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THE ASSOCIATION & THE COMPANY 

The International City/County Management Association (ICMA) is a 100-year-old, nonprofit 

professional association of local government administrators and managers, with approximately 

9,000 members spanning 32 countries. 

Since its inception in 1914, ICMA has been dedicated to assisting local governments in providing 

services to their citizens in an efficient and effective manner. Our work spans all of the activities 

of local government — parks, libraries, recreation, public works, economic development, code 

enforcement, Brownfields, public safety, etc. 

ICMA advances the knowledge of local government best practices across a wide range of 

platforms including publications, research, training, and technical assistance. Its work includes 

both domestic and international activities in partnership with local, state, and federal 

governments as well as private foundations. For example, it is involved in a major library research 

project funded by the Bill and Melinda Gates Foundation and is providing community policing 

training in Panama working with the U.S. State Department. It has personnel in Afghanistan 

assisting with building wastewater treatment plants and has had teams in Central America 

providing training in disaster relief working with SOUTHCOM. 

The ICMA Center for Public Safety Management (ICMA/CPSM) was one of four Centers within 

the Information and Assistance Division of ICMA providing support to local governments in the 

areas of police, fire, EMS, emergency management, and homeland security. In addition to 

providing technical assistance in these areas we also represent local governments at the federal 

level and are involved in numerous projects with the Department of Justice and the Department 

of Homeland Security. In each of these Centers, ICMA has selected to partner with nationally 

recognized individuals or companies to provide services that ICMA has previously provided 

directly. Doing so will provide a higher level of services, greater flexibility, and reduced costs in 

meeting members’ needs as ICMA will be expanding the services that it can offer to local 

governments. For example, The Center for Productivity Management (CPM) is now working 

exclusively with SAS, one of the world’s leaders in data management and analysis. And the 

Center for Strategic Management (CSM) is now partnering with nationally recognized experts 

and academics in local government management and finance. 

Center for Public Safety Management, LLC (CPSM) is now the exclusive provider of public safety 

technical assistance for ICMA. CPSM provides training and research for the Association’s 

members and represents ICMA in its dealings with the federal government and other public 

safety professional associations such as CALEA. The Center for Public Safety Management, LLC 

maintains the same team of individuals performing the same level of service that it has for the 

past seven years for ICMA.  

CPSM’s local government technical assistance experience includes workload and deployment 

analysis using our unique methodology and subject matter experts to examine department 

organizational structure and culture, identify workload and staffing needs, and identify and 

disseminate industry best practices. We have conducted more than 269 such studies in 37 states 

and 204 communities ranging in size from 8,000 population (Boone, Iowa) to 800,000 population 

(Indianapolis, Ind.). 

Thomas Wieczorek is the Director of the Center for Public Safety Management. Leonard 

Matarese serves as the Director of Research & Program Development. Dr. Dov Chelst is the 

Director of Quantitative Analysis. 
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SECTION 1. EXECUTIVE SUMMARY 

The Center for Public Safety Management, LLC (CPSM) was commissioned to review the 

operations of the Casper Police Department. While our analysis covered all aspects of the 

department’s operations, particular areas of focus of this study included: identifying appropriate 

staffing of the department given the workload, community demographics, and crime levels; the 

effectiveness of the organizational structure; and efficiency and effectiveness of division/unit 

processes. 

We analyzed the department workload using operations research methodology and compared 

that workload to staffing and deployment levels. We reviewed other performance indicators 

that enabled us to understand the implications of service demand on current staffing. Our study 

involved data collection, interviews with key operational and administrative personnel, focus 

groups with line-level department personnel, on-site observations of the job environment, data 

analysis, comparative analysis, and the development of alternatives and recommendations. 

Based upon CPSM’s detailed assessment of the Casper Police Department, it is our conclusion 

that the department, overall, provides quality law enforcement services. The staff is professional 

and dedicated to the mission of the department. Through this report, we will strive to allow the 

reader to look inside the department to understand its strengths and its challenges. We sincerely 

hope that all parties utilize the information and recommendations contained herein in a 

constructive manner to make a fine law enforcement agency even better.  

As part of this Executive Summary, below we have listed general observations that we believe 

identify some of the more significant issues facing the department. Additionally, we have 

included a master list of recommendations for consideration; we believe these 

recommendations will enhance organizational effectiveness. Some of these recommendations 

involve the creation of new job classifications. Others involve the reassignment/repurposing of 

job duties to other sections and units. Oftentimes these types of recommendations require a 

substantial financial commitment on the part of a jurisdiction. In the case of the Casper Police 

Department, many can be accomplished by realignment of workload and/or reclassification of 

job descriptions. It is important to note that in this report we will examine specific sections and 

units of the department, and will offer a detailed discussion of our observations and 

recommendations for each. 

The list of recommendations is extensive. Should the City of Casper and the Casper Police 

Department choose to implement any or all recommendations, it must be recognized that this 

process will not take just weeks or even months to complete, but perhaps years. The 

recommendations are intended to form the basis of a long-term improvement plan as the city 

and department continue to grow. It is important that we emphasize that this list of 

recommendations, though lengthy, is common in our operational assessments of agencies 

around the country and should in no way be interpreted as an indictment of what we consider 

to be a fine department. As well, new leadership in the department creates an environment in 

which constructive change can thrive. While all the recommendations are important, we 

suggest that those addressed within the General Observations below receive priority.  
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GENERAL OBSERVATIONS 

■ The Casper Police Department is undergoing a significant change in leadership following a 

period in which both staff and some in the community report that turmoil existed within the 

department and confidence in the department and its leadership was low. However, over the 

past few months, both staff and some in the community have noted positive change within 

the department, and it is apparent that optimism is growing that the department will right 

itself.  

■ It is not uncommon during changes in a department’s administration to hold positions vacant 

pending the appointment of a new chief. During such periods, uncertainty, and in some cases 

anxiety, develops. At the time of the CPSM site visit, the command staff, made up of the Chief, 

one Captain, one Director (civilian equivalent to Captain), and four Lieutenants carried 

vacancies at the position of captain and lieutenant. This represents a 28 percent vacancy 

rate in the command staff, which results in a workload that is overly taxing. For these reasons, 

CPSM would urge the city to move expeditiously to identify new leadership for the 

department. This concern was expressed by CPSM at the time of the site visit. 

■ In addition to the command-level vacancies, several vacancies exist within both the 

Operations and Support Divisions. For example, there are six vacancies in the 911/dispatch 

center, again a 28 percent vacancy rate. Patrol is operating with eight vacancies, an 

approximately 11 percent vacancy rate, although three recruits have been appointed to fill 

vacancies and are presently undergoing academy training. As is the case with command 

staff, this high vacancy rate is taxing on the remaining staff who must fill in the gaps.  

■ There are some operational areas where the addition of full-time, first-line supervisors is a 

critical need. Examples include the 911/dispatch center, which has one on-site supervisor for a 

24/7 operation. This results in the absence of on-site supervision during more than three-

quarters of all hours in a week. Additionally, the sole on-site supervisor has 20 direct reports, 

most of whom are observed infrequently. While a lead dispatcher is generally on-site at all 

times, they have no supervisory responsibility. Another area of need is that of Records, where 

there is no direct, full-time supervision. Additional discussion on these two areas will be found in 

section-specific reporting. 

■ Some organizational realignment is called for, specifically, the enhancement of the Office of 

Professional Standards. This office should include Internal Affairs, Training, and Employment 

Services. These are complimentary functions that are commonly under one command. The 

department currently performs each of these functions, but not under a unified command. By 

combining the functions within the Office of Professional Standards, personnel can be utilized 

more effectively without the need to add additional staff.  

■ The existing police facility does not meet the needs of the department. In fact, some staff 

work from a separate building across the street from police headquarters. The building was 

not designed as a police facility, the floor plan lacks adequate space to accommodate the 

needs of both staff and logistics, which results in cramped conditions, and functions do not 

flow well. For example, the property and evidence office is on a different floor from that where 

officers book evidence, and there are several property and evidence storage facilities 

located off-site. This results in the inefficient use of staff as they must travel between facilities 

multiple times per day.  

■ CPSM staff were collectively impressed by the talent, energy, and commitment of many of the 

management staff that we worked with. We believe that once the leadership transition is 

complete, and the more critical of the recommendations made in this assessment are 
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implemented, the department can emerge as a regional leader in policing and a model for 

other agencies to follow.  

■ As noted previously, specific recommendations follow and are discussed in detail throughout 

the report. These recommendations are offered to enhance the operation of the Casper 

Police Department. The recommendations provided are to ensure that law enforcement 

resources are optimally deployed, operations are streamlined for efficiency, and services 

provided are cost-effective, all while maintaining a high level of service to the citizens of the 

City of Casper. 

CPSM staff would like to thank City Manager Carter Napier, Assistant City Manager Liz Becher, 

Interim Police Chief Steve Schultz, and the entire staff of the Casper Police Department for their 

gracious cooperation and assistance in completing this project.  
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KEY RECOMMENDATIONS 

Patrol Recommendations 
1. Department personnel vacancies should be filled as soon as possible to provide additional 

patrol resources. [See “Patrol Workload Analysis,” p. 31.] 

2.  Adjust personnel deployment to provide more staff during peak activity periods, which will 

deliver a better level of service to the community. [See “Patrol Workload Analysis,” p. 31.] 

Spatial Representation Recommendation 
3. Patrol should address “hot spots” in the community by leveraging all operational assets of 

the department. [See, “Spatial Representation of CFS Demand,” beginning on p. 42.] 

Patrol Investigations Recommendation 
4. CPSM recommends the temporary reporting practices for patrol personnel be clarified 

department-wide to ensure consistency in application. [See “Patrol Investigations / Report 

Writing,” p. 47.] 

Court Appearance Scheduling Recommendation 
5. CPSM recommends CPD and the Court convene a working group to evaluate this issue and 

determine the most resource effective scheduling method, while maintaining the due 

process rights of the violator. [See “Court Appearance Scheduling,” p. 48.] 

Forensic Services Recommendations 
6. CPSM recommends that CPD management develop a relationship with the Wyoming State 

Crime Lab and seek input from the lab’s quality assurance director on the individual and 

group quality of CPD evidence collection to affirm the CPD opinions. [See “Forensic 

Services,” p. 49.] 

7. A tracking mechanism should be put into place to record the efficiency and effectiveness of 

individual and group efforts in the collection of evidence. This will enable the department to 

establish benchmarks that will assist in performance measurement and the identification of 

training needs. [See “Forensic Services,” p. 49.] 

Canine Recommendation 
8. The Traffic K9 serves no specific traffic purpose. The K9 should be reassigned to the Patrol 

Unit. [See “Canine,” p. 50.] 

Traffic Unit Recommendations:  
9. Develop a standing committee made up of members of the police department, public 

works, and the traffic engineer with the responsibility to address causative factors for traffic 

accidents at locations with a high frequency of accidents. [See “Traffic Unit,” p. 50.] 

10. Evaluate traffic enforcement priorities within Casper and determine the appropriate 

enforcement expectation of CPD personnel. [See “Traffic Unit,” p. 50.] 

11. In the patrol training program ensure a trainee is assigned with a traffic team member for at 

least a two-week period. [See “Traffic Unit,” p. 50.] 

12. The CPD Standard Performance Evaluation should be used to document that all members of 

the department’s patrol force dedicate an appropriate level of attention to traffic safety 

and enforcement efforts.  [See “Traffic Unit,” p. 50.] 
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13. As noted in the “Canine” section, the Traffic K9 serves no specific traffic purpose. The K9 

should be reassigned to the Patrol Unit. [See “Traffic Unit,” p. 50.] 

Community Service Officer Recommendation 
14. CPSM strongly encourages the city and department to consider expanding the CSO 

program should CopLogic not improve its impact on CFS reduction. [See “Community 

Service Officers,” p. 52.] 

Investigations Unit Recommendations 
15. If staffing at some point allows, assign a second sergeant to the unit. [See “Criminal 

Investigations Unit,” p. 54.] 

16. Begin maintaining statistics on gang activity; this should include identification of those 

people who are gang affiliated, locations of crimes, and people involved. [See “Criminal 

Investigations Unit,” p. 54.] 

17. The department should begin tracking clearance rates for the department. [See “Criminal 

Investigations Unit,” p. 54.] 

18. Continue pursuing the department’s implementation of NIBRS instead of UCR for the 

reporting of crime statistics. [See “Criminal Investigations Unit,” p. 54.] 

19. The department should consider implementing a rotational policy for positions within the unit. 

[See “Criminal Investigations Unit,” p. 54.] 

20. Upgrade the audio and video systems in the unit’s interview rooms to ensure a high-quality 

product for court purposes. [See “Criminal Investigations Unit,” p. 54.] 

21. With resources being cut in the city and budgets reduced, the department should 

reexamine whether the J-CAT task force position is still a priority. [See “Criminal Investigations 

Unit,” p. 54.] 

22. CPSM recommends the completion of the caseload audit being conducted by the 

lieutenant; this will provide an accurate representation of the caseloads of detectives. [See 

“Criminal Investigations Unit,” p. 54.] 

23. A training matrix for each detective assignment should be completed to ensure the 

detectives have sufficient training to allow for successful investigation of criminal activity 

specific to their areas of assignment. It is acknowledged that the department is presently 

acting on this. [See “Criminal Investigations Unit,” p. 54.] 

24. The department should consider providing smart phones to detectives for business use under 

tightly regulated conditions instead of paying a monthly stipend to detectives. [See “Criminal 

Investigations Unit,” p. 54.] 

Victim Services Unit Recommendations 
25. Strengthen relationships with service providers such as hospitals as well as community-based 

advocates to enhance the level of service and cooperation in meeting the needs of crime 

victims. [See “Victim Services Unit.” p. 58.] 

26. It is recommended the department hold discussions with the county on the possibility of 

allowing CPD workers to continue through the criminal process with certain victims/witnesses. 

[See “Victim Services Unit.” p. 58.] 

27. Provide training to patrol officers to ensure a thorough understanding of the value and 

capabilities of the Victim Services Unit. [See “Victim Services Unit.” p. 58.] 
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Compliance Officer Recommendation 
28. CPSM recommends the department consider reclassifying one of the open police officer 

positions to a civilian position and have that person handle the ordinance compliance issues 

currently assigned to a sworn officer. This position could also assist detectives with their 

administrative work and filing packages. [See “Compliance Officer,” p. 59.] 

