documented. A coEiV atlo 1th the
vendors would have helped clarify this. Many of the examination co; gnts are in fa prletary and
confidential information. However, information about the exam process; cﬁmh nts, wé ghts and
preparation guide is available for every exam administered. ég v

& k
For every example job posting, which the FPC Commission apﬁ%%ges everi?;txme there is an exam,
contains the information that is required by the rules g i%g&.w s inclydEs a description of the job,
the minimum requirements, other knowledge, skillssand-abiiities{IK8AL), the components and weights of
each, reading materials and candidate prep guidg

amzatlona[ Solutions (IOS) in 2008 to
[ newed in2017.% As evidenced by the
' 5 "%hction I éntory (NFSI) when developing and
admmlstermg the exams. The NFSI is a stapdard used around the country and the exam was customized
based on the results of a Job lysis conducts y the City. FPC staff and the vendor work closely to
ensure all applicable standapd$'and. regulations a dhered to in preparing the eligible lists. The contract

is up for renewal and rev' in June 20202 ¢

“.

Y '
The EBJacobs, now PSI § s the Law Ej} forcement Aptitude Battery (LEAB) for the written test and that
Snitsiar ;ié?agged andgadministered based on the results of the Job Analysis and in
:;z;;;iﬁﬁ;ﬁ“éégﬁ(

#PSI, to conduct Police examinations (since 1997) and Industrial /Organizational Solutions (IOS) for

16 FPC uses, &BJ&CO 8
the Fire Qx%immatlons (Singe 2008).

17 Att ;Exn Cenference oipMargh 9, 2020, this was discussed. Present were the Inspector General, City Clerk, Common
Coutl %Premdem #Director 6, Employee Relations and the FPC Executive Director. The Inspector General stated “the audit was
of the FP ;@;;1’ the vendor(sy'the FPC works with”.

18 “This was in response to a request by then MPD Chief Flynn for the department to participate in the US DOJ Coilaborative
Reform Initiative in order to provide an avenue to strengthen and build the mutual trust between the MPD and the communities
they serve. While due to decisions made in the US DOJ no final assessment report is likely to ever be produced from this
process, a drafi versicn of the report was mads publie™:

https:/graphics.jsonline.com/jsi news/documents/doj draftmpdreport.pdf. Taken from the Milwaukee Collaborative Reform
Initiative Community Feedback Portal: hitps:/citv.milwaukee.gov/imkecr.

19 FPC Rules: https:/citv.milwaukee.gov/Imagel ibrarv/Groups/cityFPC/Rules/FPCRules.pdf.

20 Appendix E: IOS Contract. The Department of Employee Relations (DER) entered into this contract when FPC was housed
inside DER; FPC separated into its own separate City department in 2012.

21 See Appendix E.
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accordance with all applicable regulations, including the uniform Equal Employment Opportunity
Commission (EEOC) guidelines on Employee Selection Procedures.?? This contract is up for renewal in
2020, upon completion of the Police promotional examinations for Detective, Lieutenant and Sergeant
roles. Both PSI and IOS are considered subject matter expert companies in these fields. EBJacobs, now
PSI, contract?® was renewed in January 2020. IOS Contract is up for review in June, 2020.%* FPC will
engage the Legislative Research Bureau (LRB) to help with research on nation%ﬁ:esting vendors to ensure
best practices and qualified vendors are considered for future FPC testing.

i
There i is also a recommendation that makes reference to how documentatlon for pre-emp!

22, . f s ’4 & or’
u?&?

) widentlﬁea suggesting that

Concentra, for years. FPC does not belleve there are deficiencies that h'
the documentation of the pre- -employment medical determinatijgns have f
FPC staff should not be put in a position to second guess or q\dlgegtion am
candidate is medically cleared or not for duty. %

e Y
FPC believes this overall recommendation requlre%’ é §§ “{éﬁ& background. The change in the

timing of when the testing process performs the miedical, psychological and drug exams are performed
were changes made under a previous FPC ExeCutt 1rect013h\",l:he audit fails to identify when this change
was made and more importantly why.? I;t!g &a critledtpiece oﬁ?hls important finding that should be
addressed. @&

Implementation Timeline: More clarity ai%ﬁ?ﬁiformatwn is necessary to understand what this
recommendation is trying to a@compltsh and % 7’% mend to the FPC Department. However, both of the
vendor contracts will be re hin 2020 and Eussion about testing processes and timing, along
with scoring metrics can ;ﬁe included. Expected mzplementatzon date is December 31, 2020

4

It is not ’Agai* whatrﬁtt audit report is suggesting with this recommendation. An appeal of a medical
for fa gﬁ to meet a medical standard is not appropriate, as stated in FPC Rule VIII
- ’fwhat the audit report is referrmg to is a peer-to-peer review of the psychological

2 Appendix F: City of Milwaukee’s Testing and Selection Process Guide, August 11, 2010,
2 Appendix G: EB Jacobs, now PSI, Contract Extension.

% See Appendix E.

25 Current FPC staff found this process dates back to 2017.

% FPC Rules: https:/city.milwaukee.gov/ImageLibrary/Groups/eityFPC/Rules/F PCRulcg_mig
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The medical and background examinations were administered in an inconsistent order in the FPC testing
processes dating as far back as 2017. There were no specific timelines in place, but since this discovery,
earlier this year (2020), the FPC has ensured that the correct timeline of testing processes along with
testing timelines organized by the Testing and Recruiting unit were created in January, 2020. These
testing timelines were provided to the Inspector General on January 3, 2020.%

current provider in administering pre-employment medical examination
Disabilities Act (ADA) requlrements Findings that imply the gPC is n
under the ADA are not accurate.* A

er led d%the overall sfrategy and direction of the
and enSyres the FPC has continued success in its
e DepE?}ff\ents

%
Implementation Timeline: Appendix I of t ort whxch includes the 2020 testing timelines should
satisfy this recommendation. Tlg FPC conszc?’eg%%hzs recommendation closed.
y”

3 xit’
In an effort toy X%%ake th ndardlzed and uniform, the FPC developed timelines in January,
2020 and 1s act wért‘kmg to complete the recruitment plan.
- &és}‘?‘
Part thls reommeﬁ&ﬁw}{ discusses the background check process. The MPD completes all of the
ecks for %t the Police and Fire candidates. The background check completion process is

nd is deﬁned by testing priorities. Consequently, setting a firm completion timeline and

m i %@%ﬁz{x .

27 Appendix H: FPC Internal Testing Timelines.

28 Appendix I: Contract with Concentra regarding health and drug screenings.

® See Appendix L.

30 See Appendix L.

3! Previous Staffing Services Manager was terminated from the FPC in November 2019. The new FPC Staffing Services
Manager began on March 9, 2020.

10
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Background checks can and do vary from person-to-person based on the discoveries found by the MPD.
FPC does however work closely with the MPD to monitor and ensure the background checks are
completed by the deadlines indicated by the testing timelines and schedules so that the hiring process
moves forward. FPC has tweaked the process to accommodate the testing and hlrmg needs of the City’s
public safety and emergency services.

Since the Milwaukee Fire Department (MFD) background checks are not as exte as thoseiggr law
enforcement officers, the FPC does communicate to MPD the date by which the appl; K
need to be completed. This keeps the exam process on schedule. 3

L™
Sy
As of January, 2020, FPC has developed testing timelines for Police Oiﬁi\ ﬁl’% er, Flre Cadet and
for promotional exams for Police Detective, Lieutenant and .8eggeant. Th@‘%ﬁfgmelmes allow the FPC staff
to work backwards so that the timing of each step 1n the hiring progess is f&ilowed from start to
ree yegWahead to ensure the FPC
gts public safety needs.

1l ,Sergeant are being handled by outside
nal €Xg .lﬂatm@%ere handled by outside vendor IOS in
for both deﬁﬁ;ﬁpep‘[ require the use of outside assessors, also

terqgiﬂaassessors .10 avoid any 1mpropr1ety or favorltlsm and to

On page 14 of this audit report a recommendation is made as to the need to use external raters for

promotional exammatlomi The FPC is clear why this is a finding. This recommendation implies that

external raters (assessors ‘ %e not used when conducting promotional examinations, when they in fact
33 i Ee

are. i i

5

elite: More clarity and information is necessary to understand what this
ing to accomplish. However, the FPC Testing and Recruiting units will create
r Vgll testing examinations by September 30, 2020.

y %ﬂ
Implementghom
_recomnggff&’&tzon L

r
i

e ’%enszvg polic

32 Due to COVID-19 and the global health pandemic, the FPC made the decision to postpone the promotional examination for
Detective on March 27, 2020 for exams that were to begin March 30, 2020. PSI and external assessors would not be able to fly
into Milwaukee to administer the exams due to the travel ban. FPC continues to monitor the developments due to COVID-19 and
will re-schedule exams as readily possible.

.33 Appendix J: EBJacobs, now PS], reviewed and approved internal Testing Timelines.
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Recommendation #4- Streamline recruiting, testing and hiring activities to ensure a strong,
effective and efficient process.

The FPC Executive Director meets weekly with all the FPC units, including the Testing and Recruiting
units. In addition, the Executive Director meets bl-weekly with both the Fire and Police Departments to
discuss their staffing and recruitment needs on an on-going basis. The Recruiting unit meets regularly
with both Fire and Police Department Recruiters to ensure strategies are coordinated and cohesiik\:e to the

needs of the departments. While these processes can be fluid, the FPC remains dedieated to deljvering the
essential testing needed for public safety and emergency service providers, on time %%g{ b%@‘re
required. ‘?;;g ' §
) ""ﬁéﬁim
The FPC Recruiting unit is workmg with the MPD and MFD 1 rultmen staff g;;@ up with a
formalized and consistent recruitment plan. FPC regularly attétids high sci oIs col»leges and career fairs
within the City of Milwaukee. FPC also provides candldates nuieg) rous wa% to communicate with the
department (email, phone, text, and fax). The FPC R<= uni e ularlﬁi?gnds out emails and text
messages to maintain engagement with all potential¢ rks with the Fire Department
Recruiting team to attend candidate preparation ggssions togﬁyanous posmons within the Fire Department
ni

and regularly attend events together in order 0 de Hiver a u message and engage potential employees.

i

N

FPC also works with the Police Departm
community events as a team, with both
the various agencies on site to answer‘aa
make these professions a career.

artm, nts al?' ,> l‘;e PC to touch more candldates and have
g uesﬁmas for po ntial new candidates who are looking to

i&‘ }xgégﬁém

ytzsf)'z this regbmmendatlon

are completed this should o
1

x‘ﬁ“g::x

ﬁ

x«

tﬁ,wgn ;gg,ig;g ¥
B. Citizen Complaint Investigations Controls

FPC gg%ffls ¢ rrentl W

r"‘.{‘

,igey

3 FPC currently utlllzes a texting application, Text Carrier, used to communicate with potential recruits and interested candidates
about upcoming recruitment events, testing dates for both the Fire and Police Departments and any updates the FPC wants to
provide to keep candidates informed. In addition to the texting application, FPC also uses JobAps for email communication with
candidates. Both methods of communication seems to be effective in retaining candidates interested in working in public safety
and emergency services.

35 The FPC currently has two Investigator/Auditor vacancies.

12
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Fire and Police Commission

Looking forward, the FPC will build off the current Investigator/Auditor’s expertise, experience, and
realized best practices to develop internal policies that can be taught to and replicated by new
investigative hires. Additionally, as part of the FPC’s continued effort to bring transparency to the
department, existing successful processes and complaint tracking procedures are being standardized and
centralized to the benefit of complaint process consistency and integrity. Beyopg]ﬁf bringing much needed
formalization to the investigations process, these steps also make complaint cﬁ%@ce efforts more
accessible to CJI as they monitor the FPC’s progress towards meeting the obligatiatis, of the A?%LU

s§§'

St
Settlement Agreement. %ﬁ%‘a .,

, A

ed either via phone
Resolutions are

a thoréugh review of the
notes are also kept for each
\d how department

When the FPC Investigator/Auditor receives a complaint, the complain
or email by the Investigator/Auditor and documented in a Master Trackin
memorialized in a formal disposition letter from the Executive*Director alj
findings are discussed with the Investigator/Auditor.® Master C'&%‘logs any
complaint, documenting the steps taken in the investigation, | neluding when
members make statements in relation to the complaifit inyvestibatior
Currently, the FPC mostly handles citizen cgﬂ‘}m”ﬁla
iy,

Ehow ledg

",
{8.about %H@J\/IPD

It should be noted that the audit report this fecommey : atiorl makes reference to the fact that citizen
complaints against an MFD employee’ar '

=ih_Effgg&{‘lIygﬁriirx‘*vxsstigatefé_"‘ y the Fire Department, whether they are
received by the MFD directly or the FPC, and a
unsatisfied with the outcome. The FPC begaﬁ%’te

‘are only investigated by the FPC when the complainant is
¥ etings with the MED on November 19, 2019 to discuss
having all citizen complaingg»"éffﬁifaersonnel invesgigations received internally or externally by MFD be
forwarded and investigatﬁ' by the FPC. Immediately following this meeting, MFD provided FPC with its
investigation algorithm dgcumenting the;process they follow when investigating complaints.® -

!

1)

On December 1} %ﬂ%@ a egn ential_a;;iftemal memo was created and presented by one of the
mvestigator/ﬁﬁ:éé;tors ifg?he Risk’Management Manager outlining the MFD complaint process. MFD
and FPC plgm toﬁx;’gun}é‘thls conversation to begin funneling all investigations to the FPC after the
COVID#9 pandermif.
_ 7

ﬁ%?%} i,

st v

3 Prior to September 2019, disposition letters were never sent out to those submitting a complaint to let them know the results of
their investigation and the closing of the investigation by the FPC Investigator/Auditor. This is a new practice.

37 Prior to September 2019, a master case log was never kept by FPC Investigator/Auditors that documented detailed notes of
each complaint process. This is a new practice.

38 The MFD investigation algorithm was created by the MFD to ensure proper process as outlined in FPC and MFD Rules, the
MFD’s Code of Conduct, in accordance with the CBA between the City and 1.215, and per advice from the City Attorney’s
office. This CONFIDENTIAL document was shared with the FPC by the MFD.

13
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Recommendation #5 — Develop, implement and document comprehensive, well-defined policies and
rocedures governing citizen complaint investigations.

The Inspector General’s review raised a lengthy list of concerns in relation to Recommendation #5. In an
attempt to foster greater understanding of existing procedures and plans to address these
't so each concern could

3

recommendations, the following section is bulleted in the same order as the repg
be addressed directly.

Intake Investigation Guidelines (Intake Guidelines) referenced in. ] i 6, 2020,
the FPC Board created a Rules Subcommittee to address changgs it endpients to the FPC

Subcommittee is a newly designed forum to addresy’ﬁ’i"’%@ specifigi€oncerns. The intention is to
recommend to the Subcommittee, because of an ongoin§ C Rules audit by the
Investlgator/Audltor and the FPC Risk Audltor; . ,1ew of lgg Intak¥ Guidelines.*! In addition,
o't @ﬂmﬁﬁﬁ%mﬁpeﬂ practices and align the rules
arfdates of%‘ﬂg% ACLU Settlement Agreement. While the
FPC staff welcomes the opportunity to'partjipate in this process, the FPC department cannot
unilaterally change FPC Rules or kgl!n”‘aéhnes Wwithout th@,@bnsent and/or knowledge of the FPC
Board. Hence, the creation of W*Ru[c& Subcomi %&Was a crucial step to foster the oversight

and operations of the FPC Defat{

SR

¢ The formal and informgl designation complaints is a persnstent source of confusion in this audit
report. The distinctief, z €3¥'informative or meaningful than it first appears. The

unit investigates all ;ﬁ ausible complaints thoroughly and professionally. The
formal and ipformal is largely based on the speed that a complaint can be

ber of peoge that need to be involved to complete the investigation.” For

pant is h ﬁng a hard time obtaining an accident report, the
1tor%§@ 11 the related Police district and request the report. In the event that
; it then receives the report, this complaint could be closed and it would be

ary 6, 2020 reular FPC meetmg, a resolution passed (Flle No FPC20044) 10 create the FPC Ethical Rules and
for Commissioners to be sent to the newly created FPC Rules Subcommittee which operates under the Research

D462(,Bl791)]~ C& Options=info&.Search=.

41 The FPC has met with the City Attorney’s office to review the Intake Guidelines. An email dated January 8, 2020 to the
Executive Director from the Risk Management Manager, summarizes the meeting the FPC Risk Management Manager along
with the two Investigator/Auditors had with the City Attorney’s office regarding this issue. A follow-up meeting will be
scheduled when the COVID-19 stay at home order is lifted for the State of Wisconsin.

