From: Tanya Koshy

Subject: Recommendation 90.2
Date: Friday, September 10, 2021 5:40:22 PM

This message is from outside the City email system. Do not open links or attachments from untrusted
sources.

Dear Acting Captain Altorfer:

Our office has completed its review of the materials related to Recommendation 90.2 that have been submitted to
us as part of the collaborative reform process. After reviewing the package and information provided by the
Department, the California Department of Justice finds as follows:

Recommendation 90.2: The SFPD should commit to ensuring transparency and diversity in key assignments
predicated on advancing and developing a talented and diverse pool of leaders.

Response to 90.2:

SFPD has taken several steps that demonstrate its commitment to ensuring transparency and diversity in key
assighments.

First, in January 2021, SFPD released its Racial Equity and Inclusion Action Plan (REAP), which is required under the
City of San Francisco’s Ordinance 188-19. This ordinance required every city agency to prepare a Racial Equity
Action Plan to identify specific steps and a timeline to achieve equity within the city agency. Starting in 2022, all city
agencies must also prepare an annual report on their progress on achieving their equity goals. SFPD’s REAP includes
timelines for plans to increase diversity in recruitment, retention, and promotion. For example, SFPD has committed
to conducting an annual review of salaries to compare its salaries with industry standards and is aiming to start this
review in the last half of fiscal year 2021-2022. SFPD also indicates that it is working on ensuring diverse hiring
panels for each interview cycle.

Second, SFPD has established an Office of Equity and Inclusion (OEl), codified in Department Notice 21-067. The OEl
will work in collaboration with all units, divisions, and bureaus to educate members on equity and inclusion
strategies, equal employment opportunity policies, and federal, state, and local anti-discrimination laws.
Additionally, the OEIl will be in charge of managing SFPD’s implementation of BiasSync, a program that includes an
implicit association test, training for bias mitigation, and dashboards. BiasSync provides a two-hour training session
for each officer after their implicit association test as well as monthly micro-learning sessions. After two years,
BiasSync will measure and report to SFPD any changes in officer attitudes. This program is described in more detail
in the email summary finding SFPD in substantial compliance with Recommendation 27.1. The OEl will report to the
Deputy Chief of the Administration Bureau.

Third, to institutionalize data collection, monitoring, and analysis as it relates to diversity, SFPD created the Staffing
and Deployment Unit (SDU) in 2018. The SDU is responsible for collecting and analyzing personnel data, including
the demographic reports. This unit is described in more detail in the email summary finding SFPD in substantial
compliance with Recommendation 90.1. SFPD has also codified SDU’s roles in Unit Order 21-04.

Fourth, SFPD has issued Staff Services Division Unit Order 21-05 which requires Staff Services to directly notify Police
Employee Groups (PEGs) any time new job openings are published. SFPD identified the following PEGs:

e San Francisco Police Officers Pride Alliance (Pride Alliance)
e Asian Police Officers Association (APOA)

e Officers for Justice (OFJ)



e Women’s Action Committee (WAC)

e  Filipino American Law Enforcement Officers Association (FALEO)
e  Latin Police Officers Association (LPOA)

e  San Francisco Police Officers Association (POA)

Fifth, SFPD consulted with Sergeants, Lieutenants, Captains, Commanders and reviewed current trainings and
assignments to develop a list of specialized assignments, professional development opportunities, and trainings that
would help members with professional advancement within the Department. This list was codified in Department
Notice 21-080.

One of the professional development opportunities referenced in Department Notice 21-080, is SFPD’s Leadership
Development Institute (LDI), which was started in the fall of 2019. The LDl is an intensive long-term leadership
training limited to just 25 members per cohort and SFPD intends to offer it several times a year. SFPD provided the
racial and gender demographics for the first three cohorts. The racial composition of the LDI cohorts appears to be
consistent with SFPD’s general composition and women are slightly more represented in the LDI cohorts than in
SFPD’s general population.