Communications Recommendations: 
29. Management and supervision of the PSCC should be restructured to ensure that it meets the 

operational needs of a 911/emergency dispatch center. Upgrading the supervisor and lead 

dispatchers will allow for more effective management and direct supervisory oversight of this 

critical function. [See “Public Safety Communications Center,” beginning on p. 60.] 

30. Consideration should be given to facilitating the hiring of a pool of temporary, part-time 

dispatchers and/or 911 call takers, funded through salary savings, to fill vacancies where 

required to meet staffing needs. A sufficient number of positions should be allocated to 

ensure a pool large enough to meet the staffing needs of the department, since part-time 

personnel often have schedule conflicts (personal and/or professional) that impact their 

availability. [See “Public Safety Communications Center,” beginning on p. 60.] 

31. The minimum staffing in the PSCC should be set at four personnel except for the hours of 

midnight to 6:00 a.m., when the number should not fall below three. [See “Public Safety 

Communications Center,” beginning on p. 60.] 

32. As staffing permits, realign work schedules to more closely match call demand. [See “Public 

Safety Communications Center,” beginning on p. 60.] 

33. Reduce the excessive number of nonemergency incoming calls to the PSCC. [See “Public 

Safety Communications Center,” beginning on p. 60.] 

Records Recommendations  
34. Consider upgrading a records clerk position to serve as the records supervisor (working). [See 

“Records,” p. 69.] 

35. Telephone call demand reduction strategies should be examined as referenced in reporting 

on the Communications Section. For the Records Section, this applies to walk-in traffic as 

well. [See “Records,” p. 69.] 

36. Centralize the coding for reporting crime and clearances within the Records Section and 

ensure that training is provided to ensure conformity with FBI guidelines. [See “Records,”  

p. 69.] 

37. Discontinue the acceptance of cash as a form of payment and rely on the other existing 

forms to include credit/debit cards and checks. [See “Records,” p. 69.] 

Community and Career Services Recommendations 
38. Develop a recruitment team made up of officers who can champion the advantages and 

benefits of the department and Rocky Mountain Region. [See “Community and Career 

Services,” beginning on p. 74.] 

39. Make a concerted recruitment effort to attract minorities and females to the department. 

[See “Community and Career Services,” beginning on p. 74.] 

40. Enhance the use of social media and the internet as recruitment tools. [See “Community 

and Career Services,” beginning on p. 74.] 
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41. Visit job fairs with members of the recruitment team to attract applicants. [See “Community 

and Career Services,” beginning on p. 74.] 

42. Consider the use of retired personnel to conduct background investigations. [See 

“Community and Career Services,” beginning on p. 74.] 

43. Consider beginning a Cadet and/or Explorer Post in the agency as a source of finding 

qualified applicants. [See “Community and Career Services,” beginning on p. 74.] 

44. Consider contracting with a private nationwide company to handle the written test and 

physical agility test portions of the hiring processes in order to broaden the breadth of 

recruitment. [See “Community and Career Services,” beginning on p. 74.] 

45. CPSM recommends the department use as a resource the Office of Community Oriented 

Policing Services handbook titled Law Enforcement Recruitment Toolkit. [See “Community 

and Career Services,” beginning on p. 74.] 

46. The department should assess opportunities that would address the issues related to the 

retention of employees. [See “Community and Career Services,” beginning on p. 74.] 

Training Recommendations 
47. Continue the development of a master training schedule that identifies training needs into 

the future. [See “Training,” beginning on p. 77.] 

48. Continue the development of a list of mandatory executive training such as the FBI 

Academy and Northwestern Training Institute for all staff above the rank of lieutenant. [See 

“Training,” beginning on p. 77.] 

49. Continue the development of the list of required training for each specialty assignment in 

the department. [See “Training,” beginning on p. 77.] 

50. Evaluate the recent partnering on joint training, and continue to look for other opportunities 

to provide training at less cost, faster, and with less burden on staffing. [See “Training,” 

beginning on p. 77.] 

51. Develop a new training program for sergeants and ensure they are sent to midlevel 

management school. [See “Training,” beginning on p. 77.] 

52. Ensure the department continues and completes implementation of the PowerDMS training 

system. [See “Training,” beginning on p. 77.] 

53. Develop a mentoring program for new officers that extends past the time the officers are in 

the field training program. [See “Training,” beginning on p. 77.] 

54. Assess the viability of the continued use of the current Career Track Program. [See “Training,” 

beginning on p. 77.] 

Property and Evidence Recommendations: 
55. Upgrade property and evidence software to eliminate redundancy of entry and improve 

tracking. [See “Property and Evidence,” beginning on p. 83.] 

56. Take affirmative steps to dispose of unnecessary property and evidence, including the 

assignment of necessary staff to complete the work. [See “Property and Evidence,” 

beginning on p. 83.] 

57. Upon completion of the disposal of unnecessary property and evidence, conduct a 

thorough inventory of the remaining material. [See “Property and Evidence,” beginning on 

p. 83.] 
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58. Ensure that annual audits conducted of the Property and Evidence Section include reports 

on total inventory on hand to include the number of items received and disposed of during 

the period covered by the audit. [See “Property and Evidence,” beginning on p. 83.] 

59. Add security features to the property and evidence facilities to include video cameras and 

an electronic key card access system that records time, date, and authorized user entry. 

[See “Property and Evidence,” beginning on p. 83.] 

60. Transfer the responsibility for producing copies of public records related to audio/video 

recordings to the Records Section. [See “Property and Evidence,” beginning on p. 83.] 

61. As the opportunity presents itself, address the myriad physical plant issues that are having a 

negative impact on workload, safety, and efficiency of staff. [See “Property and Evidence,” 

beginning on p. 83.] 

Professional Standards Recommendations 
62. Increase the allowable time for completion of administrative investigations to 30 to 45 days. 

[See the “Office of Professional Standards” section, beginning on p. 89.] 

63. Ensure the sergeants are inputting informal complaint data originating from those complaints 

resolved at the time of complaint by the citizen into BlueTeam’s platform of I/A Pro. [See the 

“Office of Professional Standards” section, beginning on p. 89.] 

64. The department should strive to send all personnel who may be called on to conduct 

administrative investigations to internal affairs training. [See the “Office of Professional 

Standards” section, beginning on p. 89.] 

65. The ability to file a complaint against employees should be made available on the 

department’s website. [See the “Office of Professional Standards” section, beginning on  

p. 89.] 

66. Provide the department’s complaint form in Spanish. [See the “Office of Professional 

Standards” section, beginning on p. 89.] 

67. Make the complaint form available for citizens in the lobby of the police station. [See the 

“Office of Professional Standards” section, beginning on p. 89.] 

68. Reduce the number of use of force incidents that require counseling of an officer from five 

incidents to three. [See the “Office of Professional Standards” section, beginning on p. 89.] 

69. The department should reassess whether the discipline matrix is still the best method for the 

organization’s discipline procedure. [See the “Office of Professional Standards” section, 

beginning on p. 89.] 

70. Reassign the Career Services and Training Functions and personnel to the Office of 

Professional Standards. [See the “Office of Professional Standards” section, beginning on  

p. 89.] 

PIO / Crime Prevention Recommendations 
71. Develop a PIO Team of sworn officers managed by a command level officer; this team 

would handle all press-related issues while also handling most social media duties. [See 

“Public Affairs Officer,” p. 98.] 

72. The department should become more aggressive with other forms of social media than just 

Facebook, for example, Twitter, Instagram, etc. “Public Affairs Officer,” p. 98.] 

73. Reclassify an open police officer position to a civilian position that would handle the crime 

prevention program and other duties as assigned. “Public Affairs Officer,” p. 98.] 



 
9 

Information Technology Recommendations 
74. Consider relocating city IT employees who support the Spillman public safety software suite 

to the police department to be assigned under the direction of the police department 

Technologies Manager. [See “Information Technology,” p. 100.] 

75. A more thorough needs/efficiency study should be conducted throughout the department 

to streamline processes where possible as illustrated relative to the intake of property and 

evidence. [See “Information Technology,” p. 100.] 

CPSM would like to point out that many of the recommendations offered were discussed with 

the department during an out-briefing at the close of the site visit. To the department's credit, it 

indicated an interest in moving forward with implementation of a number of these 

recommendations even before receiving our report.  
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SECTION 2. METHODOLOGY 

Data Analysis 
CPSM used numerous sources of data to support our conclusions and recommendations for the 

Casper Police Department. Information was obtained from the FBI Uniform Crime Reporting 

(UCR) Program, Part I offenses, along with numerous sources of internal information. UCR Part I 

crimes are defined as murder, rape, robbery, aggravated assault, burglary, larceny-theft, and 

larceny of a motor vehicle. Internal sources included data from the computer-aided dispatch 

(CAD) system for information on calls for service (CFS). 

Interviews 
This study relied extensively on intensive interviews with personnel. On-site and in-person 

interviews were conducted with all division commanders regarding their operations. 

Focus Groups 
A focus group is an unstructured group interview in which the moderator actively encourages 

discussion among participants. Focus groups generally consist of eight to ten participants and 

are used to explore issues that are difficult to define. Group discussion permits greater 

exploration of topics. For the purposes of this study, focus groups were held with a representative 

cross-section of employees within the department.  

Community Focus Group 
In addition to departmental focus groups, CPSM hosted a focus group for members of the 

community. Here, we solicited input from community members concerning their feelings toward 

the department, specific to its strengths, weaknesses, opportunities present for improvement, 

and threats to operational effectiveness. Reporting on this meeting can be found later in this 

report.  

Document Review 
CPSM consultants were furnished with numerous reports and summary documents by the Casper 

Police Department. Information on strategic plans, personnel staffing and deployment, monthly 

and annual reports, operations manuals, intelligence bulletins, evaluations, training records, and 

performance statistics were reviewed by project team staff. Follow-up phone calls were used to 

clarify information as needed. 

Operational/Administrative Observations 
Over the course of the evaluation period, numerous observations were conducted. These 

included observations of general patrol; investigations; support services such as records, 

communications, and property and evidence; and administrative functions. CPSM 

representatives engaged all facets of department operations from a “participant observation” 

perspective. 

Staffing Analysis 
In virtually all CPSM studies, we are asked to identify appropriate staffing levels. That is the case 

in this study as well. In the following subsections, we will extensively discuss workload, operational 

and safety conditions, and other factors to be considered in establishing appropriate staffing 

levels. Staffing recommendations are based upon our comprehensive evaluation of all relevant 

factors.   
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SECTION 3. COMMUNITY AND DEPARTMENT 

OVERVIEW 
 

COMMUNITY 

The City of Casper is in Natrona County, Wyoming. Casper is the county seat and is the county’s 

largest city, encompassing nearly 75 percent of county residents. The city has a total land area 

of 26.90 square miles. The U.S. Census Bureau in 2016 estimated the city’s population at 

approximately 59,324, a 7.2 percent increase over the 2010 population of 55,317. The city is 

governed through the council/manager form of government.  

The City of Casper is a somewhat heterogeneous community; its population is 88.4 percent 

white, 7.4 percent Hispanic, 1.0 percent African American, 0.9 percent Native American, 0.8 

percent Asian, and 2.6 percent two or more races.  

The owner-occupied housing rate is 63.5 percent for the city, compared to 69.1 percent for 

Wyoming as a whole. The rate of persons per household for the city is at 2.42 compared to 2.49 

statewide. The median household income is $57,790 for the city, compared to $58,840 for the 

state of Wyoming. Persons living in poverty make up 10.5 percent of the city’s population, 

compared to 11.1 percent for the state of Wyoming. This comparison reflects that the city rates 

are not highly inconsistent with state rates.  

Owner-occupied housing and poverty rates are examined, since lower home ownership and 

higher poverty rates are often found in communities with higher crime rates. These are not 

factors for the City of Casper.  

 

DEPARTMENT 

The Casper Police Department provides a full range of law enforcement services, excluding 

custody operations. It is the largest law enforcement agency in Natrona County. As such, it 

serves as a leader in law enforcement services for the county to include staffing the Public 

Safety Communication Center, which provides 911/emergency dispatch services for all public 

safety agencies within Natrona County. Furthermore, the CPD’s law enforcement records 

management system serves the entire county. 

The Casper Police Department is guided by clear mission, vision, and values statements as 

follows: 

Mission 

The Casper Police Department, in dedicated service to the City of Casper, guards and protects 

the life, property, and constitutional rights of all people in the community in order to facilitate 

and foster a safe and secure community. 

VISION 

The Casper Police Department is a professional police organization of irrefutable noble 

character, respected and trusted by the entirety of the community and its citizens to guard their 

freedoms, safety, and security. 
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Core Values 

The following Core Values are the cornerstones of the Casper Police Department, and the 

manner of conduct and service by which all members of the Department accomplish and 

contribute to the Mission: 

Integrity 

We conduct ourselves with uncompromised honesty, honor, ethics, and nobility in all situations 

and relationships. 

Human Dignity 

We acknowledge and recognize the value all people by carrying out our duties with dignity, 

respect, and deliberate regard to all. 

Justice 

We serve our community in an unbiased and impartial manner, applying equal protection to all 

under the law, and fairly enforcing the rule of law we are sworn to uphold. 

Professionalism 

We are accountable to ourselves and the public for the quality of our service. We strive for 

exceptionalism in standards of proficiency and conduct in all aspects of our duties. We seek to 

continually improve ourselves, our Department, and our community relationships. 

Leadership 

Steadfast, resolute leadership is a hallmark of our Department. We entrust our members to lead 

ethically and responsibly within the organization and in the community we serve. We subscribe 

to servant-leadership – servant first to the needs of others. 

Uniform Crime Report/Crime Trends 

While communities differ from one another in population, demographics, geographical 

landscape, and social-economic distinctions, comparisons to other jurisdictions can be helpful in 

illustrating how crime rates in the city of Casper measure against those of other local Wyoming 

agencies as well as the state of Wyoming and the nation overall. 