42 A detailed email was sent from the FPC Investigator/Auditor to the Inspector General dated January 16, 2020 outlining the
difference between a formal versus informal complaints.

14
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considered informal. Even so, the Investigator/Auditor thoroughly addressed the issue and the
complainant gained the outcome they were seeking. Applying the informal label to the
investigation seems to create a false narrative that that investigation was somehow “less than” or
the outcome was more baseline than would have occurred if a formal label was applied. This
simply is not true. As training materials are compiled for the Investigator/Auditor positions, a
clear, objective list of criteria for complaint designations will be includ if possible.

hirmg 1 arch 2019 no formal on
boardmg or training was received from the FPC departm at’s mosfs{i easoned
Investigator/Auditor. The Investigator/Auditogis.se i 1oce§5 informed by the FPC
Rules, observation, and realized best practle*gs, 16l @engthy reference binder that is
yof investigation produce results. The goal is

supplemented or updated as new tactlcs metho ;
to standardize this binder so that new Invés %%(:r/A 1ditors hires will have the support of written
et
ﬁiiiﬁ i

training as well as person-to- persgm’%mng

Y “”‘ii
ditors wor i§ing at the FPC; one dedicated to citizen
oring of the ACLU Settlement Agreement and FPC
Rules. Thus, the process of assigning lplamts to a specific Investigator/Auditor is
obvious. Movmg QIW the FPC Hitg§'more Investigator/Auditors this assignment of
complamts proces! w1ll be based on existing caseload and experience. There is no responsible
way for a “one si g fits all” apprpach at present, but this recommendation will be taken into
account as additi l Investlgat(ﬁr/ Auditors are hired, get up to speed with departmental

proces:%%f £ egi’:‘;f;‘ d1v1du%hZed work.
A’ﬁ 3 E%%% )

complaints and the other to the t m‘

i il

43 A detailed hard-copy binder with the Master Case log, forms, Citizen Complaint Checklist, samples of redacted complaints
both formal and informal, was prepared and submitted to the Inspector General by the Investigator/Auditor on January 21, 2020.
4 Ibid.
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o The Citizen Complaint Checklist asks objective, fact based questions related to complaint
tracking, the report, CAD, and complaint numbers, dates of opening, completion, and
management review, names of members subject to the complaint and any witnesses, and the
disposition. The checklist is maintained in the Investigator/Auditor’s individual network folder
created for each investigation. They are accessible to the Executive Director and FPC
Investigations unit at any time. The purpose of the checklist is to track thie progress of complaint
investigations, as indicated by the character of the questions it contam@!g;ﬁ ain, one
Investlgator/Audltor is filling these out at the moment and is well aware “gthe use of checklists

checklists and an example is included in the previously refere%}rammg bm ehfe

Investigator/Auditors. @ "“é;;g‘gm

% ‘g,,sggi%ééﬁﬁ, i

e  While the Intake Investigations Process is document'é Qg the Intggk?: Guldefynes these guidelines
require an update and a review to ensure best practices a llowed, This is the responsible way
to ensure the public continues to be served pry rom%ﬁgl by the FPC’s
Investigations unit. Alteration of these guidéli 6 *%uses of FPC Rule XV, is under
the purview of the FPC Board and the n@é; y cons
Executive Director has tasked key F statfawith preparing recommendations spec1ﬁca11y in this
area.” These recommendations w;,LF" h%;i e well eived and acted upon by the FPC
Rules Subcommittee. _ ‘“‘“ »

égiﬂg{gi

e The Citizen Complaint Checklist,
was delivered to the E)gecutlve Director;
the date the dlsposwﬁﬂmer was maile

enced prev10usly, includes entry areas for the date the file
e date it was reviewed by the Executive Director, and

e The Intake Guid i!nes specnﬁcag ly page 9 and 10, explain the situations when, and the process by
which, the F PC

¢ stigator/ Auditor reviews complaint investigations completed by MPD or

U hen tl%e@éomplamant is unsatisfied with the initial result and requests FPC
ing all MIPI¥Citizen complaint mvestlgatlons is part of the ACLU Settlement

s have been crafted to carry out this review, and access to the source material,

| Affairs Division (IAD) complaint files, has been arranged with MPD and the

at the JIAD facility.

o i,

45 Staff tasked with providing on-going recommendations for the FPC Board to review within the FPC Rules Subcommittee are
those who deal the closest with FPC Rules. Staff include but are not limited to: Staffing Services Manager, Human Resources
Representative, Investigator/Auditors, Risk Management Manager, Risk Auditor, Paralegal and the Chief of Staff.

46 FPC Rules: https://city.milwaukec.gov/ImageLibrary/Groups/cityl PC/Rules/FPCRules. pdf,
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e Prior to the resignation of the Research and Policy Analyst,*’ the Executive Director tasked the
Research and Policy Analyst with compiling and reviewing complaint data, which was then
grouped and examined on the basis of geography, race, gender, and other factors that described
both the complainant and the member subject to the complaint. This process involved running
reports from the Administrative Investigations Management (AIM) system and analyzing FPC
complaint files to provide additional clarity when needed. This task wil¥’be maintained within the
FPC when a replacement is hired for that position. In the meantime, the e source material is
documented and tracked. Providing additional guidance, the previous Rese ch and Porhcy

Analyst created skeleton structures or templates for many of the reports the T % is rgg jonsible for

producing, including the annual FPC Citizen Complaint Repo ?k @5’
e FPC’s Investigator/Auditor is in constant contact withomplai »
throughout the complaint process. This is a matter efégowdmg qudlity service to the community
and is especially important when investigations take an e‘i&.@nded period of time to complete
which can occur from time to time for a varie %@ﬁﬁ% ons. 1Ie fr alizing this is also part of
atoris

the ongoing effort to train incoming Investjg rmﬁﬁ’ﬁ&’ﬁpﬁpe is to impart to new hires what
the current Investigator/Auditor has real

throu%h practice — that regular contact with
complainants is not only expected, but' makis,the overall process better for complamants and
more complete from an Investlgatm*/%ﬂdlto‘

4 ndpomﬂé?’

8

e As staffing needs are met, m@r‘é*%i’azyers ,@f‘tompla nvestigation review are a priority. This
recommendation is very much in Jfﬁf Qng‘[h the diréction that the department is hoping to move as
more Investlgator/Audg?rs are hired é?“the FPC and there are, literally, more “eyes” available.

w}g— s
e While dispositionjletters are sent to comﬁixamants after the completion of the investigation and an
explanatory confgrence is held with the Investigator/ Auditor, more could be done to document the
process. Again, thi Investigator, vg’Auditor is currently in constant contact with complainants
during t &%@ﬁ%‘s the invesggatlon, but this recommendation will help to inform the training
manuﬁt gurren% | beltg dfes

1 ’%stlgator/Auditor prioritizes transparency and complainant knowledge of the
vestigations, the disposition letter for investigations only directs concerns or

6hs to the PPC office and the Investigator/Auditor. The 30-day explanation for

sideration will be included moving forward.

Many of the ¢ % complaints submitted to the FPC are received in-person, by phone, or by email. Asa
result, the Inveéstigator/Auditor is able to acknowledge receipt contemporaneous to it. Moving forward, a
standardized communication couid be created to memorialize this event and could be stored in the
network folders created for each individual complainant.

47 The Research and Policy Analyst resigned on February 24, 2020.
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e The previous Research and Policy Analyst created steps for AIM access, entry, and usage in
August2019. This document will be included in the Investigator/Auditor Training Manual.*®

e Filing guidelines are dictated by the FPC Rules and related Intake Guidelines, which are altered
or expanded by FPC Board action. The intention is to recommend grezaté’r detail throughout the
FPC Rules and point to specific areas in need of improvement based eﬂ, -to-day
operations. This recommendation is well taken and will be an area of rect v endatlo focus.

e FPC forms are subject to FPC Board approval. Forms labele 21 and FPC:38 will be
included in the FPC Rules Subcommittee recommendations. '

A;P k
e The Citizen Complaint Checklist, coupled with Investigator/Aud i',‘ ' !
disposition letters, provide a detailed documentation of C‘&;@plaint Egéression.

xgwxﬁ“”’ “ilh !
ﬁ%ﬁ?%& %ﬁgﬁﬂ% Hes 49 Severity of misconduct
basis 3@ in acknowledgment of the totality of the

urre “Greater guidance can be reduced to writing

Aud1t0§s*‘ but it should be acknowledged that

sithe leVel of thorough investigation that the
community deserves, this mqﬁf i m} t'and shouldnot be hemmed in or reduced to rigid,
formulaic determination. The entlre rocess would suffer from placing restrictions on how the
severity of an incident determmed k- %%}gg )

e Form letters and mplates exist for com][fiqlalnts rejected on an objective basis, such as those
involving allegai; ons against other agencies (i.e. not MPD or MFD) or filed too remotely in
time. The current:disposition leﬁer explains the reason(s) why a conclusion was reached about a
specific g@i’ﬁp ;%nﬁ% g‘ n when the decision is not to pursue the complaint based on a substantive

e  Minor Misconduct is defined on page 2 of §
allegations is determined on a case-by-
circumstances in which the alleged cofdu
in the upcommg tra1n1ng manual EQF%VCSU

evalugﬁ n of the accusatiois? These letters are written by the Investigator/Auditor and reviewed

tgh the ec ive Director, along with a review of the investigatory file. While the disposition
f&ﬁéi’ comeg{rom a template that is then filled in with case-specific details, a true form letter or
empl,ate fallst %&@L_below the standard expected of FPC 1nvest1gat10ns d1sposed of on thelr

3 In an email dated January 9, 2020, the Executive Director emailed the Chief of Police and command staff a summary of MPD
database access needs for the FPC. The permissions were outdated. The Executive Director asked that permissions be removed
for employees no longer with the FPC to protect sensitive and confidential information contained in these databases.

4 FPC Rules: https://city.milwaukee.govilmageLibrary/Groups/cityFPC/Rules/FPCRules.pdf.

18



Steven M. DeVougas
. A - . Chair
Fire and Police Commission

Nelson Soler

Vice-Chair

Ann Wilson
Griselda Aldrete Fred Crouther
Executive Director Angela McKenzie

Everett Cocroft

Raymond Robakowski
Commissioners

¢ Formal documentation of this process is forthcoming in the Investigator/Auditor Training
Manual. FPC staff must start from the beginning on such a document because previous
Investigations unit members did not document their processes fully. The FPC is evaluating
needed suggestions to the FPC Rules Subcommittee related to complaint procedures and
discussing realized best practices of the current Investigator/Auditor. Additionally, while existing
guidance may be outdated, it is worth noting that it does exist and is beigg built upon to ensure
better service provision. p 3

Y

ﬁﬁzbe

mamﬁﬁ that is
§gz‘sary revise the

Implementation Timeline: An Investigator/Auditor Training Manual ﬁézg@gen started a
completed by November 30 2020 The goal is to a have a comprehens e‘ Z

}% ‘ ‘2%’ ;;;;5’
ﬁ;kﬁm&_& %

U or other agreement with community
idance regarding filing a citizen

1 Moé‘%o

d ongomg" relatlonshlp with the City of
ns exist under the same umbrella, a Memorandum of
Understandmg (MOU) has ﬂﬁﬁ%n required togdin’eager cooperation or participation in FPC events.
However, in the event thag’i?/e expand FPC’s community reach to locations or organizations outside of the
City umbrella, the FPC hés MOU templates ready to be evaluated by the City Attorney’s office and
disseminated to the concefn%&ed parties.
1 4
d 1&%&»@@35}1&&){ engagement responsibilities, the department has sngnlﬁcantly
xisting and potential community partners based on the type of organization they
ce, and the reasons why the FPC should engage them.>

\

i
i

Milwaukee. Because FPC anthhese organiz

...3...:__..,4

increased oufre

are, thei Arpzt’yﬁ;cal

30 Appendix K: FPC Community Partners List.
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Please note, MOU’s and Letter of Understanding (I.OU) are not universally legally binding documents.
That contractual status is determined in the absence of other documentation and in the event that a legally
binding relationship was the intent of the parties. MOU’s, in most cases, are specifically intended to
memorialize an agreement and understanding about the interaction and roles of the two signing parties
without creating a legally enforceable obligation. In the event that they were legally binding documents,
as the Inspector General’s opening paragraph to this section suggests the City taomey would be the
appropriate party to honor this contract drafting recommendation as the City ofiMi waukee s legal
representation.

 Please see above status, of MOU’s status and approach. -§§§E%§m

e This recommendation suggests that Milwaukee Public g};lbrary(;gg) A
should be trained or instructed on the complaints pr@‘ﬁég{s and shotj
accept complaints as Investigator/Auditors. This would beg.a sever derellctlon of the duty of FPC
and an unacceptable delegation of resp0n51b1% [PL anddistrict §# itions are:

1. Supplied with complaint forms and gg(%lanato
and Hmong). ] . B

2. Provided with an overview of X%CLI_TQ ttlemen%&"greement and the role they play in it.
Supplied with the contact of th& Inves g r/Audltors and encouraged to call with any
questions, concerns, or retfugg
a. A more detailed d

librari s play in rea

Dlget% fiof the MPL sy

& S

r%%?rms in three languages (English, Spanish,

gk

(9%

ption of the ACLU Settlement Agreement and the role the
2 compllance was pushed out by the Communications
sl as the materials were being delivered to branches.

These same steps are sch uled to occur;on a quarterly basis and can occur more often if needed. The
role these community pa prs play is injproviding access to the complaint process, not carrying out the
intake interview .sfihe ¥ veﬁi% tor/Audator is responsible for the intake interview because it forms the
basis of the 1%: ) Ity ;ﬂ;zt;e“ 1rrespon31ble to deputize what would amount to hundreds of people
as pseudo-lnve‘s fAuditors when they are not and cannot be expected to carry out the investigatory
procesg{;S’

{g an iﬁ‘ﬁvacy 18 2 a'major concern for the FPC given the sensitivity of some complaints and in
accordaﬁé%wﬁh the complalnant’s wishes. The FPC will not encourage non-FPC employees to start
logging an Efzﬁ@fcklng sensitive, identifying information about complainants. Community organizations
that distribute @@ﬁplamt forms and brochures are supplied with contact information for the
Investigator/Adiditors and instructed to call with any concerns. A direct Citizen to Investigator/Auditor
relationship is far preferable to adding yet another set of hands for complainant concerns to pass through.
Creating more layers through which a complainant has to navigate to file and resolve a complaint would
discourage community engagement with the complaint process and degrade the quality and completeness

Corfipli
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Fire and Police Commission

of investigations by increasing the likelihood that important details, communicated secondhand, would be
inaccurate.