Based on all of the above, the California Department of Justice finds SFPD in substantial compliance with this
recommendation.

Please let us know if you have any questions or would like to discuss this further.

Tanya

Tanya S. Koshy (she/her)
Deputy Attorney General

Civil Rights Enforcement Section
California Department of Justice
1515 Clay Street, Suite 2100
Oakland, CA 94612

CONFIDENTIALITY NOTICE: This communication with its contents may contain
confidential and/or legally privileged information. It is solely for the use of the intended
recipient(s). Unauthorized interception, review, use or disclosure is prohibited and may violate
applicable laws including the Electronic Communications Privacy Act. If you are not the
intended recipient, please contact the sender and destroy all copies of the communication.



Hillard Heintze File Review Recommendation # 90.2

Finding # 90 The SFPD does not have representative diversity within all its ranks in the organization,
especially in the supervisory and leadership ranks.

Recommendation # 90.2 The SFPD should commit to ensuring transparency and diversity in key assignments
predicated on advancing and developing a talented and diverse pool of leaders.

Recommendation Status Complete Partially Complete In Progress
Not Started  No Assessment

Summary

Under Chief Scott, the SFPD has expanded its focus on internal development of personnel.

Compliance Measure #1: The Racial Equity & Inclusion Action Plan (REAP) was released by the Department in January of
2021. The REAP is a strategic plan for the San Francisco Police Department, guided by the Citywide Racial Equity
Framework, to enact institutional and structural change to achieve racial equity and inclusion. It is the objective of the
SFPD's REAP to ensure that all of its members, professional or sworn, have the same equal opportunity and access to
promotion and advancement opportunities. The research and data contained in the SFPD's REAP will reflect past,
present, and future efforts to identify areas where racial equity and inclusion have and will continue to improve. "Phase
One" of the Plan focuses on the work that must be done to ensure support for all employees. It has several key focus
areas including Hiring, Recruitment, Retention, Promotion, Mobility and Professional Development.

Compliance Measure #2: Through its Diversity Strategic Plan (Rec 89.1) the SFPD developed the goals, objectives and
metrics to implement, track and institutionalize initiatives that aim to recruit, hire and retain a qualified diverse
workforce. Additionally, the Racial Equity & Inclusion Action Plan establishes a focus on Diverse and Equitable
Leadership, and the SFPD's overall goal on diverse and equitable leadership is to create an inclusive and diverse
organization where diverse members have equal access to leadership positions throughout the Department.

Compliance Measure #3: In addition to and support of the policies already discussed, the SFPD’s DN 21-067 "SFPD
Office of Equity and Inclusion" was issued on 04/15/21.The SFPD - Office of Equity and Inclusion (OEI) has been
established to create and sustain an equitable, supportive and professional environment. The OEl will work in
collaboration with all units, divisions, and bureaus within the department and will manage the forthcoming bias initiative.
The Department's overall goal is to establish and maintain a safe and equitable environment for all members.

Compliance Measure #4: The department has demonstrated a focus and ongoing improvement regarding overall
improvement of advancement opportunities. By way of example, in September 2019, the San Francisco Police
Department launched the first Leadership Development Institute (L.D.l.) cohort. The L.D.l. will offer leadership training
to all members (sworn and professional staff) in order to provide professional and personal development and
enhancement leadership at all levels. Much of the work in this area is newer to the overall CRI timeline and the long-term
results remain to be evaluated. But the policies, focus and data to date are promising.

Compliance Measures Status/Measure Met

1 Evidence of a plan to ensure transparency and diversity, consistent with

Recommendation 90.1. VYes ONo LIN/A
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2 Identify an employee development plan that supports the diversity goals

established under strategic diversity plan (Recommendation 89.1). VYes ONo LIN/A
3 Implement strategies that advance diversity. vYes ONo [ON/A
4 ;Z(())anlgnuous review and improvement loop based on measurements against JYes ONo [OIN/A

Administrative Issues

Compliance Issues
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