The FBI’s Uniform Crime Reporting (UCR) Program assembles data on crime from police 

departments across the United States; the reports are utilized to measure the extent, fluctuation, 

and distribution of crime. For reporting purposes, criminal offenses are divided into two 

categories: Part 1 offenses and Part 2 offenses. In Part 1 offenses, representing the most serious 

crimes, the UCR indexes incidents in two categories: violent crimes and property crimes. Violent 

crimes include murder, rape, robbery, and aggravated assault. Property crimes include burglary, 

larceny, and motor vehicle theft. Crime rates are expressed (indexed) as the number of 

incidents per 100,000 population to allow for comparison. 

Data acquired by CPSM from the FBI for use in this reporting reflects the most currently available 

information (2015). As indicated in Table 3-1 follows, in 2015, the Casper Police Department 

reported a UCR Part I violent crime rate of 139 (indexed) and a property crime rate of 2,722 

(indexed). Table 3-2 shows the actual number of offenses. 
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In comparing Casper Police Department data with other Wyoming cities, one can see Casper 

reports below-average rates for violent crime, but above-average rates for property crime. 

Property crime rates in this case are largely driven by larceny offenses, including shoplifting. 

TABLE 3-1: 2015 Comparison of Reported Crime Rates by Jurisdiction, Per 100,000 

City State Population 
Crime Rates* 

Violent Property Total 

Cheyenne WY 63,619 192 3,205 3,397 

Gillette WY 32,502 142 2,354 2,495 

Green River WY 12,686 457 1,135 1,592 

Laramie WY 32,375 133 1,625 1,758 

Rock Springs WY 24,314 354 2,048 2,402 

Sheridan WY 18,030 144 2,163 2,307 

Casper WY 61,355 139 2,722 2,861 

Wyoming 586,107 222 1,903 2,125 

United States 321,418,820 373 2,487 2,860 

*Indexed per 100,000 population. Source: FBI Uniform Crime Report 

 

TABLE 3-2: Casper Police Department Reported Actual Part 1 Offenses – 2015 and 

2016 

Crime 2015  2016 

Murder/ Manslaughter 1 0 

Rape 8 3 

Robbery 17 7 

Aggravated Assault 59 61 

Burglary 212 258 

Larceny 1,396 1,306 

Vehicle Theft 62 119 

Note: FBI data for 2016 not yet available. Data for 2016 provided by Casper PD. 

Figure 3-1 reflects Part 1 Crime trends over the past ten years. It shows that both violent crime 

and property crime fluctuated somewhat between 2006 and 2015, but largely trended 

downward, and significantly so. The highest violent crime rate of this period occurred in 2008 at 

298 (indexed). The lowest rate, at 138 (indexed), occurred in 2014. For 2015, the rate was 139 

(indexed). As noted, property crime also trended downward over this period. The highest 

property crime rate occurred in 2007 at 4,949 (indexed), with the low of 2,685 (indexed) in 2014. 

For 2015, the rate was at 2,722 (indexed). These rates largely follow state and national trends, 

which show declines in both violent and property crime over the past ten years.  
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FIGURE 3-1: Casper Reported Violent and Property Crime Rates, by Year 

 
 

Figure 3-2 reflects comparisons of combined violent and property crime rates for both Casper 

and the State of Wyoming for the period of 2006 through 2015. It reflects the observations made 

in Table 3-3 and Figure 3-1, notably, that crime is trending downward for Casper as well as the 

State of Wyoming. Secondly, the information shows the overall indexed crime rate in Casper is 

higher than the state average. Again, this is driven by higher-than-average property crime rates, 

and specifically, larceny crimes. 
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FIGURE 3-2: Reported City and State Crime Rates, by Year 

 
 

Table 3-3 compares Casper crime rates to both the state and national rates year by year for the 

period 2006 through 2015. Again, this data is indexed per 100,000 population. It is provided for 

illustration purposes only.  
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TABLE 3-3: Reported Municipal, State, and National Crime Rates, by Year, 2006-2015 

Year 
Casper Wyoming National 

Population Violent Property Total Population Violent Property Total Population Violent Property Total 

2006 52,318 248 4,933 5,182 521,073 231 2,893 3,124  304,567,337   448   3,103   3,551  

2007 52,434 292 4,949 5,241 529,131 233 2,803 3,036  306,799,884   442   3,045   3,487  

2008 53,430 298 4,284 4,582 539,308 240 2,663 2,904  309,327,055   438   3,055   3,493  

2009 54,550 198 4,590 4,788 551,287 215 2,558 2,773  312,367,926   416   2,906   3,322  

2010 55,316 195 4,348 4,543 570,473 194 2,409 2,603  314,170,775   393   2,833   3,225  

2011 55,761 192 3,689 3,881 575,060 215 2,204 2,419  317,186,963   376   2,800   3,176  

2012 56,801 153 3,465 3,618 584,176 193 2,204 2,397  319,697,368   377   2,758   3,135  

2013 58,688 150 3,469 3,619 590,427 191 2,119 2,310  321,947,240   362   2,627   2,989  

2014 60,771 138 2,685 2,824 591,789 186 1,891 2,076  324,699,246   357   2,464   2,821  

2015 61,355 139 2,722 2,860 595,889 210 1,824 2,034  327,455,769   368   2,376   2,744  
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Department Authorized Staffing Levels 

Table 3-4 displays the authorized staffing levels for the department for 2015 through 2017 to date. 

Staffing levels will be addressed throughout the report as we discuss specific operating sections. 

This table is simply intended to provide a broad overview of staffing levels for the past three 

years.  

TABLE 3-4: Authorized Staffing Levels for Fiscal Years 2015-2017 

Position 2015 2016 2017 Vacant 

Sworn Positions (8/14/17) 

Chief 1 1 1 
 

Captain  2 2 1 1 

Lieutenant  4 4 4 1 

Sergeant  12 12 12 1 

Officer 77 81 81 5 

Sworn Total 96 100 99 8 

Civilian Personnel 

Director 0 0 1  

Manager 0 1 1  

Supervisor 0 0 1  

Lead 911/Dispatcher 4 4 4  

911/Dispatcher 15 15 12 3 

Call Taker 2 2 4 3 

Records Clerk 4 4 4  

Community Services Officer 4 4 4 1 

Administrative Specialist 4 4 4  

Property Evidence 2 2 2  

Victim Services 1 1 1  

Fleet Coordinator 0 0 1  

Crime Analysis Technician 1 1 1 1 

Community Services Coordinator 1 1 1  

Grant Funded Positions  1 1 2  

Civilian Total 39 40 43 8 

Total Authorized Personnel 135 140 142 16 

 

Strategic Planning 

The department has recently prepared a working draft of a five-year strategic plan, the 

department’s first-ever such plan. CPSM reviewed the plan, 36 pages in length, and found it to 

be comprehensive. It is clear that considerable time, thought, and effort went into its 

preparation. 
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As appropriate in the development of strategic plans, the objectives are lofty, especially given 

the costs of implementation. This should not be viewed as negative or a distraction from what is 

clearly an outstanding plan, as such plans should serve to challenge staff to move an 

organization toward excellence.  

The plan was developed by the department’s command staff. While the plan is comprehensive, 

essential partners were not consulted in its development. Those partners include the public, city 

officials, both elected and staff, and importantly, the police department line staff who will be 

critical to the plan’s successful implementation. As noted, it is a working draft, and before being 

“rolled out,” CPSM suggests that such parties be brought into the process of creating what will 

ultimately be the first-ever Casper Police Department Strategic Plan. 
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SECTION 4. FIELD OPERATIONS BUREAU 

The Field Operations Bureau is managed by a police captain. The division includes the Patrol 

Division and Traffic Unit. Patrol is divided into four patrol teams (two days and two nights), each 

pair commanded by a lieutenant. The department canine unit is also part of the Patrol Division. 

The Traffic Unit is commanded by a sergeant, who oversees the Traffic/Motors Team, hit and run 

investigations, Community Service Officers/Parking Team, and the department’s School 

Resource Officer Program. Where appropriate, we will separately address each of these units in 

the reporting to follow.  

As noted in the Executive Summary, our work followed two tracks; (1) the operational 

assessment, and (2) a data analysis of workload, primarily related to patrol. In the following 

pages relative to the Patrol Unit, we draw upon the data analysis report to assist in our 

operational assessment. The data analysis report, in full, can be found following the operational 

assessment and readers are encouraged to thoroughly review it. It is rich with information, only a 

portion of which is included in this segment of the report. For purposes of our analysis, we use 

computer-aided dispatch (CAD) records supplied by the department’s dispatch center. These 

records pertain to identifiable workload associated with specific units and create the most 

accurate, verifiable, and comprehensive records available. 

 

PATROL DIVISION 

The CPD Patrol Division provides the city with a full range of police services, including response to 

emergencies and calls for service (CFS), performing directed patrol activities, and neighborhood 

problem solving. Patrol officers also conduct ordinance and statute enforcement, preliminary 

crime scene investigations, and nuisance and criminal investigations. Special project and 

contract activities provide for specialty enforcement including foot, bike patrols, and problem-

directed patrols. The department is service oriented and strives to provide the appropriate 

police response to each request for service.  

Uniformed patrol is considered the “backbone” of American policing. Officers assigned to this 

important function are the most visible members of the department and command the largest 

share of resources committed by the department. Proper allocation of these resources enables 

the department to capably respond to emergency calls for service and provide general law 

enforcement services to the public. 

The field functions of the Patrol Unit include uniformed patrol and related subunits, so for clarity 

we will address each of these functions separately. That is not to say that they operate 

independently, they do not. Each is integrally involved in supporting the other. Nonetheless, 

reporting on each separately allows the reader to better comprehend each function, its 

independent value as well as its collective value, in providing policing services to the City of 

Casper. 

Uniformed Patrol Staffing 

Under the immediate direction of the patrol lieutenants, patrol teams are made up of 8 

authorized sergeant positions and 52 authorized officer positions. As of the CPSM site visit, there 

were four officer vacancies. Personnel also assigned to assist patrol and handle calls for service 

include three traffic officers and three canine officers. Patrol personnel are responsible for 24/7 



 
20 

policing services throughout the city. Table 4-1 reflects current authorized staffing and 

vacancies.  

TABLE 4-1: Authorized Patrol Staff 

Unformed Patrol Positions Authorized Vacant 

Lieutenant 2 0 

Sergeant 8 1 

Officer 58* 4** 

* Includes K9 and Traffic Officers 

**As of 08/14/2017 

 

CPD’s patrol area is organized into six patrol beats within the City of Casper. The city patrol areas 

are bordered by the police jurisdictions of the cities of Evansville and Mills, and Natrona County. 

The two assigned lieutenants split the work week, working 10:00 a.m. to 10:00 p.m. three days 

and every other Saturday; however, with current staffing conditions they flex their schedule as 

needed. Each of the teams is supervised by two sergeants.  

When fully staffed, the authorized staffing is 13 officers per team. Each team has a selection of 

officers with specialized training including evidence technicians, police training officers, crisis 

intervention officers, and accident investigators. Within the teams, members are assigned to 

particular patrol areas for the duration of their shift. Due to ongoing vacancies, the teams are 

rarely at full strength. Department directives to patrol lieutenants have identified minimum 

staffing levels for each team. These have been identified as seven officers per team with some 

exceptions between the hours of 3:00 a.m. and 7:00 a.m. 

During the CPSM study period, the staffing level of the patrol teams normally ranged from a low 

of 8.8 officers on duty to a high of 13.8. The average deployment is approximately 12.4 officers 

during the week and 10.3 on weekends. There are slight seasonal variations to these numbers. 

The on-duty team sergeant serves as the watch commander. Oftentimes, the patrol sergeant is 

the highest-ranking officer on duty during the night and weekend hours. Patrol lieutenants are 

on call to respond to major incidents.  

Patrol Shifts 

Patrol personnel work 12-hour and 20-minute shifts three days a week (74 hours) plus a six-hour 

“short day” every other Saturday in a schedule designed to provide 24/7 patrol coverage of the 

city. This schedule equates to 80 hours per two-week period for each officer. The teams rotate 

every two months from days to nights, nights to days. Most agencies structure their work 

schedules to ensure that personnel work 160 hours over a 28-day cycle (4 weeks), averaging 40 

hours per week during a complete cycle. CPD is compliant with Fair Labor Standards Act (FLSA) 

guidelines that allow for law enforcement officers to work up to 171 hours before hours 

exceeding that number are subject to mandatory overtime compensation. The schedule is 

secondary to aligning resources to match workload demands. In reporting that will follow later, 

we will closely examine this issue.  

As previously mentioned, patrol operates with four patrol teams which are deployed as shown in 

Table 4-2. 
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TABLE 4-2: Deployment Schedule 

TEAM* DAYS NIGHTS 

1 and 3 
6:40am to 

7:00pm 

 

2 and 4 
 6:40pm to 

7:00am 

* Teams rotate shifts every two months 

 

Staffing levels are affected by both the number of officers assigned to the patrol teams as well 

as the impact of time off associated with vacations, training, court appearances, FMLA, and 

illness/injury. The combination of these leave factors generally results in officers being 

unavailable for a shift at a rate of 20 to 25 percent of the time, affecting actual shift 

deployment.  

Patrol Beats 

As mentioned previously, the department operates under a configuration of six patrol areas. 

Figure 4-1 shows the designated patrol areas. 

FIGURE 4-1: Patrol Beat Map 
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CALL / WORKLOAD DEMAND  

Crime statistics from the Casper Police Department indicate a relatively low volume of violent 

crime compared to both the State of Wyoming and the nation. However, the indexed property 

crime rate is higher than both the state and national rates. These figures were discussed in 

Section 3, Community and Department Overview, and depicted in Table 3-3: Reported Casper, 

Wyoming, and National Crime Rates by Year (2006 to 2015). While there are slight fluctuations 

from year to year, crime is trending downward, following a path that began nationally in the 

1990s. 

Certainly, the prevention of crime and the apprehension of criminals is at the forefront of the list 

of responsibilities for law enforcement agencies, but demands on police resources involve much 

more than crime. Traffic enforcement, the efficient flow of traffic through the community, and 

maintaining peace and order are but a few of the many such noncrime activities that fall into 

the scope of work of a law enforcement agency. As we examine workload demands we will 

explore all call activities. 