FPC has regular and ongoing contact with MPL and district stations to ensure that the complaint materials
are available to citizens. Points of contact at each location are logged in a tracking sheet, those points of
contact are supplied with information necessary to contact the FPC if questions gf concerns arise, and
each is scheduled to be revisited, in person, on a quarterly basis. i

Implementation Timeline: The FPC will consult with the City Attorne)}
or LOU template. To be completed by November 30, 2020. ’

C. Rules of the Board of Ea‘#@ﬁﬁ%estl éﬁ@ns I e Guidelines
FRREG ;;x;. s ~|h§ ;g vg%eﬁ
C opéﬁgglons and respon51b111t1es where progress
d stafﬁrfg changes over the last two years. Despite
7 proce?iiﬁ es, published three quarters of
g te policies to align with the ACLU

The ACLU Settlement Agreement is an aspect
towards compliance was delayed due to lead sh1
this slow start, the FPC has increased accegs% “com
mandated stop data for the first time, wﬂgﬁced w1th MPD

Settlement Agreement, worked with (Z“ expollce motional testing to include knowledge of
Community Oriented Policing, and crafte @%enswe audif | planning documents and other materials to
@%@ results. The FPC ACLU Subcommittee was created on
%ﬁﬂamts and Discipline Committee.*!

properly track and memorialize.audit progre
February 6, 2020 and it is hﬁﬁs%under FPC C

51 At the January 9, 2020 regular FPC meeting, a communication file (File No. FPC20006) was discussed to create the FPC
ACLU Subcommittee at the next FPC meeting, for the duration of the ACLU Settlement Agreement, to address deadlines, public
concerns and status updates. htips:/milwaukee.legistar.com/MeetingDetail.aspx?{D=7473 | 8& GUID=9B0ODSC42-0E2E-4392-
ABE1-D462CB179DFC&Options=info& Search=
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¢ For example, the FPC Board Rules do net reference the need to have complaints
notarized while the Intake Guidelines do make this statement. This type of discrepancy
creates confusion and can tead to complainant misunderstanding. In an effort to continue
providing quality service to the community, this update is one of the initial
recommendations for clarification by the committee.

e The FPC Investigator/Auditor does track the number of complaints fif

+ 4

periodic reports. FPC is now
other safeguard.

tracked in the AIM system and, previously, was track by runnin;
concerned with creating a second, in-house tracking pro: 3ure as
@‘;iﬁ’s:@gg;p aint filing methods clearly
edicated complaint intake contacts, including
bsne by clicking on the “Citizen

Qgg

explained and the MPD) website does ha{
an email address. This can be viewgd o
Complaint” link.* # e,

list o%

#

e On March 25, 2020, CJI, alon'ééli,dﬂ Fli’@” present% the Judicial and Legislative Committee
their six-month progress report relafgd to compllance of the ACLU Settlement Agreement.> The
FPC Risk Auditor has greated extenst%?@“g« detailed audit related documents to carry out the review

of MPD and FPC mp tats, as well aéﬂf" &"dash cam and body cam audits of traffic stops, field
interviews, no-acf] fon encounters, frisks, and searches, so that, when it is reasonably safe in

Implementatz
recommended

FABE 1631-28]3._
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D. Organizational Structure and Professional Development

Recommendation #8 — Develop and implement an internal control system to help staff adapt to a
shifting environment, evolving demands, changing risks and new priorities,;

%
As previously noted, the FPC has had significant leadership changes over the last'tyo years, asjell as
staff departures. Since September 2019, the current Executive Director has assessed #.FPC ¢ eratlons
and staff, re-evaluated the organizational structure of the department a"gg@g ade key hirés hecessary for the
overall operations of the department. &

.éu

While the fast-paced environment of the FPC is constantly et”‘ \
place various systems to aid in the support of all staff. With week
September 2019, staff are kept up-to-date on all operaj
not limited to: Testing, Recruiting, Investigations, : €
Agreement, Emergency Management and Commgi catlon ,,%%kesearch and Audlts, as well as general
operational updates by management staff. In additio: each staff meetmg provides a health and wellness
component and/or professional developm ssmn by two BPC staff members: the Paralegal and/or
Program Assistant I; this in turn gives les ershbp oppo mes o these two employees. To foster a
healthy working environment, the Exécutive D" eetor has é‘ffhsted the support and leadership of the
Employee Assistance and Resource Coordiiator on various presentations at multiple staff meetings.

11 F department included but
nent, the ACLU Settlement

Currently the FPC has sev ‘xi‘”édg%ancies that thé;@éj(‘é?cutive Director is working on filling with the support
of DER. In addition to brnﬁia ing in new staff, theetention of existing staff is equally as important. Any
separations, whether volyatary or involuptary, the FPC has endured over the last seven months, followed
compliance with any and 4 Llaws C1ty rliles and the guidance of DER.

posﬂﬁ;xgns Wlllz»!be co .'

for ’hu'm% ar;@ﬁrovndes : , i

As prev10usslig§:referenced since September 26, 2019, the FPC has had weekly staff meetings. All
employees havgigigned work rules to clear up confusion as to the daily work expectations and functions
of the FPC office. Performance metrics that were lacking in the FPC department have been implemented
to aid the department towards continued success. Some of the staffing issues that are now being
addressed have been long-standing in the FPC department. A clear focus and priority is being made to aid
employees understand the value they bring to the department, the role they play and how their success is
invaluable for the success of the entire department.
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The Executive Director, at the suggestion of CJI, enlisted the consulting services of Mr. Brian Maxey,
J.D., Principal of Modern Policing,** to do an organizational assessment of the FPC department, with a
specific focus on the Risk Management and Audit units for the planning and development of an Audit
unit for aiding in the compliance of the ACLU Settlement Agreement. Mr. Maxey visited the FPC in
January 2020 and has presented a draft to the Executive Director for review. In glﬁ’e draft report it is noted

that staffing additions are necessary as well as organizational restructuring, trd s for
Investigator/Auditors and increasing the number of Auditors within FPC, while o @nng profeq%ﬁonal
development opportunities as well as regular staff retreats. *‘zgggjg

With new leadership, change is necessary. Sometimes changes are necegsaty:f@g:ensure that departments
are operating at their full capacity and deficiencies are addresggs early oﬁ\%, ith 1 i
pains and reassessment; leading at times to shifting of prioriti€g;which in ﬁgl delay deliverables.
Managing expectatlons of key stakeholders and orgamzatlons th PC works with is key. Constant
communication in necessary with all interested partieg:te, Ber expeitations are managed and
questions/concerns can be addressed in a timely fﬁsh"or%‘a %y C: i

Implementation Timeline: In the short terrﬁgf% staﬁ* %gkzngs %ﬁ’ were implemented on September 26,
2019, and have consistently occurred, sk buld saggsfy thzsf ommendation. However, Mr. Maxey’s report
will add further value to the FPC and‘tiast,of Aﬁ%Maxey g}s‘ec*ommendatlons will be implemented by
March 31, 2021.

Yy,
é
: o iy

e,

ity

ot TR
FEROCTRARERS

o

R

3 Appendix M: Modem Policing, The Maxey Group: https://modernpolicing cony/,
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E. Professional Development and Training

Recommendation #9 — Require the attainment of professional development, training and related
continuing education for critical functions.

seminars. The Investigation and Audit units participated in a law enforcement a it:training prg
the Los Angeles Police Department (LAPD) in relation to the ACLU settlement on §%§g !
The units did receive Continuing Professional Education credits (CPE%§}kas a result of ‘ﬂa ) aining. On

: Aty n Americans in
Human Resources (NAAAHR) Diversity, Inclusion and Equity’Conferenge. § @H 6, 2020, five FPC
team members attended the University of Wisconsin-Milwauk Women' : nference, On March
17, 2020, two FPC team members attended a training with the C1 Clerk Leglstar in an effort to act as
backups to the Program Assistant I and the Ofﬁce As is 1 2s cra#é-train and gain a better

elmbufsement program to further their own
\giand the City of Milwaukee.
v
;or/Auditor assigned to the ACLU
d to participate in Continuing Legal
e FPC Risk Auditor is a member of the

As members of the State Bar of Wlscoq{gfh bot the In
Settlement Agreement and the Executl’ifé“,r ) req@ hgre requy
Education (CLE) programs to maintain the! ‘,i w licenses.”

Association of Certified Fraud ﬁxammers (Ai ) and the Institute of Internal Auditors (IIA) As
membership opportunitie ﬁ.@éﬁ‘hﬁ FPC will co ﬁnue to evaluate them to ensure they are in line with
FPC’s departmental operations

#

$
er of the Nati?nal Association of Civilian Oversight of Law Enforcement
mice to the conference are budgeted for either an FPC
: T to attend. In the past, the FPC has also held memberships with the
Wlsconsm in o ‘g”lpﬁcnganagement Association (2018) and Association of Public Safety
Commlé;ﬁca‘ﬁons 8%% International (2019).

égun cre%gﬁg several manuals for each departmental unit. For example, a Testing Manual
Manual were created in 2019. The FPC work rules memorandum was created in September
asoned and new employees understand departmental roles, responsibilities and
expectations. ?gﬁ[lfj‘training suggestions that the Inspector General has recommended will be taken into
consideration.
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Implementation Timeline 1: After additional staff are hired, FPC will plan and hold a facilitated all-staff
day retreat to stress organizational goals and priorities, introduce common fraining topics, and build a
sense of common purpose. To be completed by November 30, 2020.

Implementation Timeline 2: FPC will also review with DER formal trainings that would benefit FPC staff

as it relates to Testing, Recruiting, and other pertinent FPC functions. To be copipleted by November 30,
2020. .

F. Access Controls

applications and databases.

The FPC office utilizes a separation checklist that is }@,ggd tomQ1?3é;era%?ents by DER® to ensure

that Departments remove access to all departmentalfi % neludin % hqt limited to, confidential
candidate files, upon departure from departmenta

policies. DER issued a memo on December 7 20

Information.’ FPC follows. this protocol as/ %Iates

applications and databases.

nent. FPC follows Citywide implemented
out a’ﬁ%\lcy Protecting Personal and Private
ACCESS td;%p’hyswal testing files, systems, forms,

‘ét Y
!'!“ L '}
n;;F

FPC did meet with the City’s records reteﬁ%;“ team on November 11, 2019 to begin creating records
retention processes along with the orgamzatléﬁg f sensitive testing materlals to be organized in the
assigned FPC vault. This py s, -on- -going an %ﬁ[ﬁaged by the Chief of Staff and executed by the

Implementation mé?g{eg “ﬁ ’ ozng evg‘luatzons and assessments are made regardmg staﬂ access to
internal FPC gg tabas esijas y
scheduled cém on date of December 31, 2021.

5 Appendix N: DER Separation Checklist.
6 Appendix O: Memo from DER regarding Protecting Personal and Private Information Policy.
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Recommendation #11 — Develop and implement a policy and procedure regarding Citv-issued cell
phone and mobile device management and utilization,

Departmental issued cell phones that have been distributed, recently or in previous years, were done so in
accordance with the City’s established and well-documented cell phone policy’’ that governs FPC cell
phone usage. Department or division telecommunications coordinators recommg¢nd who qualifies for a
City issued cellular device based on department needs (Pg. 2, Sec. 7).® Upop* ce of a cellular
device, this policy demands that City devices be secured with a pin (pg. 1, Sec. safeguarjgg
data. Additionally, this same policy: g
Wy
1. Prohibits the use of City devices for personal use (pg. 2, Sec. 5 jgéﬂ% i, e
2. Explains the storage by and property interest of the Cify in any usag 131‘|?§%§§!4”f’ssued device (pg.
2, Sec. 8),%! Ay, g .
3. Affirms the use by the Information Technology Manage‘;ﬁgnt Depagtment (ITMD) of mobile
device management software to enforce usag 2 @gs aﬁ‘& uy evi:%ﬁ’tampermg with programs
on City issued devices (pg. 2, Sec. 10),5 g, .
4. Makes it clear that City employees are nﬁaé)nmbl r securmg their device from loss or damage
and the City can take disciplinary acég?n ?gfallure% take this responsibility seriously (pg. 2,

e

s
.& 2

Sec. 11),%3 g& g% ﬁéww
S. Designates ITMD as the sole soHrce fo& moblle E%%lc; ﬁ)urchase billing coordination, and
activation (pg. 3, Sec. 12).% A %1 5}&“
b ihx%g s

Additionally, it is the responsdjf[hty of ITMD
so that they can be rectified {pz £3).% When an

to return their city- ownedx evice to the department and, in the event that the device is not likely to be
used for further city bumgess it should he returned to ITMD (pg. 3).56
b

sued to H)C employees were distributed and are monitored according to

B m 1

g ”"]34;,’;1{[‘&&2 domam and respon51b1hty of ITMD and, thus, ITMD is the
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As an additional layer of oversight, the FPC Chief of Staff and Program Assistant III review cell phone
and data usage monthly for all of the 14 (five are newly added for FPC Commissioners) active cell phone
devices. Please note that on February 6, 2020, the FPC issued Commissioners cell phones. Out of the
seven Commissioners, only five opted-in to have cell phones. This data usage will also be reviewed
monthly.

S,

Implementation Timeline: The additional layer of oversight by the FPC Chief ﬁ : and Prog%m
Assistant III reviewing all department issued cell phones usage on a monthly baszs 1l of the ITMD
policies enforced, the FPC believes that this recommendation should 3‘&1 g %%1‘“ Y

f

Y (g@’i‘s;éf@;sgwgé,s
Recommendation #12 — Develop and implement a standaﬁi?‘Busmes& Needs E‘ifaluatlon n Approval®”
and “Deactivation® form. %, B
N 4

%ﬁ@ﬁ 5 the separation check-list that is

%ﬁ n of any Clty-lssued cellular device.
xgx

This recommendation ties directly to Recommend T
provided by DER® and included on that form i is collec

Implementation Timeline: Please refer to l@%%men%}gon #1 j %sponse The FPC believes that this
recommendation should be closed. ; ko

Recommendation #13 — Develop and impl ment documented, comprehensive internal contrels and
processes to comply wnth gﬁ?gﬁde burchasing policies, procedures, and applicable rules and

_ regulations.

The FPC has had long—st'
contracts have b@e ﬁnﬁ ,ugh the, purchasmg department’s policies and procedures and others
have not. Thlﬁﬁ cedé;%gne c %&%&gﬁiﬁ&ecutwe Director. This recommendation refers to two specific

g]}lrector executed a professional service contract, beginning October 1,
2 ¥ lic Relations Consultant; however, the Purchasing Division had no prior
%a wledge regardmg the execution of the contract and was not involved in the execution

of fﬁ&%cgntract n

i

7 Ibid.

68 Appendix Q: FPC Vendor Listing from 2013-Present.
9 Appendix R: Purchasing at a Glance document.
™ Date is incorrect. The FPC executed contract on October 3, 2019; not October 1, 2019 as cited in the audit report.

" Inspector General cites a violation of Milwaukee Code of Ordinances 310-13-2 as the definition of a professional conwract.
https://city.milwaukee.gov/ImageL ibrary/Groups/ccClerk/@rdinances/Volume-3/CH310.pdf
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Steven M. DeVougas
Chair

Nelson Soler
Vice-Chair

Ann Wilson
Griselda Aldrete Fred Crouther
Executive Director Angela McKenzie
Everett Cocroft

Raymond Robakowski
Comemissioners

Fire and Police Commission

e B. Professional service contracts to secure the services of an external rater to perform testing
for promotional exams are established without the involvement of the Purchasing
Department.”

Regarding bullet point A; with not even 30 days in the role full-time, it was immédiately apparent to the
Executive Director that there was no dedicated communications support. A Bub %{elations C?nsultant
was contacted. When the FPC entered into a contractual agreement with said vendog; the vendo%iwas
&
Y 5

found in the system, but was inactive. The Program Assistant III reactivated the vend

*:gg %gﬁ) .
the attaiched spread

il
K/

Regarding bullet point B; all vendors, including external assessors are 1

sheet.” The statement that the FPC secures contracts for exterpal assesE%s 1 olvement of the
Purchasing Department is inaccurate. Many of these vendor¢'Who the FPGfigrees to work with are related
to the testing and recruiting activities. An audit and summary of thg recruiting and marketing expenditures
was requested by the Executive Director and provideé;ll,gg%ggi@%gS gﬁ’.l,.,@é“i%%t III on January 10, 2020
dating back to 2017.™ ya “&f%;é d uuﬁr%?iﬁﬁ?ﬁ%ﬁ%{m

b

«;3&%%

‘smerﬁ%&ﬂé’)?all FPC contracts and vendor

Implementation Timeline: On-going evalzégzz'o?.?s and sy _
8:t0,comply with administrative requirements

agreements are and will be evaluated %i‘san onsgoing b

it 559 . "E;:' i . .
from the Purchasing Department. Renfte"ﬁ} coptracts anfﬁ*g'reements are on-going with a scheduled

s 'fﬂm‘ ";
completion date of December 31, 2021. ;é;\
i,

sang,, 8
*235%‘?"9:5

o)

%,
BN
e

e

&5

&
o

it
i,

5
&

2 Appendix S: Contracts the FPC engaged with the involvement of the Purchasing Department, which includes outside
examination assessors.

3 See Appendix S.

" Appendix T: Summary of Recruitment and Marketing costs from 2017 to 2019.
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Jim Qwezarski
o Cily Clark
1] Jawezaglmilwavie.gov

Ronda M. Koblheim, MBA

’ inspector General
NB: !E\,‘ l,l ﬂ {(} (3 State of Yiseonsin, Notary Public
Office of the City Clerk tondakohihekm2@mitwaukes.gov

December 16, 2019

Griselda Aldrete, Executive Director
Office of the Fire and Police Commission
200 E, Wells Street, Room 706
Milwaukee, WI 53202

Dear Ms. Aldrete:

The City of Milwaukee’s Inspector General intends to perform an audit of internat controls
over moniforing and investigations of citizen complaints and recruitment, testing and hiring
processes administered by the Fire and Police Commission. The preliminary objcciwes of this
audit are as follows:

1. Evaluate the adequacy of internal controls, poficies and procedures over the Fire
and Police Commission’s processes.
2. Determine whether the FPC investigates citizen compiamts.
= Propetly, by investigating complaints within its jurisdiction and closing
proper conduct cases immediatcly when appropriately based on
information contain in the complaint.
= Thoroughly as stipulated in the FPC guidelines for investigation of citizen
complaints. '
= Within the timeframe required by guidelines, policy and procedure, Wis.
Stat. and City Charter.
3. Evaluate whether the FPC is effectively managed to achieve its mission.

- The scope of this audit includes examining internal controls over investigating and
monitoring citizen complaints and recruiting, testing and hiring processes administered by the
FPC, Where applicabie, the audit will cover the most recent 12 months.