In Figure 4-2 and Table 4-3, we present information on the main categories of calls for service 

that the department handled during the study period of May 1, 2016, through April 30, 2017. For 

the analysis, we removed 935 events with “zero time on scene” (generally the call was canceled 

before the officer arrived or within 30 seconds of arrival) and focused on the remaining 37,252 

calls for service. The data include both officer-initiated activity and activity initiated by other 

sources (i.e., citizens, alarm companies, transfers from other law enforcement agencies, etc.). It 

is important to note that our focus here is on call volume. As we examine workload impacts later 

in this section, we will capture all reported time including the limited period associated with 

“zero on scene” events.  

FIGURE 4-2: Percentage Calls per Day, by Category 

  

1.4% 2.1% 
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TABLE 4-3: Calls per Day, by Category  

Category No. of Calls Calls per Day 

Accident 1,872 5.1 

Alarm 1,147 3.1 

Assist other agency 1,600 4.4 

Check/investigation 5,474 15.0 

Citizen assist 1,451 4.0 

Crime–other 1,661 4.6 

Crime–person 2,110 5.8 

Crime–property 2,268 6.2 

Disturbance 1,766 4.8 

Juvenile 783 2.1 

Mental health 503 1.4 

Miscellaneous 349 1.0 

Suspicious person/vehicle 1,203 3.3 

Traffic enforcement 13,534 37.1 

Warrant 1,531 4.2 

Total 37,252 102.1 

Note: The focus here is on recorded calls rather than recorded events.  

We removed 935 events with zero time on scene.  

Observations: 

■ On average, there were 102.1 calls per day, or 4.3 per hour.  

■ The top three categories accounted for 75 percent of calls: 

□ 41 percent of calls were traffic-related. 

□ 18 percent of calls were investigations. 

□ 16 percent of calls were crimes.  

In total, officers were involved in 37,252 calls during the 12-month study period, or 102.1 calls per 

day, or 4.3 per hour. The top three categories of calls accounted for 75 percent of all calls: 41 

percent of calls were traffic-related, 18 percent of calls were investigations, and 16 percent of 

calls were crimes.  

In Figure 4-3 and Table 4-4 that follow, we examine both the origin of the call and the average 

time spent on a call by the primary unit. Other-initiated calls are made up of calls from citizens, 

businesses, alarm companies, transfers from other law enforcement agencies, etc. Officer-

initiated refers to calls generated by an officer or other CPD personnel.  
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FIGURE 4-3: Primary Unit’s Average Occupied Times, by Category and Initiator 

 
 

TABLE 4-4: Primary Unit’s Average Occupied Times, by Category and Initiator  

Category 

Other-Initiated Police-Initiated 

Minutes Calls Minutes Calls 

Accident 70.1 1,818 76.2 52 

Alarm 19.0 1,139 19.7 8 

Assist other agency 44.3 1,502 57.9 98 

Check/investigation 28.4 5,422 40.5 50 

Citizen assist 40.6 1,410 45.2 40 

Crime–other 55.4 1,208 74.2 453 

Crime–person 70.3 2,029 61.9 80 

Crime–property 64.0 2,115 43.6 152 

Disturbance 45.4 1,741 43.9 25 

Juvenile 49.8 752 38.4 31 

Mental health 68.3 491 68.8 12 

Miscellaneous 23.2 325 51.1 24 

Suspicious person/vehicle 32.8 1,168 53.8 35 

Traffic enforcement 27.3 1,390 12.0 12,144 

Warrant 43.3 1,046 46.2 485 

Weighted Average/Total Calls 44.6 23,556 17.0 13,689 
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Note: The information in Figure 4-3 and Table 4-4 is limited to calls and excludes all events that show zero 

time on scene. A unit’s occupied time is measured as the time from when the unit was dispatched until the 

unit becomes available again. The times shown are the average occupied minutes per call for the primary 

unit, rather than the total occupied minutes for all units assigned to a call. Observations below refer to times 

shown within the figure rather than the table. 

Observations: 

■ A unit's average time spent on a call ranged from 12 to 69 minutes overall. 

■ The longest average times were for police-initiated and other-initiated mental health calls.  

■ The average time spent on crimes was 64 minutes for other-initiated calls and 66 minutes for 

police-initiated calls. 

In Table 4-5 we look at the average number of patrol units that responded to an activity. 

Generally, as CPD deploys one-officer units, that translates to the average number of officers 

that responded. 

TABLE 4-5: Average Number of Responding Units, by Initiator and Category 

Category 

Other-Initiated Police-Initiated 

No. Units Calls No. Units Calls 

Accident 1.8 1,819 1.9 53 

Alarm 2.2 1,139 1.9 8 

Assist other agency 2.2 1,502 1.9 98 

Check/investigation 1.6 5,424 1.6 50 

Citizen assist 1.6 1,411 1.3 40 

Crime–other 2.2 1,208 1.5 453 

Crime–person 2.6 2,030 1.5 80 

Crime–property 1.6 2,116 1.3 152 

Disturbance 2.6 1,741 1.7 25 

Juvenile 1.9 752 1.5 31 

Mental health 3.1 491 1.6 12 

Miscellaneous 1.4 325 1.5 24 

Suspicious person/vehicle 2.1 1,168 2.5 35 

Traffic enforcement 1.6 1,390 1.3 12,144 

Warrant 1.8 1,046 1.5 485 

Weighted Average/Total Calls 1.9 23,562 1.3 13,690 

Note: The information in Table 4-5 is limited to calls and excludes all events that show zero time on scene. 

Observations refer to number of responding units shown within the figure rather than the table. 

Observations: 

■ The overall mean number of responding units was 1.9 for other-initiated calls and 1.3 for 

police-initiated calls. 

■ The mean number of responding units was as high as 3.1 for mental health calls that were 

other-initiated. 
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■ 48 percent of other-initiated calls involved one responding unit. 

■ 29 percent of other-initiated calls involved two responding units. 

■ 24 percent of other-initiated calls involved three or more responding units. 

■ The largest group of calls with three or more responding units involved crimes. 

TABLE 4-6: Number of Responding Units, by Category, Other-initiated Calls 

Category 

Responding Units 

One Two Three or More 

Accident 1,066 401 352 

Alarm 211 579 349 

Assist other agency 523 509 470 

Check/investigation 3,453 1,301 670 

Citizen assist 851 380 180 

Crime–other 367 445 396 

Crime–person 609 525 896 

Crime–property 1,359 463 294 

Disturbance 350 590 801 

Juvenile 348 230 174 

Mental health 32 167 292 

Miscellaneous 235 64 26 

Suspicious person/vehicle 396 454 318 

Traffic enforcement 831 386 173 

Warrant 565 307 174 

Total 11,196 6,801 5,565 

Observations: 

■ 64 percent of other-initiated calls involved one responding unit. 

■ 25 percent of other-initiated calls involved two responding units. 

■ 12 percent of other-initiated calls involved three or more responding units. 

■ The largest group of calls with three or more responding units involved crimes. 

The data in Tables 4-3 to 4-6 and Figures 4-2 to 4-3 are intended to provide a concise look at call 

activity. There is substantial additional detail included in the data portion of the report, which 

follows the operational assessment. Readers are encouraged to review the data report in its 

entirety.  

Calls for Service Efficiency 

Further examination of various elements of the CFS and patrol response data also warrants 

discussion. Data from Tables 4-3 through 4-6 provide a wealth of information about demand, 
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workload, and deployment per call in the City of Casper. Taken together, these statistics provide 

an excellent lens through which to view the efficiency of patrol operations. 

Table 4-7 below provides a comparison of calls for service and workload for the Casper PD in 

relation to those of other agencies for which CPSM has done similar studies. As is cautioned with 

FBI UCR crime report data, use of these data simply provides a broad comparison, and should 

be viewed in that framework. Factors such as demographics, geography, service expectations, 

and the ability to provide for community and officer safety needs must be considered. In 

comparing the City of Casper data to that from other studies conducted by CPSM, we look for 

statistical anomalies.  

According to the data in Table 4-7, CPD primary patrol units on average take 44.6 minutes to 

handle a call for service initiated by the public. This time is significantly higher than the CPSM 

benchmark time of about 28.7 minutes for a CFS, based upon our experience. As well, average 

response time for all call priorities was higher than norms, as was that of high-priority response 

times.  

Increased time in handling a call for service could be partially attributed to conducting more 

thorough investigations, or efforts to build community relations. The reasons are beyond the 

scope of this project. Relative to the number of officers assigned to a call, the department 

averages 1.9 per other-initiated CFS. The number of officers assigned (like occupied time) varies 

by category of call, but in this case, the number is within policing norms of about 1.6 officers per 

CFS.  

Similarly, according to Table 4-7, response times for CFS in Casper average 17.3 minutes per call 

in the winter and 16.0 minutes per call during the summer. These response times are higher than 

many communities. Response time to the “highest-priority” CFS (Priority 1), at 6.2 minutes, is 

higher than the five-minute benchmark for this category of CFS as well. The average travel time 

for Priority 1 calls was 4.0 minutes, and on average it took 2.2 minutes for dispatch to process the 

call. Additional information concerning response times is included later in this section. 
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TABLE 4-7: CFS Comparisons to other CPSM Study Cities  

Variable Description Mean Minimum Maximum 

City of 

Casper  

CPD 

vs. CPSM 

Comps 

Population 67,745.7 5,417.0 833,024.0 61,355  

Officers per 100,000 Population 201.2 35.3 465.1 161.4 LOWER 

Patrol, Percent of Total Sworn 66.1 32.4 96.8 69.4 HIGHER 

Index Crime Rate, per 100,000 3,235.1 405.0 9,418.8 2,961 LOWER 

VCR (Violent crime rate, per 100,000) 349.3 12.5 1,415.4 139 LOWER 

PCR (Property crime rate, per 100,000) 2,885.9 379.7 8,111.6 2,722 LOWER 

Avg. Service Time, Police CFS 17.7 8.1 47.3 17.0 LOWER 

Avg. Service Time, Public CFS 28.7 16.0 42.9 44.6 HIGHER 

Avg. # of Responding Units, Police CFS 1.2 1.0 1.6 1.3 HIGHER 

Avg. # of Responding Units, Public CFS 1.6 1.2 2.2 1.9 HIGHER 

Total Service Time, Police CFS (officer-

min.) 
22.1 9.7 75.7 22.1 AVERAGE 

Total Service Time, Public CFS (officer-

min.) 
48.0 23.6 84.0 84.7 HIGHER 

Workload Percent, Weekdays Winter 26.6 5.0 65.0 41.0 HIGHER 

Workload Percent, Weekends Winter 28.4 4.0 68.0 40.0 HIGHER 

Workload Percent, Weekdays Summer 28.7 6.0 67.0 44.0 HIGHER 

Workload Percent, Weekends Summer 31.8 5.0 69.0 47.0 HIGHER 

Average Response Time Winter (min.) 11.0 3.1 26.9 17.3 HIGHER 

Average Response Time Summer (min.) 11.2 2.4 26.0 16.0 HIGHER 

High-priority Response Time (min) 5.0 3.2 13.1 6.2 HIGHER 

 

Again, these comparisons are intended for general reference and should not be used as a basis 

for determining staffing needs. Factors such as a community’s expectation of policing service 

levels, community priorities, and the ability to financially support these objectives all play a part 

in staffing. 

Noncall Activities 

In the period of May 2016 to April 2017, the dispatch center recorded activities that were not 

assigned a call number. We focused on those activities that involved a patrol unit. We also 

limited our analysis to noncall activities that occurred during shifts where the same patrol unit 

was also responding to calls for service. Each record only indicates one unit per activity. There 

were a few problems with the data provided and we made assumptions and decisions to 

address these issues: 

■ We determined the busy times for personal noncall activities based on the status code of “7.” 

For all other noncall activities, we reviewed the descriptions in the call log associated with 

each “busy” code to determine the nature of the activity and to identify which codes 

indicated the start of a new task. This is an inexact process and we were only able to 



 
29 

approximate the count of noncall activities or the time spent on these activities. What we 

have included in this section is our estimate.  

■ We excluded activities that lasted less than 30 seconds.  

■ We came across some recorded activities that lasted more than eight hours. Most of these 

were identified as “training.” We included these activities only if the patrol unit also responded 

to at least one call for service during the same shift.  

■ After these exclusions, 16,413 activities remained. These activities had an average duration of 

32 minutes. 

Table 4-8 identifies noncall activities and workload by type of activity. In the Workload Analysis 

section, these activities are included in the overall workload when comparing the total workload 

against available personnel in winter and summer.  

TABLE 4-8: Activities and Average Occupied Times by Type of Activity 

Description Occupied Time Count 

Lunch / Personal break 53.2 2,674 

Personal - Total 53.2 2,674 

Briefing 50.2 1,472 

Car maintenance 11.3 65 

Court 52.8 728 

Equipment 19.1 431 

Evidence 36.8 318 

Extra patrol 19.1 173 

Follow-up 17.0 1,034 

Fuel 9.3 4,357 

Jail arrived at scene 14.1 61 

Meeting 58.0 135 

Paper 30.6 4,021 

Police department (busy) 51.0 293 

Range 57.5 438 

Training 90.9 213 

Administrative - Weighted Average/Total 28.1 13,739 

Weighted Average/Total 32.2 16,413 

Observations: 

■ The most common administrative activities were paperwork and fuel. 

■ The longest average time spent on administrative activities was for training. Only those training 

times that also had a response to a call for service in the same shift have been included.  

■ During the week, the number of noncall activities per day was highest on Thursdays.  

■ During the day, the number of noncall activities per hour was highest at 8:00 a.m.  
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CALL MITIGATION 

In all studies we conduct, CPSM examines call mitigation as a tool to reduce workload demand. 

In evaluating workload, the response to alarm calls is always considered, since alarm response 

incidents as a percentage of calls for service are generally high and the ratio of legitimate to 

false alarms is extremely low. In general, the rate of false alarms is about 97 to 98 percent of all 

activations. Though not popular with residents and the business community, some departments 

have found it necessary to discontinue the response to alarms in certain circumstances due to 

the burden associated with false alarm response.  

The City of Casper regulates alarm activity through City Ordinance 8.08. The ordinance was 

thoroughly reviewed and found to be comprehensive. It includes a permit process and cost 

recovery fee for repeated false alarms. The ordinance also includes a provision for removal of 

noncompliant equipment. During the one-year study period, CPD responded to 1,147 alarm 

calls, or 3.1 per day. CPSM suggests that no changes are required of the department’s protocol 

in response to false alarms. For a city of this size, this number is not an overwhelming number, 

accounting for an average of 4.8 percent of all calls daily, excluding traffic calls. Any 

modification would undoubtedly prove unpopular with the city’s businesses and residents. 

Another option commonly considered by departments to reduce workload is discontinuing 

response to certain accidents where the involved vehicles do not pose a traffic hazard. Many 

agencies including CPD have adopted this policy, or one that limits the response and 

investigation to an exchange of driver information.  

To address calls for service workload issues, the Casper Police Department relaunched in 2016 

an online reporting system; the initial launch of the program in 2012 did not achieve the 

expected results. Since August 1, 2016, citizens have been able to report most nonemergency 

incidents and crimes online without having to wait for an officer to respond in person. 

Additionally, the Casper Police Department no longer responds to minor (non-injury) automobile 

accidents that occur on roadways or parking lots mot maintained by government. However, 

online reporting procedures still offer citizens the ability to document such accidents for 

insurance purposes. The Casper Police Department continues to respond to all active in-progress 

incidents, emergencies, or other incidents requiring direct law enforcement intervention.  

Citizens no longer need to wait for an officer to be available for lower-priority incident response 

times or wait for a call-back several days after originally trying to file a report. The reporting 

system is part of the CopLogic software used by various law enforcement agencies nationally. 

The system is designed to save time and resources, which should enable agencies to better 

reallocate resources to proactively face crime trends and better meet the needs of the 

community. The system interfaces with CPD’s records management system to create an efficient 

report processing system. Supervisory and investigative review is part of the submission protocol, 

which ensures the online reports are properly reviewed.  

The CopLogic program saw a significant uptick in submitted reports following the relaunch of the 

program from less than 1 percent of all reports to 3.2 percent of reports submitted. From July 

2016 through August 2017, Casper residents have submitted 1,640 reports online of the 50,751 

reports prepared by CPD during this period. Thus, the CopLogic system has had an impact on 

CFS levels through the increased online reporting, but there is still potential to increase the online 

reporting to a greater share of CPD reports. CPSM recommends the department seek to further 

raise public awareness of the availability of the system. With greater public education and 

outreach, greater public use of the system could increase the shar of CFS reported online.  
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PATROL WORKLOAD ANALYSIS 

To this point, we have focused largely upon the number of calls and other patrol workload 

activities for the one-year study period. In the sections that follow we will examine how the patrol 

force allocates time and resources to this workload and other activities. This analysis will assist 

CPD in determining necessary staffing of the patrol function. 

Although some police administrators suggest that there are national standards for the number of 

officers per thousand residents that a department should employ, that is not the case. The 

International Association of Chiefs of Police (IACP) states that ready-made, universally 

applicable patrol staffing standards do not exist. Furthermore, ratios such as officers-per-

thousand population are inappropriate to use as the basis for staffing decisions.  

According to Public Management magazine, “A key resource is discretionary patrol time, or the 

time available for officers to make self-initiated stops, advise a victim in how to prevent the next 

crime, or call property owners, neighbors, or local agencies to report problems or request 

assistance. Understanding discretionary time, and how it is used, is vital. Yet most police 

departments do not compile such data effectively. To be sure, this is not easy to do and, in some 

departments may require improvements in management information systems.”1  

Essentially, “discretionary time” on patrol is the amount of time available each day where 

officers are not committed to handling CFS and workload demands from the public. It is 

“discretionary” and intended to be used at the discretion of the officer to address problems in 

the community and be available in the event of emergencies. When there is no discretionary 

time, officers are entirely committed to service demands, do not get the chance to address 

other community problems that do not arise through 911, and are not available in times of 

serious emergency. The lack of discretionary time indicates a department is understaffed. 

Conversely, when there is too much discretionary time, officers are idle. This may be an 

indication that the department is overstaffed. 

Staffing decisions, particularly for patrol, must be based on actual workload as well as ensuring 

that sufficient staffing exists to respond to emergency situations involving the safety of the public 

and officers alike. Once the actual workload is determined, and the amount of discretionary 

time is determined, then staffing decisions can be made consistent with the department’s 

policing philosophy and the community’s ability to fund it. The Casper Police Department is a 

full-service law enforcement agency, and its philosophy is to address essentially all requests for 

service in a community policing style. It is necessary to look at workload to understand the 

impact of this style of policing in the context of community demand. 

To understand actual workload (the time required to complete certain activities) it is critical to 

review total reported events within the context of how the events originated, such as through 

directed patrol, administrative tasks, officer-initiated activities, and citizen-initiated activities. 

Analysis of this type allows for identification of activities that are really “calls” from those activities 

that are some other type of event. 

Understanding the difference between the various types of law enforcement events and the 

resulting staffing implications is critical to determining deployment needs. This portion of the 

study looks at the total deployed hours of the police department patrol function with a 

comparison to current time spent to provide services. 

                                                                 
1 John Campbell, Joseph Brann, and David Williams, “Officer-per-Thousand Formulas and Other Policy 

Myths,” Public Management 86 (March 2004): 2227. 
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From an organizational standpoint, it is important to have uniformed patrol resources available 

at all times of the day to deal with issues such as proactive enforcement and community 

policing. Patrol is generally the most visible and most available resource in policing and the 

ability to harness this resource is critical for successful operations.  

From an officer’s standpoint, once a certain level of CFS activity is reached, the focus shifts to a 

CFS-based reactionary mode. Once that threshold is reached, the officer’s mindset begins to 

shift from one that looks for ways to deal with crime and quality-of-life conditions in the 

community to one that continually prepares for the next call. After saturation, officers cease 

proactive policing and engage in a reactionary style of policing. The outlook becomes “why act 

proactively when my actions are only going to be interrupted by a call?” Any uncommitted time 

is spent waiting for the next call. Sixty percent of time spent responding to calls for service is 

believed to be the saturation threshold.  

Rule of 60 – Part 1 

According to the department personnel data available at the time of the site visit (August 2017), 

the department is authorized 98 full-time sworn officers. When fully staffed, 68 (includes team 

sergeants and officers) of those 98 are assigned to patrol. Thus, at present, patrol staffing 

represents 69.4 percent of the authorized staff of the Casper Police Department. Accordingly, 

the department adheres to the first component of the “Rule of 60,” that is, about 60 percent of 

the total sworn force is dedicated to patrol operations. The patrol function is reasonably 

balanced given the department’s focus.  

Rule of 60 – Part 2 

The second part of the “Rule of 60” examines workload and discretionary time and suggests that 

no more than 60 percent of time should be committed to calls for service and self-initiated 

arrests, traffic enforcement, etc. In other words, CPSM suggests that no more than 60 percent of 

available patrol officer time be spent responding to the service demands in the community. The 

remaining 40 percent of the time is the “discretionary time” for officers to be available to 

address community problems and be available for serious emergencies. This Rule of 60 for patrol 

deployment does not mean the remaining 40 percent of time is downtime or break time. It is 

simply a reflection of the point at which patrol officer time is “saturated” by CFS.  

This ratio of dedicated time compared to discretionary time is referred to as the “Saturation 

Index” (SI). It is CPSM’s contention that patrol staffing is optimally deployed when the SI is 

somewhat below the 60 percent range. An SI greater than 60 percent indicates that the patrol 

manpower is largely reactive, and overburdened with CFS and workload demands. An SI of 

somewhat less than 60 percent indicates that patrol manpower is optimally staffed. SI levels 

much lower than 60 percent; however, indicate patrol resources may be underutilized, and may 

signal an opportunity for a reduction in patrol resources or reallocation of personnel.  

Departments must be cautious in interpreting the SI too narrowly. For example, one should not 

conclude that SI can never exceed 60 percent at any time during the day, or that in any given 

hour no more than 60 percent of any officer’s time be committed to CFS. The SI at 60 percent is 

intended to be a benchmark to evaluate overall service demands on patrol staffing. When SI 

levels exceed 60 percent for substantial periods of a given shift, or at isolated, but consistent and 

specific times during the day, then decisions should be made to reallocate or realign personnel 

to reduce the SI to levels below 60. Lastly, this is not a hard-and-fast rule, but a benchmark to be 

used in evaluating staffing decisions. Other factors such as the availability of sufficient resources 

to respond to emergency calls for service in a safe, efficient, timely, and effective manner must 

be considered. 
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While the call data referenced in Tables 4-3 to 4-6 and Figures 4-2 to 4-3 reflected call activity for 

the entire one-year study period, for this portion of the study we drilled down to examine not just 

the total number of calls, but the actual time spent on these calls as well as other duties. Here, 

we compare “all” workload, which includes other-initiated calls, officer-initiated calls, directed 

patrol work, and out-of-service activities. 

For this study, CPSM examined deployment information for four weeks in winter (February 1 

through February 28, 2017) and four weeks in summer (August 1 through August 28, 2016).  

The department’s main patrol force consists of patrol officers and patrol sergeants operating on 

12-hour and 20-minute shifts starting at 6:40 a.m. and 6:40 p.m. This leads to two spikes in the 

number of personnel between 6:30 a.m. to 7:00 a.m. and between 6:30 p.m. to 7:00 p.m. In 

addition, the patrol force includes traffic units and K9 units. Traffic units operate on a 10-hour shift 

starting at 7:30 a.m. during the winter and 10:00 a.m. in the summer. K9 units work 12-hour shifts 

starting at 3:00 p.m. 

The police department's main patrol force deployed an average of 10.5 officers per hour during 

the 24-hour day in winter 2017 and 10.3 officers per hour during the 24-hour day in summer 2016. 

When additional units are included (traffic and K9), the department averaged 11.9 officers per 

hour during the 24-hour day in winter 2017 and 11.6 officers per hour during the 24-hour day in 

summer 2016. 

In this section, we describe the deployment and workload in distinct steps, distinguishing 

between winter and summer and between weekdays (Monday through Friday) and weekends 

(Saturday and Sunday). First, we focus on patrol deployment alone. Next, we compare “all” 

workload, which includes other-initiated calls, officer-initiated calls, directed patrol work, and 

out-of-service activities. Finally, we compare workload against deployment by percentage.  

In Figures 4-4 through 4-11, the analysis looks specifically at patrol deployment. This allows for 

assessment of how the department is positioned to meet the demands of calls for service while 

also engaging in proactive policing to combat crime, disorder, and address traffic issues in the 

community. Relative to the number of personnel identified, again, we consider only those 

personnel who reported for duty rather than authorized staffing levels.  

Figures 4-4, 4-5, 4-6, and 4-7, illustrate the deployment of patrol resources and added resources 

to handle the workload. Workload includes other-initiated CFS, police-initiated CFS, out-of-

service activities, and directed patrol activities. These four figures represent deployment and all 

workload for weekdays and weekends in both winter and summer. From a department-wide 

standpoint, it can be seen that sufficient patrol resources are allocated and available to handle 

the workload.  

In Figures 4-8, 4-9, 4-10, and 4-11, the Saturation Index is explored. Patrol resources available are 

denoted by the dashed black line at the top. The 100 percent value indicates the total officer 

hours available during the 24-hour period. This amount varies during the day consistent with the 

staffing of the shifts, but at any given hour the total amount of available manpower will equal 

100. The red dashed line fixed at the 60 percent level represents the saturation index (SI). As 

discussed above in the Rule of 60, Part 2, this is the point at which patrol resources become 

largely reactive as CFS and workload demands consume a larger and larger portion of 

available time. The solid blue line represents total workload experienced by the CPD. The spikes 

and troughs in available personnel reflect staffing level adjustments resulting from shift changes 

and do not necessarily reflect an inappropriate staffing level. 
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FIGURE 4-4: Deployment and All Workload, Weekdays, Winter 2017 

 

FIGURE 4-5: Deployment and All Workload, Weekends, Winter 2017 
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FIGURE 4-6: Deployment and All Workload, Weekdays, Summer 2016 

 

FIGURE 4-7: Deployment and All Workload, Weekends, Summer 2016 

 

Note: Figures 4-4 to 4-7 show deployment along with all workload from other-initiated calls, police-initiated 

calls, and out-of-service activities. 
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Observations:  

Winter:  
■ Other-initiated work: 

□ Average other-initiated workload was 3.4 officers per hour during the week and 3.0 officers 

per hour on weekends. 

□ This was approximately 27 percent of hourly deployment during the week and 28 percent of 

hourly deployment on weekends. 

■ All work: 

□ Average total workload was 5.1 officers per hour during the week and 4.2 officers per hour 

on weekends. 

□ This was approximately 41 percent of hourly deployment during the week and 40 percent of 

hourly deployment on weekends. 

Summer:  
■ Other-initiated work: 

□ Average other-initiated workload was 3.8 officers per hour during the week and 3.5 officers 

per hour on weekends. 

□ This was approximately 31 percent of hourly deployment during the week and 35 percent of 

hourly deployment on weekends. 

■ All work: 

□ Average total workload was 5.4 officers per hour during the week and 4.7 officers per hour 

on weekends. 

□ This was approximately 44 percent of hourly deployment during the week and 47 percent of 

hourly deployment on weekends. 
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FIGURE 4-8: Workload Percentage by Hour, Weekdays, Winter 2017 

 

FIGURE 4-9: Workload Percentage by Hour, Weekends, Winter 2017 

 



 
38 

FIGURE 4-10: Workload Percentage by Hour, Weekdays, Summer 2016 

 

FIGURE 4-11: Workload Percentage by Hour, Weekends, Summer 2016 

 

  



 
39 

Observations:  

Winter:  
■ Other-initiated work: 

□ During the week, workload reached a maximum of 47 percent of deployment between 

4:15 p.m. and 4:30 p.m. and between 5:30 p.m. and 5:45 p.m. 

□ On weekends, workload reached a maximum of 51 percent of deployment between 11:30 

p.m. and 11:45 p.m.  

■ All work: 

□ During the week, workload reached a maximum of 60 percent of deployment between 

2:45 p.m. and 3:00 p.m. and between 5:30 p.m. and 6:00 p.m.  