Specifically, I will review:
1. Processes and internal controls over monitoring and investigation of citizen
complaints;
2. Policies and procedures; and
3. Recruitment, testing and hiring for positions within the Fire and Police
departments.

- Zeldler Municipal Bufiding « Room B-3 - 841 N, Broadway St « Milwaukee, Wi 53202
Phone (414) 286-2146 « Fax (414) 286.3004 » www.milwaukes govicityclerk
Miesnban intsrsational hstiute of Saaiciped Clarks




The audit scope excludes:

{. The FPC oversight of the Fire and Police department internal policies and
procedures.

2. Disciplinary appeals from members of the Fire and Police departments.

3. Disciplinary actions for members of the Fire and Police departments for
misconduct, or rule violation.

4, The FPC community outreach and education activities.

5. The Office of Emergency Management and Communications,

6. Monitoring and research of Fire and Police departments operational initiatives.

Audit activities will consist of process walkthroughs and observations to understand key
processes, risk and controls; review of internal policies and procedures; and testing of controls.

[ will be in contact with you to set up an entrance conference and begin the initial
procedures of the audit. T am looking forward to working with you. If you have any questions
about this matter, please contact me at 286-2146.

Sincerely,

b A Webilbe—

Ronda M. Kchlheim, MBA
Inspector General

ce: Ashanti Hamilton, President of Commeon Council
Jim Owezarski, City Clerk

RMK

'_Zeid%er Municipal Buliding » Room B-3 - 841 N, Broadway St « Milwaukee, Wi 53202
Phong (414) 288-2146 « Fax (414) 286-3004 » wway. milwaukee govicityglerk
fomber! Interaational lnstitete of Munisipal Ghuks
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City of Milwankee
City Clerk — Inspector General
Audit of Fire and Police Commission
Entrance Conference Agenda

Date: December 23, 2019
Time: 1:00 PM
Location: City Hall, Room 303

I Attendee(s):
Fire and Police Commission:
= (riselda Aldrete, Executive Director

Department of Employee Relations
* Maria Monteagudo, Director

Office of the City Clerk
* Ronda M. Kohtheim, Inspector General

Optional Attendee(s):
*  Peter Block, Assistant City Attorney

IL. Agenda Topics:
& Audit objectives and scope!
Objectives:

1. Evaluate the adequacy of internal controls, pohcles and procedures over
the Fire and Police Commission’s processes.
2. Determine whether the FPC investigates citizen comp amts
*  Properly, by investigating complaints within its jurisdiction and
closing proper conduct cases immediately when appropriately
based on information contain in the complaint.
» Thoroughly as stipulated in the FPC guidelines for investigation of
citizen complaints.
= . Within the timeframe required by guidelines, policy and
procedures, Wis. Stat. and City Charter.
< B Lwes unawars that eifizen complainis 1s gy issue- The
ey seemed o be relared 1o voocancles, mrnover, AL
hent complinnee, using MUD a5 2oresowee I conducting
ipaions and Investisation walnlng, promoetional fosts sod the
avaiiability ol oligible Heta,

iTonT

! The Inspector General reserves the right to modify the proposed scope, if warranted, and to evaluate other areas that
may come to my attention during the course of the audit.



b

¥ Lalso think ot an important element of the gudit should be the
iziernal contraly in place 10 aosre M assisiance o esting
fungtion doos not cguate to e MEPD or MPD conrolling or
dominating proces
5 balso boleve thar as ;
Of MED and MPT) are asked w serve as members of the Board
there should be rules of conduct thal reguire ther
ernselves Fon any process (discnbner aones
appenl discussion abowt disaunlifiers, ond other un,z\igmmmx
arpecisl with any poential of currenl member of the force
W Liiven the Biigiows nature of Bivine and nromotion prug mv« in
public s i‘L v oand the Hoodted knowledee and exe
curseny s gidh controls s the foom of
sting angd mensuranent exports {oontractors of
DR smiﬂ shouwld be consulied whoen the Board is discussing snd
dedtberntine chanpes 10 min reqs, fesling processes and
camponens, midng dimensions, Bie o

el

3. BEvaluate whether the FPC is effectively managed to achieve its mission.
{an we plese diseuss this? What semdards do vouintend to use in
delining elfoetive’, To what extent will this beluds a b wsz‘w of the
Hoard's nvolvemenl or inferest immanaging steiTor & S thal re
ok related 1o poloy or operation] oversizhe?

Scope: The scope of the audit will include internal controls over investigating and
monitoring citizen complaints and recruiting, testing and hiring processes
administered by the FPC. Where appl[cable the audit will cover the most recent
12 months.

Specifically,

1. Processes and internal controls over monitoring and investigation of citizen
complaints;

Policies and procedures; and

Recntitment, testmg and hiring for positions within the Flre and Police

s doe seneral Wi abow the ey nw? The roles snd
responsibilicies sz”{ ¢ studh the vendors, the biring e

The sdoguasy of roviow an
Commissionury who me nof fr:ﬁ.nb:i en the U
e inalrix \Et,m ouud as aresul of te DO serdoment, the ARC process and
deelsions, the Board ov g u}!ifihiii bo are clesrby rejecesd based on
demetit ponns Som the mawix, the use of one vendor tor paveholosical
exams,. oo so on forever,

i3

S mpach o ghanses o

_Other areas for audit scope consideration

g processes of *hcxa;ec» sgepeaied by *

Formatted: Indent: Left: 1.25", No bullets or numbering |




B . o §Formatted: Indent: Lef: 1", No bullats or numbering

#:gd. Management of findings and recommendations identified during the audit
g, Information gathering

Internal Policies and Procedures
Monitoring and Investigation Guidelines
Wis. Stat. 62.50
Milwaukee City Charter Ch. 314
Industry Best Practice
o Nationai Association for Civilian Oversight of Law Enforcement
(NACOLE)
o QIR Group
o U.S. Department of Justice; Office of Justice Programs
o National Institute of Justice (NIJ)

@

£, Primary audit contacts

Tentative audit timeline

= Scoping: currently in process

Process Walkthroughs: December 2019

Risks and controls (identification and analysis): concurrent with walkihroughs
Fieldwork?: December 2019 / January 2020

Wrap up and reporting: February 2020

g. Distribution — Internal Audit Fundamentals and Standards document

2 Fieldwork will require the Inspector General access to all information, data, records and reports relevant to the scope
and objectives of the audit.
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. Investigator/Auditor - met with Inspector General January 10, 2020

- Risk Management Manager - met with Inspector General January 14, 2020 |

Human Resources Representative - met with Inspector General January 8, 2020 and January 16, 2020
: Human Resources Analyst — Senior - met with Inspector General January 3, 2020 and January 17, 2020
'f_ Recruiter- met with Inspector General February 4, 2020

:i Community Education Assistant- met with Inspector General January 2, 2020
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Ma'!ewski, Tammy

From: Aldrete, Griselda

Sent: Tuesday, March 31, 2020 3:42 PM
To: Majewski, Tammy

Subject: FW: FPC Summary
Attachments: FPC Audit Summary Final.pdf
Importance: ~ High

Print and attachment as well.

Griselda Aldrete
Executive Director
Milwaukee Fire and Police Commission

Be COUNTED in the 2020 Censusl!
milwaukee.qov/2020Census

From: Aldrete, Griselda

Sent: Wednesday, March 4, 2020 6:34 PM

To: Kohlheim, Ronda <Ronda.Kohlheim2 @milwaukee.gov>

Cc: Monteagudo, Maria <MMONTE@milwaukee.gov>; Owczarski, Jim <jowcza@milwaukee.gov>
‘Subject: FPC Summary

importance: High

Ronda,

Per our first meeting this past Friday, February 28" at 2:30 p.m., you requested | send you a summary of FPC’s current
activities. | also included a summary review of 2019 which includes Police Officer and Fire Fighter classes and how many
commission and committee meetings we had.

I look forward to our exit interview this upcoming Monday, March 9t at 1 p.m. with Maria and Jim.

Thank you,
Griselda

Griselda Aldrete
Executive Director
Milwaukee Fire and Police Commission
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Appendix



'VENDOR SERVICE CONTRACT

CITY OF MILWAUKEE
Department of Administration
Business Operations Division
Procurement Services Section PURCHASING AGENT: KAREN JEFFRIES, CPPB

CONTRACTNO. B0000015001

{ DATE OF AWARD: JUNE 29, 2017

REQUISITION # 0000015001
ESTIMATED CONTRACT AMOUNT: -~ S

FIRE AND POLICE
DEPARTMENT: COMMISSION

VENDOR SERVICE CONTRACT FOR FIRE DEPARTMENT ENTRY-LEVEL AND
DESCRIPTION: PROMOTIONAL SELECTION PROCESSES

CONTRACTOR: INDUSTRIAL/ORGANIZATIONAL SOLUTIONS, INC.

JUNE 30, 2017 THROUGH JUNE 29, 2020 WITH TWO (2) ONE (1)-YEAR OPTIONS TO
CONTRACT PERIOCD: EXTEND UPON MUTUAL CONSENT

RFP NO. 15001

INSURANCE REQUIREMENTS? X YES NO

CITY APPROVING OFFICER: RHONDA U. KELSEY, CITY PURCHASING DIRECTOR

TOTAL ESTIMATED AMOUNT OF CONTRACT: MAXIMUM AMOUNT OF CONTRACT NOT TO
EXCEED AMOUNT: NN

THIS AGREEMENT, ENTERED INTO BY AND BETWEEN INDUSTRIAL/ORGANIZATIONAL
SOLUTIONS, INC. HEREINAFTER REFERRED TO AS THE “CONTRACTOR”), AND THE CITY
OF MILWAUKEE, A MUNICIPAL CORPORATION OF THE STATE OF WISCONSIN
(HEREINAFTER REFERRED TO AS THE “CITY”).

DURING THE TERM OF THIS CONTRACT, SCOPE CHANGES, MODIFICATIONS GR
ADDITIONAL SERVICES MAY BE IDENTIFIED. ANY SUCH CHANGES IN THE SERVICES AND
THE PRICES THEREFORE WILL BE AGREED TO IN WRITING BY THE PARTIES VIA AN
AMENDMENT PRIOR TO PERFORMANCE,

Original: DOA-BOD-Procurement Services Copies: Contractor, Comptroller, User Department

Ref* FORMS\Bid Cover Page, 20121219.docx MICWAGHEE
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Guide to the City of
Milwaukee’s Testing and
Selection Process

Department of Employee Relations
200 E. Wells Street, Room 706
Milwaukee, W1 53202-3554

General Office: 414-286-3751
TDD: 414-286-2960
Job Information Hotline: 414-286-5555
E-Mail: staffinginfo@milwaukee.gov
Web site: www.milwaukee.gov/jobs

R. 08/11/2010



INTRODUCTION

- The purpose of this Guide is to orient you to the City’s employee selection procedures and to improve
your test-taking skitls. The Department of Employee Relations uses job-related tests to measure an
individual’s ability to perform the job. Tests are competitive: higher scoring applicants have a greater
~ chance of being selected because the knowledge, skills and abilities required to do well on the test are
the same as those needed to perform successfully on the job,

" The kinds of tests used to select City employees depend on the nature of a given job. For example,
_ applicants for an accountant job may be rated on their training and experience and then take the
- written test. Applicants for an office assistant job take a written test and then a “performance” test in
typing., Other applicants may be given oral tests by a panel of experts, while others must weld steel--it
. just depends on the job for which the opening exists. So there are four kinds of tests:

» Training and Experience
» Written

» Performance

> Oral

Both test questions and answers reflect the input of job incumbents, supervisors, managers, testing
specialists and other people knowledgeable about the job and test construction {sometimes called
~ “subject matter experts”). The kind of information these experts provide include the right and wrong
Wa-ys of doing a task, the procedures and methods used, the technologies involved, critical aspects of the
work, and the identification of tasks for which training is provided after a person is hired.

W_'ritten tests generally take from two to four hours to complete--this is to allow ample time to complete
the entire test. If there is an additional test component such as a performance test, it is usually
necessary to come back on another day to complete that part. .

The Department of Employee Relations tries to provide test results within about 3-4 weeks--for some
 tests with large numbers of applicants, the time may be a little longer. If you pass the test(s), your name
~ will be placed on an eligible list: you are eligible to be hired, but not guaranteed a position. Eligible lists
~ are valid for at least 1 year and list candidates in order from highest to lowest passing score. Because of
scheduling interviews and physical examinations, processing paperwork etc., the earliest a person may
be hired after taking a test is about 3 weeks. If you change your address or phone number, please call
our office at 414-286-3751 and let us know your new information; or send an email with the details to
staffinginfo@milwaukee.gov.



FILLING OUT THE APPLICATION

' Once you find a job that interests you and seems to fit your background, the next step is to fill out the

" application, You must apply for a specific job title that is open at the time when you complete the

" application. Since an application is the first part of the hiring process, it is important that you take the
- time to fill it out accurately and completely.

1. Follow directions carefully on the application so that your answers are correct and in the
- proper places. Writing “See Resume” is NOT acceptable,
- 2. Take the application home if necessary, as some questions on the application may take
o mare time for you to answer or require information that you have at home.,
- 3. Print or type the information NEATLY.
;l 4. Answer all questions, even if it means using, “Does not apply,” or “N/A.” Attach all
' required information, such as college transcripts. For example, if you are a veteran, make
sure your Form DD214 is attached and the “Military Service” section of the application is
completed.
5. Check all questions and answers for correctness and completeness, then sign the
application, :
6. Return the application before the filing deadline listed on the announcement sheet to
guarantee consideration.

RATINGS OF TRAINING AND EXPERIENCE

. !h'_ratings of training and experience, the background of the applicant is reviewed. Training and
experience are evaluated in terms of their relationship to the job. This review provides a score that is
used to determine a final ranking.

- The information needed for the review is taken from the application and the training and experience

' questionnaire. It is important to filt out all of your application materials accurately and completely, but

it is especially important when the test is a rating of training and experience. Remember that THE

APPLICATION MATERIALS ARE PART OR THE ENTIRE TEST. Also, keep a copy of the application materials
as a reference. '

BEFORE TAKING A TEST

You will be notified of:
% The time, date and place of the test
> The required materials to bring to the test (picture identification, calculator, etc.)

» How long you will be given to complete the test

A-lthough‘our tests are job-related, the Department of Employee Relations has no study materials.



. Ensure that you know how to get to the test site, have adequate transportation (correct fare for the bus
: oir}f".money for parking if you’re driving), and arrive early at the test site. Check to see what you must
b_‘rﬁi;_ng/may bring to the testing session. Please bring a form of picture identification in order to be
, ati'mitted to the test.

As tong as it will not be a distraction, bring a watch to keep track of the time. Also, if you have a
' questlon before or during a test, ask the monitor (the person in charge of the test). Asking another
i egammee might be interpreted as cheating. Persons who receive unauthorized help will be disqualified.
- Monitors are not allowed to give the meaning of test questions or words.

TAKING A WRITTEN TEST

_ W;RITTEN TEST READING REQUIREMENTS
The written tests administered by the City of Milwaukee are from a type known as “job knowledge

. teists.” For example, you might be required to read and answer questions about written passages that

_ ar;e taken from materials that you would come across on the job. By basing the test on job knowledge
" and job materials, the reading level of the test matches that required on the job.

_ Thére are typically three different types of questions used on City tests:

© Multiple Choice

Multiple choice test items are usually comprised of a short phrase or question, called a stem, followed
by 3-5 choices (words, phrases, numbers, etc.) which might complete the stem. Only one of the choices
" is correct for a particular guestion: the “best” answer. We stress “particular question” because a given
~ choice may be incorrect for one question, yet the best answer for another. The other choices, which are
in'correct for a particular question, are called distracters.

'Related test question types are matching (a list of stems is matched with a list of choices) and true/false.
- Sihce these types of questions are similar to multiple choice, they will not be treated separately.

" Good strategies include READING ALL THE CHOICES, even if you think you know the correct answer —
sometlmes the question is looking for the “most correct” answer. Similarly, do not eliminate a choice
because you are unfamiliar with the wording. One of the best tips we can give you is that...

!fyou do not know the answer to a question on a multiple choice test, try to eliminate as many of the
distracters as you can, as this will increase your chances of getting the correct answer.

"~ Some examinees benefit by looking over the entire test and completing the easiest questions first. In
this way, they may be able to avoid wasting time on a more difficult guestion that has the same point
~value as an easier one. However, skipping around may encourage clerical errors, frustration if several
. guestions remain after an initial run-through, etc. Regardless, it is important to manage your time, to
keep progressing and to maintain a positive attitude.