□ On weekends, workload reached a maximum of 60 percent of deployment between  

11:30 p.m. and 11:45 p.m. 

Summer:  
■ Other-initiated work: 

□ During the week, workload reached a maximum of 51 percent of deployment between 

8:00 p.m. and 8:15 p.m. and between 8:30 p.m. and 8:45 p.m. 

□ On weekends, workload reached a maximum of 64 percent of deployment between  

3:45 p.m. and 4:00 p.m. 

■ All work: 

□ During the week, workload reached a maximum of 61 percent of deployment between 

8:30 p.m. and 9:00 p.m.  

□ On weekends, workload reached a maximum of 70 percent of deployment between  

3:45 p.m. and 4:00 p.m.  

Patrol Workload Demand Summary 

We have extensively discussed workload to this point. It is evident from the data that the 

department’s present workload is within the standards established in the “Rule of 60” discussion.  

The average workload for all work (based upon existing staffing and deployment) during the 

winter period was at 41 percent on weekdays, and 40 percent on weekends. In the summer 

period, the average Saturation Index was at 44 percent on weekdays and 47 percent on 

weekends.  

The peak Saturation Index during the winter was at 60 percent on weekdays, and 60 percent on 

weekends. The peak Saturation Index during the summer was at 61 percent on weekdays, and 

70 percent on weekends. Based upon this data, the workload is met by the available resources, 

suggesting that departmentally the patrol function is adequately staffed to meet workload 

demands.  

As reflected in Table 4-5, 37 percent of all workload and 89 percent of officer-initiated workload 

is traffic-stop related, a self-initiated activity. The department and its officers are to be 

commended for this commitment to an important aspect of safety. It does, however, allow for 

resources to be shifted to better align staffing with other-initiated calls from the community and 

address the peak workload periods outlined above. The workload percentages increase and 
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peak approximately from the noon hour through mid-evening. Shifting current resources to 

increase deployment during these hours will provide more personnel to address the activity. 

During the site visit, CPSM was advised by CPD command staff of a pending staffing plan to 

address this identified workload period. The plan has been designed to reallocate personnel 

and create teams to deploy during the peak workload period. CPSM recommends this plan be 

finalized and implemented.  

As a perspective on individual patrol officer activity, consider the following. In 2016, the CPD 

made 4,679 arrests, issued 7,503 traffic citations, handled 23,562 calls for service from the public, 

and conducted 13,690 self-initiated activities. Personnel assigned to patrol and its support units 

(officers) totaled 48. Ten patrol vacancies were carried during 2016. Assuming every activity was 

handled equally and each patrol officer worked the equivalent of (147)12-hour shifts in the year, 

each of the 48 patrol officers made (97) arrests or 1 arrest every 2 shifts; issued (156) citations or 1 

cite every shift; handled (490) calls or 3.3 calls per shift: and conducted (285) self-initiated 

activities, or 2 per shift in 2016. These numbers are skewed on the high side as not all activities 

were handled by patrol officers alone, but provide a point of reference as to activity level.  

Patrol Recommendations: 

■ Department personnel vacancies should be filled as soon as possible so as to provide 

additional patrol resources. [Recommendation No. 1.] 

■ Adjust personnel deployment to provide more staff during peak activity periods, which will 

deliver a better level of service to the community. [Recommendation No. 2.] 

Three-year Workload Comparison 
The City of Casper asked CPSM to evaluate the impact on CPD workload of the economic 

impact in Casper and the surrounding area due to the oil industry downturn. As Figure 4-11 and 

Table 4-9 indicate, average daily calls for service over the three one-year periods evaluated 

totaled 143.4 per day from May 2014 to April 2015, 136.2 per day from May 2015 to April 2016, 

and 126.0 per day from May 2016 to April 2017. This is a 12.2 percent decrease in CFS. CPD’s 

implementation of online reporting, which reduced officer responses by 3.2 percent, likely 

influenced this larger decrease in CFS during the May 2016 to April 2017 period. CPD arrests and 

crime rates have also seen reductions, but this trend mirrors a national trend unrelated to local 

area economic issues  

Casper’s “Generation Casper Comprehensive Plan” provided to CPSM by city staff offers the 

following outlook on the future of the area. The Casper population, estimated at just over 60,000 

residents, is an 8.6 percent increase from 55,000 in 2010. The plan states the population growth in 

Casper over the next five years is expected to be around 1.5 percent annually. It states the 

recent economic downturn may reduce those projections; however, recent school enrollment 

figures do not show a decrease in students. This suggests some resiliency since the last downturn. 

As elsewhere, Natrona County's growth in the next decade will be dominated by increases in 

the senior (age 65+) population and in the 35 to 44 years category, driven by aging across the 

two largest generational populations, Baby Boomers and Millennials, respectively. The future 

population forecast is expected to be between 1 to 2 percent annually according to the 

Wyoming Economic Analysis Division. Within the planning horizon of this Plan of 10- to 0 years, 

Casper is expected to grow to about 70,000 to 75,000 people. 

CPD’s current patrol workload, which averages 40 to 41 percent, with and the Saturation Index 

peaking at from 60 percent to 70 percent (see Figures 4-4 to 4-11) would indicate that 

authorized staffing is at an appropriate level, and that the department is positioned to meet at 

least the initial projected growth outlined in the city’s plan.  
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FIGURE 4-11: Calls per Day, over Three 12-month Periods 

 
 

TABLE 4-9: Calls per Day, over Three 12-month Periods 

Month 

May-14 to  

Apr-15 

May-15 to 

Apr-16  

May-16 to 

Apr-17 

Jan 132.1 123.5 120.4 

Feb 125.7 125.6 124.7 

Mar 136.7 131.5 132.5 

Apr 143.0 138.4 125.2 

May 165.0 142.3 139.4 

Jun 151.4 156.3 143.2 

Jul 167.9 155.4 135.0 

Aug 155.0 142.5 135.5 

Sep 145.2 139.3 118.4 

Oct 145.4 135.7 114.0 

Nov 126.6 128.8 119.3 

Dec 124.9 114.8 104.4 

Average 143.4 136.2 126.0 
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SPATIAL REPRESENTATION OF CFS DEMAND  

The figures and tables previously presented in this section of the report provide a thorough 

examination of the workload of the Casper Police Department during the 24-hour day in 

different seasons and times of the week. In addition to time-based demands, it is also possible to 

illustrate spatial demands placed on the CPD. An examination of the spatial demands permits 

the exploration of where incidents are occurring.  

As can be seen in Figures 4-12 and 4-13, there are several distinct incident “hot spots” in Casper. 

Retail, commercial, and traffic conditions command a great deal of attention by the CPD. There 

are numerous discernable hot spots, particularly in the central and east areas of the city. These 

retail, commercial, and traffic-related hot spots are typical for a city the size of Casper and its 

diverse and vibrant areas.  

Each one of the actual “hot spots” in the community (excluding police headquarters and 

Casper Hospital) should be the focus of a specific and targeted strategy that aims to eliminate, 

or drastically reduce, the conditions contributing to police service demands present at those 

locations. These locations receive much attention from patrol officers in the department and 

consideration should be given to formulating a deliberate plan to deal with these locations in a 

proactive fashion. For example, CPD patrol command staff should work with patrol officers and 

private security at shopping centers on ways to minimize theft, which would reduce demand 

placed on patrol resources. Similarly, the department could work with the commercial 

establishments in the city to regulate activities more aggressively. The department could expand 

upon the current deployment of patrol and traffic units, and any other resources the 

department chooses to deploy, in a coordinated approach to policing these areas. 
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FIGURE 4-12: Spatial Representation of Other-initiated CFS Crime Runs  

(Red=100 CFS) 
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Key to Figure 4-12: Top Locations, Other-initiated CFS Crime Runs 

Runs Location Place 

123 4400 E 2ND ST Walmart 

111 4255 CY AVE Walmart 

79 14TH & COUNTRY CLUB Residential Area 

66 1233 E 2ND ST Casper Hospital 

60 601 SE WYOMING BLVD Eastridge Mall 

60 2300 E 18TH ST Casper Village Apartments 

57 930 S ELM ST Natrona County High School 

56 201 N DAVID ST Police HQ 

49 307 E 2ND ST Natrona County Library 

48 4120 E 2ND ST Sportsman's Warehouse 

46 902 E 2ND ST Bradley Petroleum 

45 760 LANDMARK DR Aspen Court Apartments 

45 3900 E 12TH ST Sunridge Apartments 

34 1250 N CENTER ST Mobil Home Park 

32 139 N GRANT ST Multi-unit Housing 

32 1076 CY AVE Albertsons 

31 123 W E ST Parkway Plaza 

29 401 SE WYOMING BLVD Target 

29 2521 E 15TH ST Wyoming Behavioral Institute 

29 2625 E 2ND ST Albertsons 

26 3500 E 12TH ST Kelly Walsh High School 

25 125 COLLEGE DR Casper College 

25 664 CY AVE Multifamily Home 

24 100 W F ST National 9 Inn 
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FIGURE 4-13: Spatial Representation of Other-initiated CFS (Red=250 CFS) 
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Key to Figure 4-13: Top Locations, Other-initiated CFS 

Runs Location Place 

322 1656 E 12TH ST Youth Crisis Center 

291 201 N DAVID ST Police HQ* 

233 1233 E 2ND ST Casper Hospital 

233 4400 E 2ND ST Walmart 

210 4255 CY AVE Walmart 

173 601 SE WYOMING Eastridge Mall 

157 2300 E 18TH ST Casper Village Apartments 

141 760 LANDMARK DR Aspen Court Apartments 

106 3900 E 12TH ST  Sunridge Apartments 

100 2521 E 15TH ST Wyoming Beha. Institute 

97 300 W B C ST Gail Gardens Apartments 

87 2ND & WYOMING Shopping Area 

86 307 E 2ND ST Natrona County Library 

85 1250 N CENTER ST Riverside Mobile Homes 

83 CY AVE & SW WYOMING BLVD Morad Park Area 

83 123 W E ST Parkway Plaza 

80 3500 E 12TH ST Kelly Walsh High School 

75 139 N GRANT ST  Multi-unit Housing 

75 2405 GRANDVIEW PL Apartments 

74 930 S ELM ST Natrona County High School 

74 2625 E 2ND ST Albertsons 

71 20 SE WYOMING BLVD 1st Interstate Motel 

70 MP 189 US INTERSTATE I-25 MP 189 I-25 

70 1900 S MISSOURI AVE Foxhill Apartments 

 

Understanding the spatial distribution of workload and crime can contribute to the development 

of strategic and operational plans. CPSM recommends that the department develop such a 

plan. For example, Figures 4-12 and 4-13 show the top hot spots of CFS and crime in Casper 

(excluding police headquarters and Casper Hospital) are the Youth Crisis Center, Walmart 

locations, and the Eastridge Mall. These locations are the hottest and contribute to a heavy 

police workload. This information should be used to develop specific and targeted operational 

plans to address the high workload. Working with the stores, the CPD should develop and 

implement an operational plan directed at these locations. The plan should involve crime 

prevention, patrol, detectives, and traffic personnel and should seek to reduce the call volume 

and crime.  

The impact of CFS at Walmart stores strains police resources in many communities. For example, 

the Tampa Bay Police Department recently analyzed the impact of CFS at Walmart to explore 

solution strategies. Tampa Bay PD may be a starting point resource. 

While the specifics of this plan are beyond the scope of this report, CPD might consider using the 

same process to create a strategic plan for specific retail crime locations, focusing on the high 
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frequency of occurrences, such as shoplifting, burglary, and theft from vehicles. Public 

education campaigns encouraging locking of vehicles and basic security measures can assist in 

bringing offenses down in these areas. Partnerships with store owners and the local Chamber of 

Commerce can facilitate strategies to reduce incidents of shoplifting and the related drain on 

police resources. This responsibility should lie with patrol, working in concert with other 

operational resources in the CPD. 

Recommendations 

■ Patrol should address “hot spots” in the community by leveraging all operational assets of the 

department. [Recommendation No. 3.] 

More information and analysis on calls for service, response times and the dispatch process can 

be found in the Communications section of this report. 

Patrol Investigations / Report Writing 

As in all general law enforcement agencies, CPD officers handle a wide array of calls. Some are 

related to criminal offenses such as robberies, burglaries, or fraud. Most, however, are related to 

a variety of issues that pertain to maintaining order. For instance, traffic enforcement and 

direction, handling customer and/or neighborhood disputes, providing counselling to troubled 

youth, and of course responding to family disputes that often do not involve a crime.  

It has been the experience of CPSM consultants, both in our roles as law enforcement 

executives, and in the numerous studies of law enforcement agencies, that between 60 and 65 

percent of calls do not warrant a formal police report. That is not to say that there is no record of 

the call. Every call generates a permanent call identifier (number) when it is entered into the 

computer-aided dispatch (CAD) system by the 911 operator. When the call is closed at the 

termination of the officer’s actions, the call history is transferred to the records management 

system (RMS). Access to the call information is readily available in the future through a simple 

computer search. 

It is at this point that department policies vary somewhat. Generally, one of three things occurs: 

Some agencies close the call with no further action required; others require deputies/officers to 

enter limited information about the call and disposition into what are referred as CAD notes to 

allow for some supervisor review of the incident. This generally amounts to a three- or four-line 

summary. Finally, where circumstances warrant, a formal report is prepared. If the officer 

chooses to close a call without a formal report, with or without a CAD note, supervisors have the 

discretion to order a formal report of the incident. Policy 28 provides guidelines to CPD officers 

regarding the appropriate actions to be considered when handling a call for service. 

Casper Police Department reporting guidelines are covered in Policy 14.2, Records-Reporting. 

The policy, which is five pages in length, was reviewed by CPSM. The policy addresses when a 

report must be written. Section 14.2.2 addresses reporting of criminal activity and provides 

guidance as to which circumstances require a report to be completed. Generally, patrol officers 

stay in the field while writing reports to make themselves available for CFS. With supervisor 

approval, officers may defer a report for completion on a later date or be authorized overtime 

to complete a priority report. Reports not completed by the deferral date are referred to a 

supervisor by records staff to address the officer and direct timely completion of the report.  