Do not “read into” the questions. Each question and choice for answer must be evaluated on its own



: merlt the correct choice is the one that is most workable for the situation described. Analyze questions

: j; as:if you were the employee, Even if two answers seem the same to you, MARK ONLY ONE CHOICE ON

: YOUR ANSWER SHEET; otherwise, you will not receive any credit for the guestion. Erase completely if
you change an answer: do not cross out answers.

: Fi_hal!y, DO NOT LEAVE ANY QUESTIONS BLANK--GUESS IF YOU MUST, but only_after making an honest
j atf_empt to answer the question. The vast majority of our tests is not speeded, and thereby has no
: pefnalty for guessing,

- Camp.'etmn/Short Answer Questions and Essay Questions

- When you are required to provide short answers or write an essay on your test, read each question
Lo ca_refully {o make sure you are interpreting it correctly. If you were required to read a longer section, it
- sometimes helps to refer back to the section for specific information relating to the question.

© - Be'sure to take special notice of questions that have negatives or qualifiers in them such as “One step
- n_q‘g found in this procedure is to...” or, “The statistics used most often for this purpose are...” When a
i question has more than one part, be sure to answer ALL of the parts. For example, you might be asked
" to-“identify the problem...” and then to “suggest two ways to solve it.” Present solid information and
supporting facts for any of your conclusions.

' Ydu are not expected to write answers worthy of a Pulitzer Prize, but answers full of incomplete ideas,
sﬁei[ing errors, etc., will not be scored as highly. Some people find it helpful to think about longer
answers before beginning to write. Also, it may be helpful to outline or jot down notes about your
response before beginning to write the essay/answer itself. Experts maintain that the best way to
‘ prEpare for an essay test is to write essays. Also remember that longer answers are not necessarily
~better answers—-there will often be a limit on how much you can write {e.g., one side of a page}. Do not
' wfite up until the time limit: SET ASIDE TIME TO PROOFREAD YOUR ANSWER,

TEST WISENESS

. “Test Wiseness” refers to the idea that by taking many types of tests over time and/or receiving training
. oh_ how to take tests, some people can answer questions correctly on a test (typically, multiple choice
te;g'ts), by using information other than knowing the correct answer. Being test-wise may improve your
“chances of identifying a correct choice and aid in guessing. Note that the Department of Employee
. Relations designs tests to measure job ability, not test-taking ability. However, we have provided you
with hints that will help for answering questions you may be struggling with to find answers.

~ The Department of Employee Relations makes no guarantees about the following clues/hints, These
clues/hints come from several sources, and probably work best with classroom tests developed by less-
than-careful teachers. Test-wise clues/hints, in no particular order, include:-

% Look at the relationship between the stem and choices--sometimes, distracters don’t
“match” the stem grammatically, or have no relationship to the stem.

'+ » There may be words that mean the same in the stem and a choice--this may be the
correct answer.



i » Choices which-have these words in them are often wrong {i.e., are distracters): always,
never, no, none, all, every, merely, solely, impossible, necessarily, only and must.

» Choices that have these words in them are often correct answers: generally, may, often,
: perhaps, seldom, usually, most likely, probably.

‘\7.

If two answer choices are the same, you might assume that they are both wrong and
ellminate them.
» If two choices are opposites, one of them is probably the correct answer.
» Look for choices that are longer/more precise in meaning.
. » Sometimes one item “gives away” the answer to another that comes later in the test.
% If the answer choices include a series of numbers, dates, lengths, sizes, etc., choose the
~ middle value,
» If you have no idea about the correct answer for a number of questions, or are about to

run out of time and have a number of blanks, consider picking one choice (AorBorC,
etc.) and marking all of the remainder of the test using this one choice.

It is important that you understand that we provided the test-wiseness hints/clues above because
several people already know them. WE MAKE NO GUARANTEES THAT THEY WILL WORK, especially on
- City tests. We DO recommend that you:

o read directions and follow them carefully, .

L 'of the questions and answer each questlon on its own merit.

your time, o _

You must answer all questlons un[ess wrong answers are penallzed
our answer sheet often to avoid clerical errors, o
erte in the test booklet unless told to do so, ‘
me 10 check your answers for correctnéss and compieteness one !ast tlme at the end ofth

Few people correctly answer all of the questions in our tests, so do not get upset if you do not know
" some of the answers or if others finish before you. Budgeting your time well will allow you to work at
- your hest pace.

‘A NOTE ON MATHEMATICS QUESTIONS

- The math problems that appear on City tests reflect the mathematics required to perform the job. In
' the vast majority of cases, the applicant should have the ability to add, subtract, multiply and divide
whole numbers, fractions and decimals. Most often the mathematics questions are written to reflect
job situations, such as having carpenters determine the correct length of a board that must be cut.

- There are certain jobs where higher-level mathematics such as calculus or statistics may be tested, but
these additional requirements will be listed on the job announcement. Often, more advanced
~ mathematics knowledge is tested in the Training and Experience Ratings mentloned earlier. The Exam
Date Letter will indicate if you may use/must bring a calculator.



: TH"e best way to prepare for mathematics questions is to practice doing mathematics problems, much
Ilke the drills in elementary education. Cohverting fractions to decimals and vice versa seems to be a
problem area for several examinees, so take care to learn these skills. Additionally, it helps to:

» Learn how to interpret tables, graphs, charts, maps, etc. if they are used on the job for

“. which you are applying.

" » Draw diagrams, graphs, etc. on scratch paper to help yourself determine the answer to
“  questions.

» Keep track of the position of numbers--many mistakes occur by marking the correct

i number in the wrong place.

. »  Use the units of measurement consistently--you can derive the correct numbers, but

' still make errors by not paying attention to whether you are dealing with inches, ocunces,
T minutes, etc.

. » CHECK YOUR WORK!

:_ If i}ou are pressed for time, you may consider estimating an answer. For example, 209 x 392 = ? may
- take too long to multiply, but 209 x 392 is:

» ROUGHLY the same as 200 x 400 which equals 80,000, AND
» You know that 2 x 9 = 18, {The last two digits, multiplied), SO
» The correct answer is around 80,018+

| - So, check to see if there is an answer close to that {the actual answer is 81,928). Finally, even if you are
 permitted to use a calculator on your particular test, it is good practice to check your work because it is
easy to press the wrong button on the calculator’s keypad. ‘

TAKING PERFORMANCE TESTS

‘ While written tests measure your knowledge of a job, performance tests are used to measure a person’s

) ability or skill to perform a job. Examples of performance tests are typing/word processing tests for

clerical jobs and building/woodworking tests for carpenters. You should carefully consider your physical
" condition before you participate in a performance test. Remember that reasonable accommodations
- réquested by qualified individuals with disabilities will be made in accordance with the Americans W|th
Disabilities Act (ADA) of 1990,

m‘performance tests, the required skill or ability demonstrated in a realistic setting, using the actual
~ techniques, materials, equipment and personnel involved in the job. A performance test closely
~ resembles parts of the job itself.

~ Job incumbents, supervisors and other subject-matter experts develop tests. Performance tests are no
- exception. Subject matter experts help decide the content, administration guidelines, time limits and so
on. They often observe and “grade” the performance of the applicant. In a performance test, you may
- be judged not only by the end product of your work, but also by the way in which you go about doing
~ your work. You will be informed of the test location, time, required materials, etc. Most often, the
pgrformance test is administered a few weeks after the written test, ' '

7



Bféfsure to dress appropriately for the performance test. In the exam date letter, you will be told if you
are required to wear a certain type of clothing, shoes, gloves, etc. to the performance test.

The best way to prepare for a performance test is to prepare for the job. Some skills, such as typing,
; may be improved with daily practice on a typewriter or computer. Others, such as turning stock on a
lathe may need more time to improve, as well as some rather expensive equipment. As with written
tests, some performance tests take a number of hours to complete, so allow enough time in your daily
 schedule to finish the entire test. '

TAKING ORAL TESTS

Oral tests are administered when the job requirements indicate that certain communications and
in’t:"erpersonal skills are particularly important for successful performance. These skills are often as
important as specific technical knowledge and are commonly evaluated by measures other than written
- tests. The kind of oral test used most often is the “oral board.” in this test, a person is “interviewed”
; before a panel of special examiners who are authorities in their field, and often not employed by the
" department in which the job opening occurs,

However, an oral test is more than a job interview. There is more structure in that all candidates are
- asked the same questions in the same order, answers/rating scales are provided in advance and ratings
are made independently by a panel of raters and combined later. You will receive a grade in the oral
test just as you would in a written test. Oral tests are usually recorded simply to keep a record of the
examination. -

Preparing for an Oral Test

Following are a few tips on preparing for and completing oral tests. Your goal is to be prepared for the
test and to present yourself in a positive manner.

.. ® Find out about the job. Read the job announcement carefully. You might also consider
‘ going to the public library to use references such as The Dictionary of Occupational Titles
or The Occupational Qutlock Handbook. _
~ » Know your qudlifications. The oral board members will be asking you some guestions
- about former jobs and experiences. What skills, experience, training or talents help
qualify you for this job? Which of the job duties listed on the announcement have you
perfarmed on previous jobs? Which personal attributes make you interested in or
qualified to do this job? It's a good idea to write these types of things down as you think
. of them so that you can review this information.
> Anticipate questions related to the job that might be asked. Types of questions include
knowledge of the job, solving problems, organizational (How would you do this?),
pressure-handling (If this accident/error occurred, what you would do?), and situational
, (You are the supervisor and an employee refuses to complete an assignment...).
> Dress neatly and appropriately. You do not get a second chance to make a good first
o impression--you do not want to distract the board with your appearance.
- » Arrive for the test early/on time.




While you are waiting to be called to the oral exam room, try to relax. If you have extra time, take a few
deep breaths, review your “short list” of notes, etc.

ijring the Oral Test

| " The examiners want to know your good points and how you are qualified for the job. The chances are

: that they probably don’t know much about you and have only briefly seen your application. Therefore,
it‘;is imperative that you answer all of their questions completely.

' > Sell yourself. Concentrate on the positive things you have to offer, not the negative. Avoid the
. common mistake of saying negative things about former jobs, co-workers, supervisors, etc.
> Listen carefully to the questions and think before answering. Do not feel that you must start
talking immediately after the question to fill the silence. Among other things, the interviewers are
. ‘f“ffjudging if you can present a point of view and defend it, so they appreciate a well-conceived answer,
11> Answer each gquestion completely and clearly. The board is limited to asking a certain set of
guestions, so it is up to you to give them all the information they need to see if you are gualified for
: the job. Your ability to communicate is a major factor in oral tests—if the board cannot hear or
. understand you, your co-workers probably will not either. '
11> Be complete and clear, BUT NOT LONG-WINDED. A long, wordy answer is not better than a short,
i complete and concise answer. Explain any technical jargon you might use. Let the board lead the
.. discussion.
> Ask questions when appropriate. Such as when you do not understand a question or need
.. clarification of a statement. The interviewers usuaHy take turns asking questions, so be prepared for
- different voices, inflections, etc.
> Be alert, cheerful and interested in the interview and job. Av0|d questions on benefits, vacations,
|l ete. which will be explained to you at a later time.
‘ > Maintain good eye contact. if you are uncomfortable about Iookmg people in the eye, try focusing

.. onthe interviewer’s nose or forehead.

~ After the Oral Test
The board will let you know when the test is over. You may still have the chance to aid your cause,
especially if they ask if you have any final questions or comments,

% Indicate your interest in the position again. This is your golden opportunity to recap your
gualifications, indicate your interest in the job, and add important information that may

: have been missed earlier.

-~ » Thank the board when finished. They have volunteered their time to help with the
evaluation of candidates. Let them know that you appreciate their efforts.




AFTER ALL OF THE TESTS

) After you have completed all of the tests, you will be notified by mail as to how you did on the
 examination. You will receive your test score at this time: a passing score on most civil service
examinations is a grade of 70 or higher. The names of applicants who pass are placed on an eligible list,
- which lists the applicants based on the order of their scores, from highest to lowest. If the job for which

. you are applying required more than one test component (e.g., written and performance), you must

- pass all components separately and receive an overall combined grade of 70 or more.

NOTE: Ifan applicant successfully completes the process just described, the applicant’s name will
be placed on an eligible list. Unfortunately, there is no guarantee that you will be selected
because there will be a number of people eligibie to be hired for any given vacancy.

GOOD LUCK IN YOUR JOB SEARCH!

Department of Employee Relations
200 E. Wells Street, Room 706
Milwaukee, W1 53202-3554

General Office: 414-286-3751
TDD: 414-286-2960
Job Information Hotline: 414-286-5555
E-Mail: staffinginfo@milwaukee.gov
Web site: www.milwaukee.gov/jobs
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- AMENDMENTNO. 3  toContractNo.  E0000012849 dated 10/30/2013 between the CITY OF MILWAUKEE

and EB JACOBS LLC, a PSI BUSINESS
- (CONTRACTOR)

THE AGREEMENT identified in the above caption by number Is hereby amended, modified, altered and changed in the following
respects only:

1. increase THe EsTMATED contracT ToTAL 5Y IRV o S

. 2. EXTEND THE CONTRACT TERM BY THREE (3) YEARS FROM 12/20/2019 THROUGH 12!191’"022 EXZRCISING THE
OF’TION TO EXTEND UPON MUTUAL CONSENT,

3. INGORPORATE NAME CHANGE FROM EB JACOBS LLC, a PSI BUSINESS TO PSI SERVICES LLC,

"4, IMPLEMENT A CONTRACT NUMBER CHANGE FROM E0000012845 TO E0000012849.A,

B, ALL OTHER TERMS AND CONDITONS OF THE ORIGINAL CONTRACT AND AMENDMENTS ONE (1} AND TWO (2)
: REMAIN UNCHANGED.

This Amendment is made in consideration of the payments, performances, promises, and covenants and obl:gatlons whrch are sef
forth in the original Agrearnent and as set forth herein.

Th|s Amendment shali in no way act as g waiver of the price, terms, and conditions, not hereln amanded, imposed on the parties by
the original Agreement heretofore executed by them and identified in the above caption. Any rights or obligations which either of
the partles has by virtue of the original Agreement shall rermain in full force and effect except as is expressly and specifically
amended, modified, altered or changed herein.

Thls agreemant constitutes the entire agreement between the parties relating to the subject matter of this Amendmrmt All prior
understandings, agreements, correspondence and discussions of the parties are merged into and made a part of th%s agresment.

INWITNESS WHEREQF, this Agreement was executed by the undersigned officers as of the dates hereinafier specified for and on
behalf of the parties hereto, )

THE PROVISIONS OF THIS AMENDMENT HAVE BEEN REVIEWED AND APPROVED BY THE OFFICE OF THE CITY
ATTORNEY,

)

City of Milwaukee Contractor

{Musr be signed bz persons authorized fo fegally bind =_4"our firm o this contrach-
Firm:
Address:
City, State, Zip:
< E-mail:
% %7/ . DG Slgnature:
Cily‘Pfufchasmg"Director Q Dat Tile:
Date:
Rhonda U. Kelsey Printed Name:
Printed Neme '
Signature:
212712070 Titte:
City Gémptroller Dite Dato: .
MC( r\m O N\G \ el \ : Printed Name:
Pn'ntec{ Neme

Wilness Signafure:

Witness Signalure:

SharediForms\amendment, 20180321.docx Page 1
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‘ DocuSign Envelope ID: CCE32874-34E0-4E28-8A82-F1D9CE0D 3304
| AMENDMENT NO. 15  to Contract No.  BODGQ009127+1  dated 10/29/2040 between the CITY OF MILWAUKEE

and QCCUPATIONAL HEALTH CENTERS OF THE SW PA
{CONTRACTOR)

THE AGREEMENT, Identified in the above caption by number Is heraby smended, modified, altered and changed in the following

respects only: )

8 . )

1. EXTEND THE CONTRACGT TERM FOR EIGHT {(8) MONTHS FROM 07/01/2019 THROQUGH 03/31/2020, TO BE USED
ON AN AS NEEDED BASIS FOR PERSDNNEL THAT ARE GOVERNED BY THE POLICIES AND RULES QF THE
BOARD OF FIRE & POLIGE COMMISSIONERS THROUGH MARCH 31, 2020, AND FERSONNEL GOVERNED BY
THE RULES OF THE BOARD OF CIVIL SERVICE COMMISSIONERS UNTIL AUGUST 31, 2019, '

2, ALL OTHER TERMS AND CONDITIONS OF THE ORIGINAL CONTRACT AND AMENDMENTS ONE (1) THROUGH
FOURTEEN (14) REMAIN UNCHANGED, '

This Amendmant is mada in consideration of the payments, pedformances, promises, ang covenanis and abligations which are sel
forth in the original Agreament and as sei forh herein, ‘

This Amendment shall in no way act as a waiver of the price, terms, and condltions, not herein amendad, imposad on the parties by
the original Agreement heretofore executed by them and identifled in the ahove caplion. Any rights or ohligations which either of
the parties has by virlie of the eriginal Agresment shall remain in full farce and effect excepl as Is expressly and specifically
amanded, modified, allered or changed herein.

This agreement constilutes the entire agreement beiween the parties refating to the subject matter of this Amendment. All prior
Understangings. agreements, correspondence and discussions of the parties are merged into and mede a part of this agreement,

INWITNESS WHEREOF, this Agreement was exaculed by the undersigned officers as of ihe dates hereinafter specifiad for and on
behalf of tha padies hareto.

THE PROVISIONS OF TH!S AMENDMENT HAVE BEEN REVIEWED AND APPROVED BY THE OFFICE OF THE crry
ATTORNEY. '

City of Milwaukee Contractor
) {Mys be signed by parsons aulliorized lo legaily bind yaur firm lo this corlraet}
Firm: QUCUPATIONAL HEALTH GENTERE OF THE 8W £A
Address: 5080 SPECTRUM DRIVE, SUITE 1200 WEST

City, State, Zip: ADRDISON, TX 75001
E-ralf: . '

7/ % m:.g_ Signature;
Clty Pdrchasing Director 'O Data Tiie:
Dale;

Rhonda U, Kelsey Prinlgd Name:
Printed Name )
- ‘ Signaiure;
R gq g4 g Z/L“'\Q & - Ci!23! ig Title:
Cily Complréller . Dat Date:
‘\AC““¥1 [ MC{ TS Printad Name;
Printed Name \“C,-

Wilness Signature;

Wilness Signalure:

Shared\Forms\amendment, 20190321 . docx Fage 1 «ﬁ%ﬁ%
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FPC Community Partners List

Below is an updated list (as of March 30th, 2020) of community partners the FPC is currently engaged with and has engaged with.in the past.

&

Organization

Type of OEL

Fogus

Partnership History

All 4 Kidz

Non-profit

Youth Programming

Partner in Reckless Driving Summit Planning Committee

Bader Philanthropies Private Philanthropy Space to hold community sessions, share marketing materials

Boys & Girls Club of Milwaukee Non-profit | Youth Programming Previously partnered with FPC, discussed holding community sessions there in the future
Gerald L. Ignace Indfan Health Center |Non-profit |Healthcare Hosted FPC Recruiting Roundtable

Greater Milwaukee Foundation Private Philanthrapy Space to hold community sessions, share marketing materials

Journey House Non-profit  [Community Center Space 1o hold community sessions, share marketing materials

MA'RUF Center MNon-profit [Youth Programming Partner in Reckless Driving Summit Planning Committee, space to hold community session
Milwaukee Police Department Government|Protective Services Partner in Reckless Driving Summit Planning Committee

Milwaukee Public Libraries Government|Education/Learning Space 1o hold community hours for complaints, house complaint brochures

Office of Violence Prevention Government |Violence Prevention Co-Chair in planning of Reckless Driving Summit

Running Rebels Non-profit  [Youth Programming Partner in Reckless Driving Summit Planning Cammittee

S.M.LLE., Inc. Non-profit |Social Services Partner in Reckless Driving Summit Planning Comrmittee

Safe & Sound Non-profit | Youth Programming Partner in Reckless Driving Summit Planning Committee

Silver Spring Neighborhood Center  [Nor-profit  [Community Center Space to hold community sessians, share marketing materials

UMOS, Inc. Non-profit  |Community Center Hosted FPC community listening session

United Community Center Non-profit  |Community Center Space to hald community sessions, share marketing materials

Unity Gospel House of Prayer Faith Ministry Hosted FPC community listening session

YMCA Non-profit  |Community Center Previously partnered with FPC

YWCA Non-profit _|Eliminating racism and empowering women |Discussed holding community sessions at locatian, having YWCA staff moderate sessions focused on race & policing
Zeidler Group Non-profit  |Public Discussion Previously partnered on the Reckless Driving Surmmit, possible partner for next summit
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di_tizen Complaints Page 1 of 2

Official Website of the Clly of Milwautee CALL for Action (414) 286-CITY | Click for Action

Directory Residents Businiess Visitors

Milwaukee Police Department

" About MPD District We Pages inforniation & Services Police DIstricts Police Units & Parlners Contauy MPD

Citizen Complaints

Thie following information is provided o you by the Milwaukee Police Department to inform you of the citizen complaint process.

. Clizens, who wish to express dissatisfaction with members or policies of this depariment, should aghere to the following guidelines to ensure that a complete and proper investigation is

. cqhducr.ed. As a cltizen, If you believe you have been mistreated or have nat received adequate service, you have a moral and legal right to express dissatisfaction with your police department.
THis will not only make you a rasponsible citizen, but your input will help to improve the department. I you beliave » member of this Dapartment has acted improperly or has violated a
Départment Code of Canduct, a federal or state law, ar an ordinance of the City of Milwaukee, you may flfe a written complaint. However, false compiaints will be reviewed by the District
Attorney’s Office. No member of the Milwaukee Police Department will attempt to interfere or infllience your right to complain about the service this department provides to you. Your
commiptalnt will he thoroughly and impartialfy investigated.

Because of the responsibillties imposad on all pardes Invelved In the Cltizen Complaint Process, the Milwaykee Police Department must inform yau that Wisconsin State Statute, 946.66(2),
False Complaints of Police Misconduct, states In part: “Whoever, knowingly makes a false complaint regarding the conduct of a law enforcement officer is subject to & Class A forfefture.”

INéTRUCTIONS FOR FILING YOUR COMPLAINT

What Is a complaint?
A complaint Is a bellef that o member of the Milwaukee Police Department has viclated a Department Code of Conduct, 4 federal or state law, an ordinance of the City of Milwaukee, or
dissatisfaction with a policy or procedure of the Milwaukee Police Department,

Wheo can file a complaint?

In most cases, a camplaint can be filed by any citizen or agent representing an aggrieved or injured party. However, the agent shall be limited to an attorney representing the aggrieved citizen;
the parent or guardian of a minar child; or a translator represenong a non-English speaking complainant, Agents can obtain a Citizen Complant Form for the aggrieved or injured party and
assist with its completion. A citizen complaint can be filed at any police district, bureau, or division. All complaint reports are confidential,

You ray file your complaint:

Using our online complaint submisston form
By emall at MPRIAR®milwaukee.gov
By going to a district station;
s By calling the department and asking for a supervisor to meet with you;
By calling the Internal Affairs Division at 414-836-7942;
with the Milwaukee Fire and Police Commission; ar
By downloading the Citizen Complaint Form, which is available in English, Hmeng, and Spanish, You may return the completed Citizen Complaint Form to any Milwalkee Police
Departrnent district station or mail it to the following address:

Milwaukee Police Department

Internal Affairs Division

£680 North Teutenla Averniue Room 325
Milwaulee, Wisconsin 53208

When you fila your complaint, please provide the lollowing information to the supervisory officer (or investigater) writing your comiplaint or-on the complaint form you are flling yourself:

Your personal information {full name, daté of birth, address, phone number}
The date and time of the incident
The nature of the incident

. All partles Involved; witnesses, records, photographs and other evidence

What must he filed?
In most cases, when a compiaint s filed, a narrative of the complaint will be written By a supervisory officer pr the Citizon Complaint Form. The citizen or agent will slign the Citizen Cemplaint

Forr and a copy wili be provided. Hawever, if more convenient for the citizen, the Citizen Complaint Form can be completed at a later time, and returned to the Milwaukee Police Department,
If the Citizen Complaint Form is returnied by mall, it should be sent to the fallowing address:

Milwaukee Police Department

Internal Affairs Division

-6680 North Teutonia Avenue Room 325
Milwaukee, Wisconsin 53209

WHAT HAPPENS WITH YOUR COMPLAINT

The Investigation
The Department will conduct a thorough investigation to include Interviews of all available witnasses.

Who Will investigate
Supervisors and/or detectlves, under the direction of the Internal Affairs Division, will conduct all cormplaint Investigations. Their duty is to gather all the facts and present these facts for
rEiew,

https://city. milwaukee.gov/Directory/police/Information--Services/Citizen-Complaints.htm 4/1/2020



Citizen Complaints Page 2 of 2

Lehrgth of Investigation
Most nvestigations will be completed within a timely manner, Complex investigations may take sevaral months to complete.

THE FINAL DISPOSITION OF COMPLAINT

The Completed Investigation
Once the initlal camplaint has been thoroughly investigated and all of the facts have been gathered, the completed investigation will be reviewed, This review will derermine if thers was
compliance with the department Code of Canduct, faderal or state laws, ordinances of the city of Milwaukee, or the poficies and procedures of the Milwaukee Police Department.

Decision of the Chief of Police .
If the Chief of Pelice determines there is a vielation of department Code of Conduct, federal or state laws, ordinances of the city of Milwaukee, or policies and procedures of the Milwaukee
Pojice Department, criminal charges wilf he sought, disciplinary actlan, and/or a change of palicy may result.

Natiflcation
When the final disposition has been made, a notification letter wil be sent informing the complaining party of the outcome of the Investigation.

Cemplaint Review .
Citizens have the option af having their complaints reviewad by the Fire and Police Commission. For further infarmation regarding this procedure, contact the Milwaukee Fire and Police
Commission, :

Fife and Pelice Commission

200 East Wells Street, Room 706,
Milwaukee, Wisconsin 53202
Phone Number 414-286-5060

The Milwaukee Police Department canhot make monetary awards or provide legal assistance. Information obtained during these investigations is considered confidential and will not be
divuigad excapt in accordance with State Statute {(103.13) governing the release or inspection of personnel records,

For further information on the Citizen Complaint Pracess, piease cantact the Milwaukee Police Department Intérnal Affairs Division at 414-935.7942.

o, Mitwaukee Police Department

§ internal Affairs Division
5680 N, Teuronta Ay, Room 325
(414) 935-7942

Mayor Tom Barrett Departments Residents Weh & Email Policies
Common Council Directions, Hours & Directory Business Web Accessibility Pollcy & Information
Calendar Visitors Web Contact Us

Design by City of Milwaukes

hitps://city.milwaukee.gov/Directory/police/Information--Services/Citizen-Complaints.htm 4/1/2020
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DEPARTMENT OF EMPLOYEE RELATIONS

January 13, 2020

Separation Checklist
Employee Name: Department/Division:

Separation Date: Employee Job Title:
Immediate Supervisor Name:
VOLUNTARY SEPARATIONS - Resigning from Title only or from City Employment:

1. Ask employee to complete Resignation Form, obtain all signatures, distribute copies
accordingly .

2. Determine what property needs to be returned

3. Make contact with ITMD and the appropriate Department building security and
prepare to remove access to system(s) and building(s)

4. Schedule meeting and conduct exit interview
5. Provide “Benefit Information for Employees Separating from City Service For
Reasons OTHER than Retirement” to employee
6. After the separation, remove email access and building access, coordinate forwarding
of calls and emails
7. Notify payroll and ensure payroll records are completed.
INVOLUNTARY SEPARATIONS

1. If the separation is a termination during probation, complete Termination notice and the
Report of Probationary Service and notify the employee.

2. If the separation is a discharge, conduct pre-disciplinary meeting, analyze evidence,
prepare discharge documentation and notify the employee.

3. Notification in person is preferred but mailing of the paperwork may be necessary in
some cases. When mailing the paperwork, please send both certified mail and regular
mail to the employee’s home address. '

4. Distribute copies accordingly.

5. Provide “Benefit Information for Employees Separating from City Service For Reasons
OTHER than Retirement” to employee

6. Receive property, remove access, and set up forwarding as needed

7. Notify payroll and ensure payroll records are completed.

1



PROPERTY

Note: Property varies by department, division, and position. Not all positions have all property
listed below. DER suggests that departments create specific checklist of property, including
electronic access.

ID Badge — should be deactivated and forwarded to employee’s Supervisor
Contact Building Security immediately for deactivation of badge

All security and IT access (all electronic logins specific to the position) should be
immediately deactivated

Pro Card should be taken

Car Keys, Parking Card Access Badge, Gés Card
Cell phone and/or pager

Desk Keys/Office keys/File Cabinet Keys

All Equipment & Tools/Protective Gear/Clothing
Laptops/Cameras

Notify ITMD to set up e-mail forwarding or permanent out of office message

O odoooonOo Ooao

Set up phone forwarding and/or appropriate voicemail; change password on phone
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DEPARTMENT OF EMPLOYEE RELATIONS

Nukee

December 26, 2019

Protecting Personal and Private Information Policy
Department of Employee Relations

This policy defines and describes the expectations associated with the handling of personal and
private information by all DER employees. it is the responsibility of every DER employee to respect
and protect the confidentiality of information used in the performance of assigned responsibilities
in accordance with applicable federal and state employment laws, including but not limited to
Genetic Information Nondiscrimination Act (GINA), Americans with Disabilities Act (ADA),
Health Insurance Portability and Accountability Act (HIPAA), Family and Medical Leave Act (FMLA),
Workers Compensation, Wisconsin Privacy Laws and Wisconsin Public Records laws.

DER piays a key role in several city-wide functions that create the need access to personal and
private information of all employees, applicants, and employee spouses and dependents. DER
employees will unavoidably receive and handle personal and private information about employees
and their immediate family. This policy establishes the requirements and expectations to be followed
to ensure that all personal and private information is well protected.

Personal and Private Information includes the following categories of information as related to current
and former employees, employee spouses and dependents, and applicants

1. -Personal (social security number, address, date of birth, personal e-mail, personal home or cell
phone number)

Hiring (employment application, interview notes and results, background checks, |-9 forms) ’

3. Performance (performance reviews, performance improvement plans, warnings and
disciplinary notices, grievance and appeals, employee assessments, reports on probationary
services)

Personnel files of DER employees
5. Employment files of all City employees
8. Compensation and benefits (salary or rate of pay information, benefit selection and status,

unemployment insurance claims, long term disability claims, tuition reimbursement usage)
Payroll (pay stubs, direct depaosit forms, tax forms)
Workers' compensation records '

Medical, dental and drug utilization information, including drug test results/pre-placement
medical evaluation results, FMLA medical cerifications, and ADA requests for
accommodations and related medical certifications or information

10.  Information in computer systems, including all third party websites with personal and private

1



11.

information, records, or data (i.e. third party administrators, claims management systems,
regulatory administrative sites, human resource management system, financial management
system)

Any other information that a reasonable person would consider private

All employees must adhere to the following standards:

A.

Protecting Personal and Private Information

Personal and private information must be stored in an appropriate secured format when not
in use.

. Personal and private information must not be displayed or left unattended in a place where it

can be easily viewed by others (e.g., printer, copier, desktop, or computer screens). Fax
machines in common areas should be checked on a regular basis by a designated group of
people for incoming faxes containing personal and private information. If a DER employee
sees an incoming fax or other documents on the printer, that employee shouid hand deliver
it to the person it was addressed to or leave it in the person’s mailbox.

Personal and private information should not be discussed in open areas where the
confidentiality of the information cannot be assured. This includes using speaker phone in
an open area.

Upon separation from employment in DER, all departmental information must be returned
securely to the custody of DER administration and copies must be deleted from any
personal devices.

. Personal and private information should not be sought, accessed, reviewed, duplicated or

distributed for purposes that are not related to a specific assignment. Employees must have
a legitimate reason as it relates to associated job responsibilities to seek, access, duphcate
and/or review personal and private information.

Personal and private informaticn shouid not be accessed for personal use no matter how
well intentioned the use of information (i.e., looking up home addresses for sending a
greeting card).

When disposing of personal and private information in compliance with DER’s record
retention schedules, it must be destroyed under supervision. Personal and private
information is not to be deposited into the trash or recycling bins.

Personal and private information should only be viewed on secure devices that are in
compliance with the technology security polices set forth by DOA-ITMD.

When traveling with personal and private information outside of DER, employees must take
all appropriate precautions to safeguard the information.

Sharing Personal and Private Information

Personal and private information should be discussed with others in DER only on a need to
know basis. Employees of DER may only share personal and private information with other
DER employees as it relates to the assignment and associated job responsibilities. For

example, labor relations does not need to know the details of a health insurance claim from



medical benefits.

. All requests for personal and private records of the emplioyee from third parties or other

departments shall be referred to the Human Resources Compliance Officer. The employee
shall not make any personal and private records available to third parties or other
departments without the express, written consent of the Human Resources Compliance
Officer. This section does not apply to section Il (C) — (F) of this policy, which govern the
permissible sharing of personal and private information by the Employee Benefits Division.