The current practice regarding clearing calls for service and the writing of reports directs CPD 

officers to write more and lengthy CAD log entries and incident reports than would be generally 

required by written policy. Although this department guideline increases the patrol officers’ 
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workload, command staff articulated this practice is temporarily necessary due to the limited 

tenure of CPD patrol members. This practice, which also requires field supervisor oversight, has 

been put in place as method to ensure less tenured personnel learn to document the 

appropriate detail as required for each call for service or report. Once patrol personnel have 

satisfied command staff that the learning process has been effective, the plan is to return to 

reporting requirements as outlined in policy. CPSM concurs with this temporary practice, but 

recommends it be clarified department-wide to ensure consistency in its application as it 

appears some confusion exists among the ranks. 

Patrol Investigations Recommendation: 

■ CPSM recommends the temporary reporting practices for patrol personnel be clarified 

department-wide to ensure consistency in application. [Recommendation No. 4.] 

Court Appearance Scheduling 

The opportunity to appear in court and receive due process is a fundamental right provided in 

the United States. The most common appearance is a traffic court appearance required 

because of a citation from a law enforcement officer. However, the clear majority of violators 

forego their right to a court appearance. They dispose of the citation by paying a fine without a 

court appearance or they choose to attend traffic school when it is an available option 

Appearing in court to testify regarding citations issued is a function of a being a law 

enforcement officer. Based on court scheduling practices these appearances can be while the 

officer is at work, on a day off, on vacation, or while sleeping due to working nights. Law 

enforcement agencies and local courts can work together to develop court scheduling 

processes that best accommodate the court, the violator, and the officer.  

Court appearances by its officers impacts a law enforcement agency in two ways: in terms of 

public safety and budget. Officers appearing in court while on duty remove valuable resources 

from those available to respond to public safety needs. Officers appearing while off duty are 

paid additional wages while appearing in court. A cooperative scheduling effort between the 

court, the violator, and the officer can reduce these costs.  

CPD patrol personnel work a team system with two teams working days for two months and two 

teams working nights for two months. The teams rotate assignments every two months. To 

accommodate patrol team scheduling, the court sets appearance dates in accordance with 

the officers’ schedules. The appearance dates are entered into the Digiticket system to assist 

officers when writing citations. This method results in officers appearing in court on the violator’s 

initial appearance date. At this appearance, the violator may pay the fine or set a trial date 

with the court or dispose of the ticket otherwise. With this court scheduling method, it is CPSM’s 

experience that a minimal number of violators actually choose to go to trial.  

A CPD study of this issue revealed that 98 percent of violators failed to set trial dates for 1,757 

citations issued during the two-month study period, choosing to pay a fine or attend traffic 

school instead. This resulted in personnel out of the field and wages paid needlessly. CPSM 

recommends a more efficient and cost-effective method which requires the violator to appear 

on their assigned appearance date and decide whether to go to trial or pay the required fine. 

The officer does not appear on the initial court date, but can be subpoenaed to a future court 

date if necessary.  

A cooperative solution should be sought by a CPD–court working group to determine the most 

resource effective scheduling method, while maintaining the due process rights of the violator. 
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Court Appearance Scheduling Recommendation: 

■ CPSM recommends CPD and the courts convene a working group to evaluate the issue of 

scheduling appearances for traffic-related violations and determine the most resource-

effective scheduling method for officers while maintaining the due process rights of the 

violator. [Recommendation No. 5.] 

 

FOCUSED TEAMS AND FUNCTIONS IN PATROL 

Forensic Services 

Forensic investigation of a crime scene is a highly specialized function. Successful identification 

and collection of evidence, especially trace and biological evidence, is of paramount 

importance in successfully solving crimes. Investigators must have a high degree of training, 

experience, skill, and commitment to master this art.  

The collection, processing, and preserving of evidence is regulated by CPD General Order 12-1 

(except computers and other electronic devices – see GO 12-2). This order, nine pages in length, 

directs all aspects of evidence collection. The order includes cross reference to General Orders 

for the collection of items such as currency, drugs, and firearms. 

Training in basic crime scene processing, evidence collection, and handling is provided to all 

Casper police officers. Select members of the department are trained in specialized techniques 

and skills required in the processing major incidents. There are evidence technicians assigned to 

each patrol team who serve in this capacity as a collateral duty to their regular assignments. A 

patrol lieutenant and sergeant oversee the forensic activities of the evidence technicians. 

CPSM staff requested data reports on the frequency of collection as well as the evidentiary 

value of that evidence which is collected; however, this information is not collected by CPD. As 

a result, a quantitative evaluation of the efficiency and effectiveness of evidence technicians 

was not possible. Although an ongoing evaluation of the viability of the evidence is not 

maintained, management is confident the department’s evidence technicians are some of the 

best in the state. A concerted effort is made by CPD management to provide ongoing training 

to the technicians to ensure CPD evidence collection remains in line with best practices in the 

field. Best practices dictate that crime scene investigators be highly trained, experienced, and 

well-supervised.  

Forensic Services Recommendations: 

■ CPSM recommends that CPD management develop a relationship with the Wyoming State 

Crime Lab and seek input from the lab’s quality assurance director on the individual and 

group quality of CPD evidence collection and to affirm the CPD opinions. [Recommendation 

No. 6.] 

■ A tracking mechanism should be put into place to record the efficiency and effectiveness of 

individual and group efforts in the collection of evidence. This will enable the department to 

establish benchmarks that will assist in performance measurement and the identification of 

training needs. [Recommendation No. 7.] 
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Canine 

The Casper Police Department canine program assists patrol in the detection and apprehension 

of suspects who are actively fleeing capture and/or arrest. Officers are paired with a specially 

trained dog and are responsible for the care of the dog when not on duty. The K9 program 

utilizes the dogs greatly enhanced olfactory capabilities and agility to search large areas quickly 

and locate suspects. Use of the dogs can greatly reduce the potential for serious injury 

to officers. The dogs are also dual-trained in narcotics detection and assist CPD personnel as 

needed for this purpose. Currently, CPD deploys three canine units. Two are assigned to the 

patrol teams and one is assigned to the traffic team.  

Canine officers work 12-hour shifts and provide coverage each day of the week, except every 

other Wednesday which is a canine training day. The patrol canines are generally deployed 

from 3:00 p.m. to 3:00 a.m. The traffic canine unit deploys on day shift, with variable start times 

based on the school calendar to ensure enforcement during pick-up and drop-off periods in the 

school zones. The canine units handle CFS and assist patrol in a variety of circumstances, 

including serving as back-up when not needed for canine-related activities.  

The K9 Unit is properly aligned with patrol and seems to be a well-run program. Command staff 

report no issues with K9 deployments or problematic bites.  

Canine Recommendation: 

■ The Traffic K9 serves no specific traffic purpose. The K9 should be reassigned to the Patrol Unit. 

[Recommendation No. 8.] 

Traffic Unit 

CPD maintains a Traffic Unit as part of its Operations Division. The unit is staffed by a sergeant 

who oversees the four-officer traffic team, a hit and run investigator, four Community Service 

Officers, and two School Resource Officers.  

The stated goals of the Traffic Team are focused on reducing traffic collisions in Casper. 

Occupant protection, speeding, impaired driving, and distracted and aggressive driving are 

priorities. The unit utilizes selective enforcement to accomplish these goals. The unit maps crash 

data quarterly and directs enforcement to intersections and streets with a high frequency of 

crashes. The unit also places an emphasis on neighborhood traffic problems associated with 

complaints and suggestions received from the public, neighborhood organizations, and Natrona 

Public Schools. However, in day-to-day operations, traffic enforcement does not appear to be a 

high-priority for CPD.  

The Traffic Team has four officers assigned, but only one is dedicated primarily to traffic 

enforcement and is the major individual source of department citations (5,052 of 13,434), based 

on data provided covering the period of all of 2016 and 2017 through August. The other three 

members of the Traffic Team issued a total of 4,221 citations. The traffic officers also have 

collateral duties of patrol field training officer and background investigator, which can minimize 

their time for traffic duties. One traffic officer deploys with a K9 partner. He assists patrol with 

problem crime areas, assists probation and parole with searches as needed, and spends his 

remaining time conducting traffic enforcement. Traffic personnel are deployed in standard 

police units, only utilizing motorcycles for parades and other ceremonial events.  

In 2015, Casper reported 1,946 traffic accidents, 435 (22.4 percent) of which were injury 

accidents; accidents in the city accounted for approximately 82 percent of Natrona County’s 
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2,360 total accidents. The City of Casper reported 1,605 traffic accidents in 2016, 367 (22.8 

percent) of which were injury accidents; again, city accidents accounted for approximately 82 

percent of Natrona County’s 1,952 accidents. Casper had 42 alcohol-related injury accidents in 

2015 and 36 in 2016. These were 87.5 percent and 82 percent, respectively, of Natrona County’s 

92 total alcohol-related injury accidents in 2015 and 2016.  

Overall, the collision rate in the city is about five accidents per day. The total number of traffic 

collisions has shown a decline over the last two years. However, alcohol-related injury accidents 

have increased 8.6 percent. Data indicate that most traffic accidents in Casper occur between 

3:00 p.m. and 5:00 p.m., with the most occurring on Fridays. Causative factors for traffic 

accidents at locations with a high frequency of accidents should be examined by developing a 

standing committee made up of members of the police department, public works, and the 

traffic engineer. This committee should be charged with the responsibility of determining 

potential reduction strategies through engineering, education, and enforcement.  

Traffic factors such as the nature of crime and traffic concerns in a community will influence 

community expectations of its police department’s work priorities. Therefore, as we examined 

traffic enforcement efforts, we looked not only at the traffic officers, but also at the efforts of all 

patrol officers who share in the responsibility to address traffic issues.  

As noted above, CPD issued 13,434 citations during the period of all of 2016 and in 2017 through 

August. The four-member traffic team accounted for 9,273 of the citations. The remaining 4,161 

citations were written by the patrol officers.  

In our analysis, we used this data to evaluate whether the patrol officers were sufficiently 

engaged in traffic enforcement activities as part of their overall work effort. We looked 

specifically at the patrol officers and excluded traffic officers. We found that, on average, patrol 

officers issued 95 traffic citations per officer per year, or slightly under eight traffic citations per 

officer per month or less than one per shift. All patrol personnel are trained in traffic enforcement 

and primary traffic accident reporting during their patrol training program, but not specifically 

by a member of the traffic team.  

There is no industry standard for the number of citations expected of a patrol officer; establishing 

quotas is both undesirable and unlawful. Nonetheless, as part of officers’ overall work effort 

agencies can demand that sufficient effort be directed to those areas of greatest concern to 

the community. As such, measuring performance relative to traffic enforcement, both 

individually and collectively, is appropriate when used as part of a broader measure of overall 

performance. Overall, CPSM found that the patrol force did not appear to be sufficiently 

engaged in traffic enforcement. 

Recommendations:  

■ Develop a standing committee made up of members of the police department, public works, 

and the traffic engineer with the responsibility to address causative factors for traffic accidents 

at locations with a high frequency of accidents. [Recommendation No. 9.] 

■ Evaluate traffic enforcement priorities within Casper and determine the appropriate 

enforcement expectation of CPD personnel. [Recommendation No. 10.] 

■ In the patrol training program ensure a trainee is assigned with a traffic team member for at 

least a two-week period. [Recommendation No. 11.] 
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■ The CPD Standard Performance Evaluation should be used to document that all members of 

the department’s patrol force dedicate an appropriate level of attention to traffic safety and 

enforcement efforts. [Recommendation No. 12.] 

■ As noted in the Canine section, the Traffic K9 serves no specific traffic purpose. The K9 should 

be reassigned to the Patrol Unit. [Recommendation No. 13.] 

Traffic Grants  
The following traffic grant funds are received by the department on an annual basis:  

■ $7,592 Under Age Drinking - Wyoming Association of Chiefs and Sheriffs 

■ $14,400 Under Age Drinking - Wyoming Association of Chiefs and Sheriffs 

■ $26,200 Driving Under the Influence – Wyoming Highway Safety 

■ $35,050 Nondriving Under the Influence – Wyoming Highway Safety 

■ $30,300 Driving Under the Influence – Wyoming Highway Safety 

■ $24,750 Nondriving Under the Influence – Wyoming Highway Safety 

Each grant includes specific use requirements, but all serve to support the department’s traffic 

safety and enforcement efforts.  

School Resource Officers 

For more than 15 years, the Casper Police Department has partnered with the Natrona County 

School District to make available two sworn law enforcement officers to serve the needs of the 

educational community of over 14,000. These two officers divide their work between the 

eastside and westside schools. A grant, cooperatively administered by the department and the 

district, reimburses the department for 75 percent of the officers’ budgeted salary and benefits.  

The School Resource Officers (SROs) can respond to a school crisis in a timely manner and have 

the knowledge of school layouts, issues, policies, and procedures, along with known threats to 

the school, at their immediate disposal. SROs deal with legal issues within the schools, are directly 

involved with parents and students on law enforcement-related issues and disciplinary situations, 

and are called upon to give presentations on differing law enforcement issues that affect the 

school district. In addition, SROs work closely with the Department of Family Services, Probation 

and Parole Officers, Youth Diversion Officers, and Natrona County School District Student 

Advocates.  

The SROs’ work schedules conform to the school day and calendar. They work a patrol 

assignment during nonschool periods. SROs assist patrol by handling calls and reports originating 

at schools that would otherwise be dispatched to patrol, saving hundreds of hours of patrol 

officer time yearly. The assigned officers remain in the position until they request reassignment.  

No recommendations are offered. 

Community Service Officers 

Many police departments have long utilized civilian Community Service Officers (CSOs) to 

augment patrol and other units throughout their agencies. Unlike officers who need 

noncommitted time to engage in proactive community policing and problem solving, CSOs 

need no such noncommitted time, and therefore can take a significant portion of workload 

from patrol officers. CSOs relieve officers from handling property damage-only traffic collisions, 
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traffic direction, cold calls, specified noncustodial crime reports, and certain miscellaneous 

nonpolice calls such as public assistance and escorting or transporting noncustodial people. 

As well, service area integrity is important for patrol officers, but not so for CSOs. Their ability to 

respond throughout the city to handle minor incidents reduces the need for officers to do so and 

enables the officers to maintain beat integrity. Finally, CSOs are cost efficient, as their salary 

costs are less than those of police officers. No additional supervision is required for this function 

as supervisory oversight is absorbed by existing patrol supervision. 