. Worker's Compensation may share information with the Department in which the employee

works on a need to know basis, such as 1) return to work information, including restrictions;
2) the notice of loss and accompanying documents; and/or 3) information related to a fact-
finding investigation. If there is a legitimate business purpose related to an incident, claim,
or potential litigation, and it is allowed by regulations, Worker's Compensation may also
share personal and private information with EAP, DER Benefits, City Attorney's Office, ERS,
and other outside entities.

. The Employee Assistance Program may share information with the Department in which the

employee works on a need to know basis, as long as it is limited to the information allowed
by a signed authorization consenting to the disclosure of certain information.

. The Employee Benefits Division (including Employee Assistance, Worker's Compensation,

and Benefits) may share personal and private information with third-party vendors, the
employee, and the employee representative with written permission as it pertains to specific
benefits and claims administration and resolution. The Employee Benefits Division is
responsible for administering the secured transmission of such personal and private
information to third-party vendors.

. When personal and private information is provided to or received from third-party vendors, it

must be transmitted in a secured manner, such as encryptlon secure e-mail, password
protected, or via a secured FTP site.

Public Records Requests

. Personal and private information may be disclosed as a result of a pub||c records request

and/or a personnel records request made by the employee or the employee’s representative
as long as an appropriate release has been received.

. Any public records or personnel record request must be forwarded to the Human Resources

Compliance Officer for review and to ensure that documents are redacted to be in
compliance with this Policy and to ensure that only records that are subject to disclosure
under the public records law are provided to the request.

. Nothing in this policy shall prevent the disclosure of information that a requestor is entitled to

by law.
Reporting Disclosures of Personal and Private Information

. Employees are required to report violations of this Policy without regard to the relationship

between the individual who initiates the prohibited behavior and the individual reporting it.
An employee who believes that another employee may be in violation of this policy
should report the alleged violation to the Human Resources Compliance Officer and/or the
reporting employee’s immediate supervisor or manager.



. Employees are required to self-disclose violations of this Policy. An employee who
believes he/she may have disclosed personal and private information should report the
incident to the Human Resources Compliance Officer and/or the reporting employee’s
immediate supervisor or manager.

Enforcement

. Deliberate efforts to disclose personal and private information or to access information not
required by an employee’s assignment and associated job responsibilities will be
considered a violation of this Policy.

. Violation of this Policy is considered a serious offense. Any abuse, misuse, or dissemination
of personal and private information will result in disciplinary action up to and including
discharge from employment.

. No employee may retaliate against an employee who has reported a possible violation of
this policy. _

. All employees must sign the Pledge of Confidentiality. The signed Pledge is to be kept in
the employees personnel file.

. Any questions on the confidentially of a record or information should be directed to the
Human Resources Compliance Officer.



STATEMENT OF ACKNOWLEDGEMENT
PROTECTING PERSONAL AND PRIVATE INFORMATION POLICY

| have read and understand the department'’s reduirements and expectations as established in the
DER Protecting Personal and Private Information Policy.

Dated:

Signed:

Name:

Employee ID Number;
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Mobile Device Management Policy

Purpose

Mobile devices are commonly being used in almost all departments to increase performance in
the field and extend communications beyond the office. The City is committed to provide and
promote this technology as appropriate to add value to the community by delivering high quality
services at the lowest possible cost.

Scope

This Policy establishes the rules and conditions for City-supplied cell phones and privately-
owned mobile devices being used to conduct City business. Mobile devices are defined as any
electronic device with the ability to transmit or receive data, text, and/or voice, via a cellular
network. This includes but is not limited to smartphones, cellular equipped tablets, laptops, and

mobile hot-spots.

All City employees and contractors issued and accepting City mobile devices and services from
the Information and Technology Management Division will be expected to maintain compliance
with this policy. Public Safety (MPD & MFD) and the following elected officials’ departments
(City Clerk/Common Council, City Treasurer, City Comptroller and City Attorney) maintain their
own vendor contracts and are therefore excluded from this policy. However, these department
should review and consider including in their departmental work rules items #1-6 below or other
pertinent items under ‘General Policy’.

General Policy

1. Employees may use a City device for incidental personal use, however a City mobile
device is intended for business use. Employees should be cautious about the merging
of personal and work activities on their devices. See other policies that may apply such
as Email Use Policy and the City of Milwaukee Internet Use guidelines.

2. Ifan employée elects to use his or her personal device for City business they should be
aware that they could be required to share their usage in an open records request or in
the event of litigation. The City does not offer per-call reimbursement or provide stipends
for personal monthly cellular service or data usage.

3. Mobile devices that access email and other City services must be secured using a
passwords or pin. Devices may not be “rooted” or “jailbroken” or have any
software/frmware installed which is designed to gain access to functionality not intended
to be exposed to the user.

4. Employees must not load pirated software or illegal content onto their devices. If you
are unsure about any specific application, contact ITMD.
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Any non-City of Milwaukee e-mail, instant messaging, social media, or other accounts
must not be used to conduct City-related business. If an official record is received or
generated using text-messaging or any other third-party service, the employee must
save the record to City systems that are routinely backed up and archived to comply with
open records laws.

In situations where job responsibilities include regular driving and acceptance of
business calls, hands-free equipment may be provided to facilitate the provisions of this
policy. Under no circumstances are employees required to place themselves at risk or
break the law to fulfill business needs. Employees who are charged with traffic violations
resulting from the use of their phone while driving will be responsible for all financial
liabilities and associated penalties that result from such actions.

. Department or division telecommunications coordinators will recommend who qualifies

for a City issued ceilular device based on department needs.

With proper authorization, a City employee may be issued multiple mobile devices with
enabled cellular service. Employees needing to connect multiple devices to either the
Internet or a cellular service provider should work with ITMD for alternative solutions and
technologies. Such technologies may include smart phone tethering or a temporarily
assigned Mi-Fi access point.

All City device service usage records produced by assigned mobile devices are property
of the City and managed by the City. Usage summary reports (i.e. number of minutes or
GB of data used) are distributed to department telecommunications coordinators
regularly and are periodically reviewed by ITMD. Detailed usage reports, including call
history, are available to any supervisor upon request by contacting ITMD.

10.Mobile device management software is used to enforce mobile device security

11.

requirements for ITMD-issued mobile devices and personal devices that access City
resources. This software may include the ability to require passwords, limit instailation
of software, push security updates, locate the device, and remotely wipe (erase all data
and reset to factory defaults) mobile devices. A wipe removes everything on the
device. The City of Milwaukee is not responsible for any personal data on the device
lost in this process.

Employees in possession of ITMD-issued mobile devices are expected to secure the
equipment from loss or damage. If the cellular device is lost or damaged, the employee
should report this to ITMD. ITMD will remotely reset the cell phone to factory defaults
(remote wipe the device) and the device will be replaced with a device that is capable of
performing similar City business as the original device. There is no guarantee that such
a replacement device will be the same make or model device that was lost or damaged.
Under circumstances where it is determined that the employee is responsible for
damage to, or misuse of, their issued mobile device, disciplinary action may be taken.
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12.Purchase of and billing for mobile devices and services will be coordinated by ITMD with
the department or division telecommunications manager. Purchases without the
knowledge and involvement of ITMD is not allowed for ITMD-supported departments.

Compliance

ITMD or the Department Telecommunications Coordinator will notify the Empiloyee if there is a
compliance concern, so the Employee may rectify any inadvertent breaches of policy
expeditiously. Any continued or serious compliance concerns will be immediately referred to the
Employee supervisor for potential disciplinary action.

City records are prohibited from being permanently stored on a mobile device. Oniy copies of
documents may be stored on a mobile device for extended periods. City records (including
documents, photos, videos, or any other City record) created on a mobile device are to be
transferred by the user as soon as practical to City systems that are routinely backed up and
archived.

City-issued mobile devices are City owned property. If the device is no longer needed for City
business, it is to be returned to ITMD. Mobile devices deemed excess property are re-sold
through the City's established excess property disposal procedures and methods. Departments
or Divisions may not sell, trade-in, or give-away new or used City cellular or communication
devices.

Upon resignation or termination of employment, employees are expected to promptly return the
mobile device. Employees who separate from employment without returning City equipment or
who incur charges after separation may be subject to legal action for recovery of the loss.

Individual departments may have addltlonal restrictions, based on specific needs or policies of
the department.

Enforcement

Any employee who is found to have violated this policy may be subject to disciplinary action, up
to and including termination of employment. .
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PURCHASES MADE WITHOUT A CONTRACT 2013 TC 3/31/2020

Service
Batteries for FPC meeting timer
Flash drives
Business cards
. Printed recruitment posters, flyers, brochures
Printed answer sheats from Scantron
Printed envelopes
Printed envelopes
Printed PG PHQ Booklats
Printed annual & mid-year reports
Printed courtroom hearing signs
Printed job announcement bulletin paper
Online subscription
Online subscription--Testing/Recruiting
Online subscription
Postage
WI.Statutes book
Public Records/Open Meetings book supal.
Law book
Weighted vests for FC PAT
Headsets for dispatcher exam
Padlocks far off-site testing cahinets
Photo lamination for recruitment stall display
Fines W! evidence hook
Employment discrimination law book
Fan for vault ventilation
Heater far Clifton's office
Key duplicates for academy office, etc.
Document stands for ECO test
Projector bulb replacement
DVD/CD duplicator
Digital recorder/batteries/charger
Digital recorder transcription kit
Fax machine replacerment
Carry cases for laptops
Hand cart, hand trucks for recruiter, testing
Rolling file cart for FPC meetings
Ma_asurlng wheel for PAT exam
Tandem sport vertical challenger jJump tester
Stopwatches
Timer clocks
Tote bags for recruiter
Chairs & foldable table for recruiter
Table skirt with FPC loge
Cooler box for FPC meeting beverages
Television replacement & cable
File cabinets for managers
Shredders far managers
Refrigerator replacement {Room 605)
FRC logo cups
FPC logo lapel pins
FFC logo shirts
Laminated signs
Archival boxes for oid minutes heoks
Picture frames
Po‘éket badges for commissioners
Wireless phone headsets for staff
Scantron scanner annual maintenance fee
Recruitment canopies {tent) & wheeled bags
Color mobile duptex scanner
Job fair fee

Vendor

Batteries Pius

B&H Photo Video

BCT

Milwaukee Co. House of Correction
Harland Technology Services
BCT/Primus

Milwaukee House of Correction
Digital Edge

Digital Edge

Digital Edge

Digitai Edge

Jsonline

TextCarrier.com

Business Journal

Dept. of Administration
State Bar of Wisconsin

State Bar of Wisconsin
Public Agency Training Council
Sports Authority & unknown vendor
Amazon

Unknown vendor, Lowes
Digital Edge

Juris Publishing Inc

State Bar of Wisconsin

Home Depot?

Home Depot?

Whitlow Security

Unknown vendor

B&H Photo Video

B&H Photo Video

B&H Photo Videco

B&H Photo Video

Unknown vendor

Best Buy

Lowes

Hobby Lobby?

Unknown vendor

Amazon

Accusplit

Amazon

Hohby tobhy/loann Fabrics/Lands End
Sam's Club

Tentcraft

Unknown vendor

Best Buy

Amazon

Unknown vendor

Best Buy

Lands End

Hog Eye inc.

Lands End

Digital Edge

Unknown vendar

Unknown vendor

Walter Curtis Co.

T&R Personnel, Metroline
Harland Technology Services/Scantron Corp.
Tentcraft

B&H Photo Video

Dane County

Date Range

2013-2020

2013, 2015

2013-2020
2017-2020

2013-2019
2015-2019
2013, 17,19
2015-2018
2013-2014

2013, 2016-19

2014, 2019

2014, 2018

2016-17, 2019

2014, 2018

2018-2020

2016, 2018
2015, 2017-18
2016-2019
2015, 2017

2013-2014

2019

2013

2013

2018

2013

2014
2018

2016
2018
2018

2014
2016

2016
2017
2016
2016
2017
2019

2016
2020
2015
201
2018
2018
2019
2015
2017

2014

2014
2016

2018



lob fair fee

lob fair fee

Job fair fee

Job fair fee

Joh fair fee

Jab fair fee

Jab fair fee

. Job fair fee

Jab fair fee

lob fair fee

lob falr fee

lob fair fee

Job fair fee

Job fair fee

Joh fair fee

Job fair fee

Job fair fee

Job fair fee

Job fair fee

Recruitment event (practice written & info sassion)
Exam venue rental fee

Exam venue rental fee

Exam venue rental fee

Exam venue rental fee

Safety costs for exam rentals

Police/youth listening circles & dialogue report
Spensorship of LEN Entreprencurial Boot Camp
Sr.i_c?msorship of table at Exito Awards

Auto allowance for approved positions

Parking costs for mana ent employees
Audio/visual rental for“ppeal hearing
Chair rental for exams

EMT exam vouchers for Firefighters

Notary Public filing fee

Notary Public bond renewal fee

Ethics Instructor Certification course

Travel advance for ethics course

Deliverias to testing consultants

Delivery of mis-directed package to rightful owner
Delivery of meeting materials to Commissioners
Witness fee

Witness fees

Witness fees

Process server delivery

Process server delivery

Fax machine maintenance

Annual dues & conference registration

APCO membership dues for DeHaan
Reimburse expenses for NACOLE attendee
Webinar registration

WEMA annual membership

State Bar dues

Police Citizen Academy shirts for Commissioners
CPAT preparation classes

Court reporter appearance fees & transcripts
Mediation services

Communigations consulting

Payment to contractor in {ieu of grant money
Refund to State for grant funds which closed early
FC/FF/FED background caregiver check
Outreach/surveying--Lindsay Heights
Outreach/surveying--Sherman Park

Fresh Coast Classic

Marguette University

MATC

South Sub, Chamber of Comm-MATC
UW-Milwaukee

UW-Waukesha

Concordia University

Social Development Foundation
Lakefront Communications/WIMR
LULAC Nationa! Women's Conf.
Milwaukee Career Expo (DER paid half)
Mitcheli Street Bid #4 Sun Fair
Garfield Avenue Blues Festival
Alvernoc College

United Negro College Fund

Latino Family Expo

WI Private Colleges Career Consortium
Puerto Rican Festival

Black Arts Fest MKE

Milwaukee Public Schools

Wiscansin Center District

Milwaukee Public Scheols

Serb Hall

Intercontinental Milwaukee Hotel
Milwaukee Public Schools

Ziedler Center for Public Discussion

Latino Entrepreneurial Netwark SE W1 Inc.
Latine Entrepreneurial Network SE WI Inc.

City positions ordinance

Imperial Parking (1000 N. Water St.)
Studio Gear

Area Rental & Sales Co. & unknown
National Registry of EMTs

WI Dept. of Financial Institutions
Milwaukee Court Bond Agency
Nea! Trautman PhD inc.

La'Neka Horton

FedEx

FedEx

Quicksilver Express Courier of Wl
Kerry Flowers

State Process

Von Briesen & Roper 5C

SACCO Process & Inspections LLC
State Process Service

Blue & Koepsel)

NACOLE

APCC International

Executive Director

NACOLE

WI Emergency Management Association
State Bar of Wisconsin

Lark Uniform Company

Milwaukee Brotherhood of Firefighters
Susan Taylor

WI Community Services Inc

Regalis Management

Diamond Hanson

State of Wi Dept. of Military Affairs
W1 Dept. of Justice

Community Development Mgt. Partnerships

Peppnation Sports Leadership Camps Inc.

2013-2017

2013, 15,17

2014-17,15-20

2018-2019
2018-201%

2014, 2017-19
2013, 2015-19
2016, 2020

2014-16, 19

2013-2019
2017-2020

2015-16, 2018
2013-2014

2014-15, 2018
2014-15, 2018

2013-2020

2016-17, 2019

2013-2019
2017-2018
2013, 2015

2013-2019
2017, 2019

2013-2020
2013, 2017
2019-2020

2013-16, 2018
2017-2018

2013
2013
2015

2013
2014
2014

2014
2017
2017
2017
2017

2018
2019
2018
2018

2017

2017
2017
2018

2015

2015
2015

2017
2019
2016
2016
2015
2014

2016

2019
2018

2018

2109
2019

2017



Outreach--Milwaukee County Parks

_ Butreach--Midnight League coaches pay
-*-Mental health support--reckless driving summit
Cutreach--My Brother's Keeper Youth Summit
DO intarview recording, marketing, promotion
Photographs of Commissionars and staff
Replace artwork damaged at Manney hearing
Criticall licensing, software, maintenance
JobAps annual fee

SP5S annual fee

AlM annual tech support fee

Cell phone for Homeland Security
Maintenance on testing laserjet printer
Rei_mbursement to exam raters

Fo:od for outside exam raters

Food for consultants

Food for test development meeting

Food for exam raters and monitors

Food for background/oral/WSE raters

Feod for interview panel

Food for recruiting/open house event

Food for discip. app=al panel (incl. parking)
Feod for CampHero

Food for Chief reappointment ceremaonies

Food for community mtg, re Director appt.
Food for community breakfast mtgs (Oper.Mgr)
Faod for community events

Feod for Wi Voices/Pwr Fwr Media DO mtg
Food/water for FPC meetings

Train for exam rater with travel agent fee
Airfare for exam raters with travel agent fee
Lodging for consultants

todging for raters

todging for EMCD interviewee

Reimburse travel expense for EMCD interviewee
Reimburse relocation expenses

Parking validattons for raters

Shuttles to exam venue

Transportation of candidates to exam venue
Transportation for field trip for Earn & Learn empl.
Job analysis training for testing analyst
Class-~conducting effective internal investigations
Diversity conference registration for Buford
Conference registration fee for Horton
Conference airfare

Conference lodging

Conference registraticn fee for staff
Conference registraticn fee for Mirehouse
Reimburse expenses for travel to seminar
Reimburse expenses for trave! to various semipars
Relmburse expenses for meals at seminar
Reimburse for exam supplies purchased
Reimburse for appeal hearing expenses
Translation--live language interpretation
Translation--brochure, draft DCJ report & findings
Advertisements--bilthboards/videos/copywriting/
posters/bus wraps & shelters/translation
Advertisements--billboards/bus shelters
Advertisements--billboard
Advertisements--bus posters
Advertisements--bus wraps
Advertisements--email blast

Peppnation Sports Leadership Camps Inc.
MPS Recreation Dept.

Alfonzo Watkins MSE LPC

Ziedler Center for Public Discussion
Pwr Fwd Media

Lila Aryan Photography

Unknown vendar

Biddle Consulting Group

Dept. of Employee Relations

IBM Corporation

On Target Performance Systems Inc.
Verizon

Sentinel Technologies Inc

various vendors

various vendors

varicus vendors

varicus vendors

varicus vendors

various vendors

Waterfront Deli

various vendors

various vendors

Unknown vendar

Unknown caterer

Unknown vendor

Coffee Makes You Black

Aramark, Wl Voices Afr/Amer roundtable
Unknown vendor

various vendors

Unknown vendor

Keystone Travel & airlines
Aloft/Pfister/Hilton/intercantinental
Aloft, Hyatt Place, Intercontinental
Hyatt Hotels

Delta Airlines

FPC Risk Auditor

Interpark

Go Riteway Transportation Group
Above & Beyond Services

First Student Charter Buses

IPAC Conference

Waukesha Ceunty Technical Coltege
NAAAHR Milwaukee Inc.

IPMA

IPMA

IPMA

Women Leaders Conference

Governor's Conf. on Emerg. Mgt. & Home Sec.

Executive Director

Emergency Communcations Dir (DeHaan)
IPMA (Horton)

FPC testing analyst

various vendors

Jennifer Flamboe

Jennifer Flamboe

Cl Design

Clear Channe! Qutdoor

National Muffler & Food Mart Inc
Vector Media Holding Corp
Direct Media USA

Sinclair Broadcast Group

2018-2019

2014-17, 2019
2014-2019
2103, 2015-19
2015-2019

2013, 2015-19
2013-14, 2017

2013-2015-20

2018-2020

2013, 2015-18
2015-2020

2014, 20186

2016-2020
2013, 15-17, 19

2013, 2015-16
2013-14, 16-19

2013-2018
2015-16, 2015

2013, 2018
2017-2018

2013-2014

2016-2017
2016-2018

2017-2019

2018
20192
2019
2018
2019
2015

2013
2015

2013
2013

2018

2019

2015
2017
2017
2018

2016

2019
2019
2019

z017
2019
2016
2019
2019
2017
2017
2017
2020
2020

2017

2015

2017
2017
2019
2017
2019



Advertisements--Executfve Director vacancy
Advertisements--Executive Director vacancy
Advertisements--FPC Staffing Services Mgr,
Advertisements--Palice Planning & Pol. Dir.
Advertisements--EMCD
Advertisements--Facebook
Advertisements--television
Advertisements--television
Advertisements--mabile site
Advertisements--MKECR Partal
Advertisements--newspaper
Advartisements--newspaper
Advertisemenis--newspaper
Advertisements--newspaper
Advertisements--newspaper

- Advertisements--newspaper
Advertisement--4th annual dinner gala & awards
Advertisements--radio

Advertisements--radic
Advertisements-—-radic
Advertisements--radic
Advertisements--recruitment flyers
Advertisements--posters
Advertisements--video

Recruitment materials—-health guides
Recruitment materials for CampHero
Recruitment materials--swag
Recruitment materials—-swag

‘Audia installation at courtroom

Mail services

Paper (card stock, colored)
Remodeling

Telephone services

Auxitiary program cost for employee
Ternp PSSl salary & fringe costs (FF/FC backgrounds)
Pcol vehicle/rental car

Chair replacements

Sit-to-stand desks

Ipads and Ctterboxes for FPC meetings
Ipad power adapters & USB cables
Cornputer cable for foot switch
Surface pens

Power cord for laptop

NACOLE & WI City/County Mgt Assn
NACOLE

NACOLE

Dept. of Employee Relations

Dept. of Employee Relations

Faceboak

Geofencing Campaign {WDIT TV}

WVTV

WOIT TV

Facebook

El Conquistador

Milwaukee Community Journal
Milwaukee Courier

Milwaukee Times

Spanish journal

Wisconsin Gazette

Pastors United Community Advocacy Inc
Unrecorded (Pracard purchase)
Milwaukee Radio Group/Lakefront Commun-
ications—-WIJMR

Capstar Radio Qperating Group (lheart Radio}
El Sol Broadcasting

Minuteman Press

Milwaukee Public Schoots

Media Circus Internaticnal

Johnsan Media Consulting LLC

Sirchie

Will Enterprises

Crestline Specialties Inc

Select Sound Service

Dept, of Administration/Central Records
Dept. of Administration

Dept. of Public works

Dept. of Administration

Dept. of Employee Relations

Milwaukee Police Department

Dept. of Public works

National Business Furniture, Relax the Back
Mational Business Furniture / Amazon
Amazon

Apple

Best Buy

Best Buy

Amazon

2018-2019

2014-17, 2019
2014-2017
2(14-2015
2014-2017
2015, 2017

2014-2019
2017, 2019

2017-2018
2014-2015
2017-2019
2013-2018
2014-15, 2020
2013-2019

2013, 2017-18

2013-14, 17-20

.2013, 2016-17

2017, 2019

2014
2014
2016
2016
2018

2018
2019
2018
2018

2017
2017
2013

2019
2017
2018

2014

2017

2018

2014

2018

2019
2020
2020
2020
2020
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City of Milwaukee - Purchasing at a Glance

t's in Your Hands

" Dollar Amount.*

.| -Purchasing Reguiréments - ="

Petty Cash

Up to $100

Solicitation of quotes is at the discretlon uf the user dept Recerpt is
required for reimbursement.

Frocard

Up to $5,000, excluding inventory
items, items on a vendor contract, .
and professicnal services contracts
(see Professional Services Contract
section below)

Unacceptable Procard purchases list
available on MINT,

Procard purchases must be made with an emphasis on using Office of
Small Business Development {OSBD}-certified SBE firms, The list of firms
is posted on the OSBD website:
https://milwaukee.diversitycompliance.com/

“Green Purchasing”: In addition, we encaurage the purchase of
sustainably-sourced , recycled, and recyclable materials, as outlined

on Mint. Milwaukee.gov/Be-Green-at Work. In partnership with the
efforts of the DOA-Environmental Collaboration Office, we encourage you
to look for commonly known certificates that indicate that the product is
“green”/sustainable as identified below in support of the environment.

Voucher in FMIS

Up to §5,000, excluding inventory
items, items on a vendor contract,
and professional services cantracts
{see Professional Services Contract
section below)

One or more written quotes at the discretion of the user department
with an emphasis on using certified $BE firms through the OSBD,

Consider submitting a requisition for a vendor contract for repetitive
purchases in excess of 515,000 annuaily.

”Were in it together”

FRurcbaging Method

Dollar Amount -

- Purchasing Reuiréments - -

Dept. must submit a requisition and subrmt the followmg documents to
Purchasing:
¢« Quotes from at least three vendors

{RFP), or Exception to Bid

‘ ‘ Between +  Asigned Requast for Pricing form

Jumpstart $5,000 and $10,000 ’ | ’
Forms should have valid pricing, delivery dates, and a binding sighature
from the selected vendor. Purchasing will create a P.O. or Vendor
Contract.
Dept. must enter a requisition. Purchasing will conduct an informal bld

Informal Bid, Request for RFP, or excepticn to bid.

Proposal {RFP), c?r Between ° P

Exception to Bid #10,001 and $50,000 If the purchase being requested is a sole source or single source, the
Dept. must complete an Excepticn to Bid form.,

- Dept. must enter a requisition. Purchasing will conduct a formal bid, RFP,
Formal Bid, or exception to bid.
Reguest for Proposal Over $50,000

If the purchase being requested is a scle source, single source, or request
for an RFP, the Dept. must complete an Exception to Bid form.

Professional Services
Contract

Any Dollar Ameunt

All professional services contracts, regardless of dollar amount, must be
processed by Purchasing.

Dept. must submit the following forms with the requisition:

e Exception to Bid

¢ Summary of Experience

. Professional Services Contract Questichnaire

* [T Requisition Questionnaire {for IT requisitions)

Purchasing will create a PO, or service contract,

IT and/or IT Related
" Procurement

Any Dollar Amount

Requires the submission of a requisition

Emergency Purchases

An Emergency Purchase is defined as a situation that threatens life, health, safety or the continuation of work.

Failure to plan for timely requisition submittal does not constitute a “rush” for the Purchasing Division,

Upon recognition of an emergency, immediately email {when possible) the City Purchasing Director for handling instructions.
After obtalning approval, department must enter a confirming requisiticn. Include a note in the Line Comments with the name
of the approver from Purchasing, the date of approval from Purchasing, and that it is a “confirming requisition”.
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Request: Anything where we pay to receive a service or henefit without having it go through Purchasing
- regardless of the dollar amount. From 2020 ~2013. Names, services, date or date range since we
- warked with them and amount of money.

Record search result: The services/benefits procured without a contract are listed on the accompanying
spreadsheet. Listed below are the services/benefits that were procured with a contract through
Purchasing for context purposes and are not included in the spreadsheet.

- Contracts set up by Purchasing for use by all departments:
: VOffice supplies

Dell computers

: Vanguard Storage & Recovery, LLC (Lenovo computers)
Adobe software

CDW-G software

SHI Internationa! Corp. {software)

Paper

Quick Acquisition (backgrounds)

ADECCO {personnel)

Manpower (personnel)

Personnel Specialists Ltd {personnel)

Time Warner Cable — contract set up by City Clerk (?) but we paid for cable for 3 months due to contract
issues.

Occupational Health Centers of the SW PA (aka Concentra) {drug tests and physical exams)

Contracts we requested from Purchasing:

Board of Regents, UW system, St. Norbert College (survey)
' Capier lease

EB Jacobs {police entry-level and promotional exams)

~ Edward Claughton IIl — presentation of audit findings, travel & expenses—can’t remember if this was a
contract or not. Could also have been paid for with Contingent Funds-.

IO Solutions {fire entry-level and promotional exams)
Rudolph Konrad (later became plain vendor, but am considering him a contract for this audit)

Michael Skwierawski, Inc. (hearing examiner for Manney appeal)



Steven Brand! (use of force report)
West Allis Fire Dept, (CPAT testing)
Humber Mundie & McClary (psychological testing)

Winbourne Consulting (CAD consultant)

Notes:

.. CritiCall software & maintenance—we originally went through Purchasing to obtain the licenses, etc. but
| do nat believe it resulted in a contract. These costs are included on the spreadsheet.

IBM Corporation — We had a contract with them for several years, then decided it was more efficient to
. just pay them the annual fee without a contract. | will carry them on the spreadsheet throughout all of
~ the years as if there was never any contract with them.

" JobAps — This is a contract that DER sets up, not us; we just pay them our share every year. l'llinclude
~ that cost in the spreadsheet since it’s not our contract.

AIM — contract for FPC until 2017, then just plain vendor. Including all costs on spreadsheet.

DOJ Collaborative Committee — | did not include any of those costs on the spreadsheet as these
" expenses were incurred at the request of the committee.

Total number of outside exam raters:

2013 53
2014 0O
2015 32
2016 54
2017 16
2018 6
2019 22
2020 O
TOTAL 183

3/31/20



Michael Skwierawski, Inc. (hearing examiner for Manney appeal)
Steven Brand! {use of force report)

West Allis Fire Dept. {CPAT testing)

Humber Mundie & McClary (psychological testing)

Winbourne Consulting {CAD consultant)

Notes:

CritiCall software & maintenance—we originally went through Purchasing to obtain the licenses, etc. but
| do not believe it resulted in a contract. These costs are included on the spreadsheet.

IBM Corporation ~ We had a contract with them for several years, then decided it was more efficient to
just pay them the annual fee without a contract. | will carry them on the spreadsheet throughout all of
the years as if there was never any contract with them.

JobAps - This is a contract that DER sets up, not us; we just pay them our share every year. I'll include
that cost in the spreadsheet since it’s not our contract.

AIM = contract for FPC until 2017, then just plain vendor. Including all costs on spreadsheet.

DOI Collaborative Committee - | did not include any of those costs on the spreadsheet as these
expenses were incurred at the request of the committee.

Total number of outside exam raters:

2013 53
2014 0
2015 32
2016 54
2017 16
2018 6
2019 22
2020. 0

TOTAL 183
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2017 COMMUNITY QUTREACH ACTIVITIES 1/14/2020

ACCOUNT ACCOUNT DESCRIPTION EXPENSE DESCRIPTION AMOUNT  SUB-TOTAL TOTAL

Food for 2 FPC community conversation breakfast meetings and 1
630106  Food & Forage Lindsey Heights outreach meetinsYJiJllJF Coffee Makes You
Black)

Food for Men's Health & Community FaisgfijjiliJand W1 Voices
African American round table town hall meeting il
Facilitation by Zeidler Center for Public Discussion of Police/Youth

632502 Building Rental listening circles & dialogue report held at First Stage Theatre with
Boys and Girls Club participants

634004 Administrative Charges Sponsorship of Latino Entrepreneurial Network Boot Camp
Sign language interpretation for FPC :._mmziamn
634005 Other Professional Services Interpreting Services Inc.} and Spanish translation for FPC meeting

($980 Southside Organizing Committee)

Spanish translation fee for draft DOJ Findings and
Recommendations, and for answers to the draft - Jennifer Flamboe
DBA Equa Lingua

Qutreach and surveying work in Lindsey Heights and other targeted
neighborhoods for $PC by CDMP SPA Holdings LLC

Qutreach to Sherman Park including food, field trips, daily activities,
sports - PeppNation Sports Leadership Camps

Transpertation of 3 FC candidates to exam site - Above and Beyond
Services

Ad for Pastors United Community Advocacy 4th annual dinner gala
636503 Advertising & awards banquet

636501 Travel & Subsistence

This report does not include costs for general office supplies, postage, etc. used



2018 COMMUNITY QUTREACH ACTIVITIES 1/15/2020

ACCOUNT ACCOUNT DESCRIPTION EXPENSE DESCRIPTION AMOUNT SUB-TOTAL TOTAL
Food for MATC law enforcement career workshop (shared cost with
MATC)

Outreach and surveying work in Lindsey Heights and other targeted
neighborhoeds for FPC by CDOMP SPA Holdings LLC

Qutreach to Sherman Park including field trips and sport activities -
PeppNation Sports Leadership Camps

Midnight League Spring and Summer Coaching Costs - Milwaukee
Public Schools Recreation Dept.

Spansorship of table at Exito Awards {Latino Entrepreneurial
Network)

630106 Food & Forage

634005 Other Professicnal Services

636503 Adve

GRAND TOTAL!

This report does not include costs for general office supplies, postage, etc. used



2019 COMMUNITY QUTREACH ACTIVITIES . 1/15/2020

ACCOUNT ACCOUNT DESCRIPTION EXPENSE DESCRIPTHON ) AMOUNT  SUB-TOTAL TOTAL

832502 ilding Rent
50 Building Rental Rental of Milaukee Tech High School for Reckless Driving Summit

634005 Other Professional Services Mental health support at Reckless Driving Summi
Pragram LLC), My Brother's Keeper Youth Summit:

Wake-up

Outreach to Sherman Park including field trips and sport activities -
PeppNation Sports Leadership Camps

GRAND TOTAL

This report does not include costs for general office supplies, postage, etc. used
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