The CPD deploys three full-time and one part-time nonsworn Community Service Officers. The 

CSO office is in the front lobby of the Casper Police Department. One of the full-time CSOs works 

in this office weekdays from 8:00 a.m. to 5:00 p.m. Services provided include fingerprints, vehicle 

ID inspections, taking noncriminal reports, and providing general assistance to the public and 

support functions for the department. Monday through Friday, one full-time and one part-time 

CSO conduct parking enforcement throughout the city including the downtown business area 

on a foot beat. The fourth CSO provides full-time assistance to the department’s fleet manager.  

As noted, a primary function of CSOs is the preparation of noncustodial crime reports. CPD 

currently utilizes one CSO for this function for walk-in reporting at the station. CPD has instituted 

CopLogic for the public to report specified criminal activities online. Current data indicate the 

program has had some success, having reduced sworn officer responses by 3.2 percent of total 

reports written by CPD personnel.  

Recommendation: 

■ CPSM strongly encourages the city and department to consider expanding the CSO program 

should CopLogic not improve its impact on CFS reduction. [Recommendation No. 14.] 
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SECTION 5. INVESTIGATIVE SERVICES 

DIVISION 
 

CRIMINAL INVESTIGATIONS UNIT 

The Investigations Unit is commanded by a lieutenant who reports directly to the Chief of Police. 

The unit is comprised of one sergeant, nine detectives, two full-time victim/witness advocates, 

and one compliance officer. The Investigations Unit is located on the first floor of the police 

department, in Natrona County Hall of Justice building. At the time of the site visit, one 

Investigations Unit sergeant position was vacant.  

The sergeant in the unit is required to monitor all the detectives’ cases that are currently open, 

as well as proofread investigative reports, assign cases, and manage case coding and tracking. 

The sergeant is also responsible for managing large criminal incidents, and sharing the pertinent 

information relating to the incident with other affected units within the department. The 

detective sergeant is also trained and certified as an ILO (Information Liaison Officer) for the 

Rocky Mountain Region and is responsible for disseminating pertinent intelligence to regional 

agencies. 

The lone sergeant currently supervises the nine detectives in the unit, and ensures they are 

handling their caseload appropriately. In most agencies, detectives are the most tenured 

members of the department, and the assumption is that they would most likely require the least 

amount of supervision. However, the detectives also handle high-profile, serious, and extensive 

investigations. These investigations often require direct supervision. With only the one sergeant in 

the unit, an issue is created with span of control when supervising the nine detectives and two 

advocates. The accepted span of control ratio in law enforcement is usually five on the low end 

to seven on the high end. CPSM learned that because of caseload and case management 

workload, the one sergeant has very little time to supervise the detectives and the cases they 

are working. CPSM would recommended that the vacant sergeant position be filled at the 

earliest opportunity. 

Under the prior chief, the Investigations Unit was divided into two separate units, the Operations 

Support Team (OST) and the Major Crimes Unit (MCU). However, when the prior chief was 

replaced, the two separate units were recombined and all members then became the Criminal 

Investigations Unit. Even after disbanding the two units, there is no structure to the unit, although 

detectives are assigned cases dependent upon their expertise, CPSM would recommend 

dividing the Investigations Unit into a crimes against persons team and a crimes against property 

team. This would more evenly distribute the cases among the members of the two teams. If this 

reorganization were to occur, detectives would consistently receive the same types of cases to 

investigate, thus enabling further development of their expertise as well as enhancing their 

efficiency and the solvability of crimes. 

Detectives work four 10-hour shifts, and all detectives have the weekends off. They rotate 

between Monday, Wednesday, and Friday as their third day off. This scheduling ensures they are 

available for preliminary hearings, which are scheduled for Tuesdays and Thursdays in Natrona 

County. The detectives all have their area of expertise (burglary, sexual assault, paper crimes, 

etc.). All detectives, regardless of their specificity, are expected to be proficient in serious, 

felony-level crimes. Detectives are required to be on-call for critical incidents or serious felony 

crimes that rise above the abilities of patrol officers. Two detectives are required to be on-call all 
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the time, and are on a rotational basis with others in the unit. Attempts are made to schedule 

one detective with experience in crimes against persons and one with experience in crimes 

against property; however, this has resulted in more serious cases assigned to the crimes against 

persons detective. Detectives, like other members of the department, all have take-home city 

vehicles.  

The department also has three positions assigned to state task forces. Two positions are assigned 

to the state drug task force, while the other position is assigned to the Internet Crimes Against 

Children Task Force (ICAC). All three of the task force positions are funded through the state. The 

department also has a detective assigned for one year to the Joint Cybercrime Action Taskforce 

(J-CAT) in Washington, D.C. CPD covers the salary and benefits of the detective while assigned, 

while the federal government pays for the room, per-diem, and training for the detective while 

assigned to the position. As the department is struggling with filling vacant sworn positions, it 

should carefully consider whether the assignment of the detective to the task force is the best 

use of a position.  

The Investigations Unit has no civilian assigned to assist detectives with providing information to 

the DA’s office, assisting with case tracking/data input, filing, and other associated needed 

duties. Oftentimes, such a position can handle much of the administrative work necessary in 

criminal cases to free up detectives’ time to work their caseload. The possibility of creating this 

position is also discussed in the Compliance Officer section. 

The department has three standard type rooms located at the PD, and it just recently 

completed a “soft” interview room. All four interview rooms offer the capabilities of video 

recording; however, the systems need technical upgrades to ensure the video and audio 

recordings are of a high quality for court purposes. Court cases are often based upon the 

strength of the video and audio recordings of the interviews of the victims or witnesses. It is 

essential that these systems are of top quality and operationally effective to create the best 

video and audio possible.  

CPD uses a two-prong records management system for its control of criminal cases. It utilizes a 

module of the Spillman system for assigning cases as well as providing supervisors the ability to 

track the status of cases as they are worked by the assigned detective. It also allows supervisors 

to see when a detective has closed a case, what the closure for the case was, and what 

actions were taken leading to the closure of the investigation. For the second prong of the 

system, the department uses Microsoft Sharepoint to write and store the investigation 

paperwork. Detectives are required to keep a running investigative report on this system; it can 

be reviewed at any time by the supervisor. Once the report is completed and approved, both it 

and the Spillman case management report are submitted to the Records Division. Members of 

the department believe the existing system is adequate for their needs if it is used properly; 

however, the members of the Investigations Unit could benefit by having additional training in its 

uses. 

At the time of the site visit, CPSM was provided a printout of the number of cases currently 

assigned to each detective. Upon review, it was noted that while one detective showed 168 

open cases, another detective showed only 11 open cases. All the other detectives were 

somewhere in that spectrum, but most showed more open cases than would be within the 

acceptable norm. It was admitted to CPSM that over the last several years there was no 

accountability for the accuracy of the data either inputted or deleted from the management 

system. However, the lieutenant now assigned to the unit has begun an audit of all cases 

currently in the system and hopes to have an accurate representation of the detectives’ 

caseload within the next few months. Without an accurate number of current, open assigned 



 
56 

cases for detectives, CPSM is unable to undertake a staffing recommendation for the 

Investigations Unit.  

CPD does not track or maintain statistics on gang identification, crimes, or arrests, even though 

in 2014 the police chief noted in a news article that the gang members in the city can no longer 

be considered “wannabe,” and must be taken seriously. The Bureau of Justice Assistance, in a 

paper titled “Addressing Community Gang Problems: A Practical Guide” stated, “Urban street-

gang involvement in drug trafficking and violent crime is becoming increasingly widespread—

not just in large cities, but in suburban areas and small towns as well.” Whereas gangs used to be 

associated with a specific area (turf), they now are involved in drugs and human trafficking. 

There is not a community large or small that isn’t affected by drugs to some extent, so it makes 

sense that every community is going to have some measure of gang issues. Although the issue 

may not be widespread in the Casper community, CPSM believes that most of the officers of the 

department recognize there is most likely some measurable gang issue. For the department to 

determine how widespread gangs are in the community, it must begin the identification and 

tracking of the people claiming to be gang members. Without this identification and tracking in 

the community, there is no way to facilitate a response or to obtain adequate resources to 

combat the issue. 

Except for officer-involved shootings, which are handled by the Wyoming Division of Criminal 

Investigations, the department handles all crimes including homicides solely with its own 

resources. Natrona County does not have a major crimes team, per se, and there is a long 

history of cooperation in the county between the law enforcement agencies in sharing 

resources. However, because CPD is the largest department in the county, it is often tasked with 

assisting the smaller law enforcement agencies with resources when a major crime occurs in 

those jurisdictions. 

There is no rotation policy within the Investigations Unit, except for the task force positions. 

Detectives can be assigned to investigations and remain there the remainder of their careers. 

Detectives assigned to the drug task force are rotated every two years, but there is an option for 

a third year based upon the detective’s performance or position with active cases. 

A rotation policy of personnel through the division would give officers the opportunity to gain 

valuable experience and would provide additional assignment opportunities for patrol officers. 

When rotating out of the Investigations Unit, officers often return to patrol, where they become a 

greater asset to that division. Rotation policies are a sound practice in agencies where specialty 

assignment opportunities are not as available as in larger agencies. There are, however, some 

specialized investigative functions that require a high degree of training and experience before 

a detective fully masters the skills necessary to thoroughly investigate select crimes. Homicide, 

computer crime, and sexual assault are but a few examples. The department must be cognizant 

of the specialized expertise needed in these and other areas and ensure that investigations are 

not compromised by inexperience. Such assignments may warrant a significantly longer 

assignment period, even indefinite.  

CPSM would recommend the department consider implementing a rotation system for the 

Investigations Unit. Although this is a relatively small unit, several positions within the division 

requiring specialized expertise should be given a longer rotation assignment, possibly for seven 

to ten years, while other positions requiring less specific expertise, could rotate every five years. 

This would ensure that rotational assignments are available and that expertise is maintained 

within the unit.  

Detectives currently receive a monthly stipend to use their own cell phones while on duty for 

making calls during the handling of their investigations. This is problematic because phone 
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records from a detective’s personal phone may be subpoenaed in a case where the phone 

was used during an investigation. The department should consider issuing smart phones to 

detectives instead of offering a stipend for use of their personal phones. For a detective 

assignment, a smart phone can be invaluable for “on-the-go” investigations. It is understood 

that many agencies are reluctant to issue phones to personnel because of past abuses of the 

phones. However, with suitable policies and random inspection of records, abuse can be 

controlled. 

Training of departmental personnel is covered in its own section in this report, but it should be 

noted that the expertise required of detectives often requires specialized training not needed by 

all department members. CPSM inquired about an assignment-specific training matrix for 

detectives and was told that while none exists today, the department is working on a draft 

matrix. CPSM supports this important action. 

Investigations Unit Recommendations: 

■ If staffing at some point allows, assign a second sergeant to the unit. [Recommendation  

No. 15.] 

■ Begin maintaining statistics on gang activity; this should include identification of those people 

who are gang affiliated, locations of crimes, and people involved. [Recommendation No. 16.] 

■ The department should begin tracking clearance rates for the detectives. [Recommendation 

No. 17.] 

■ Continue pursuing the department’s implementation of NIBRS instead of UCR for the reporting 

of crime statistics. [Recommendation No. 18.] 

■ The department should consider implementing a rotational policy for positions within the unit. 

[Recommendation No. 19.] 

■ Upgrade the audio and video systems in the unit’s interview rooms to ensure a high-quality 

product for court purposes. [Recommendation No. 20.] 

■ With resources being cut in the city and budgets reduced, the department should reexamine 

whether the J-CAT task force position is still a priority. [Recommendation No. 21.] 

■ CPSM recommends the completion of the caseload audit being conducted by the 

lieutenant; this will provide an accurate representation of the caseloads of detectives. 

[Recommendation No. 22.] 

■ A training matrix for each detective assignment should be completed to ensure the 

detectives have sufficient training to allow for successful investigation of criminal activity 

specific to their areas of assignment. It is acknowledged that the department is presently 

acting on this. [Recommendation No. 23.] 

■ The department should consider providing smart phones under tightly regulated conditions to 

detectives for business use instead of paying a monthly stipend for detectives’ personal 

phones. [Recommendation No. 24.] 
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VICTIM SERVICES UNIT 

There are two full-time victim services workers in the unit; they are supported by approximately 

ten volunteers. The employees report to the sergeant of the Investigations Unit. Units such as this 

have proven to be widely successful for providing assistance to crime victims by helping them 

navigate the criminal and civil justice systems and helping them to access community-based 

assistance programs. The unit assists victims in filing compensation paperwork, filing of 

protection/stalking orders, and will also respond to a crime scene to assist a victim when 

requested. Of the two positions, one is 85 percent grant funded, while the other is paid for by the 

police department. The grant paying for the second position must be reapplied for every two 

years, and monies for training can be included in that grant. The unit also currently has an 

International Association of Chiefs of Police (IACP) Enhancing Law Enforcement Response to 

Victims (ELERV) grant to improve the department’s response to victims.  

The victim service workers primarily work with the victims of crime; however, in complex cases 

they can be requested to assist with witnesses. The workers can be requested by any patrol 

officer to assist on calls, but they are assigned automatically to all family violence and sexual 

assault cases. The unit is physically located within the Investigations Unit in the police 

department, which allows for ease of access for both detectives and the workers to interact 

regarding criminal cases.  

In 2016, the unit responded to 212 crisis response calls. In addition, the unit responded to 552 

other victims of miscellaneous crimes by sending letters advising of services available and how 

they can receive restitution. Of the 212 crisis responses, 69 were sexual abuse or assault, 13 were 

child abuse, 111 were domestic abuse, and 69 of them were for simple assaults. The unit 

members and volunteers, when requested by officers, are notified and dispatched through the 

department’s dispatch center. The two assigned members of the unit respond to crisis calls 

during normal working hours, while the volunteers respond during nighttime and weekend hours. 

The volunteers receive the mandated training necessary to respond to crisis incidents. At the 

current time, only approximately 45 percent of the officers in the department contact the unit 

for victim/witness services. Providing training to officers and sergeants about the services 

available from the unit, and ensuring they understand what the unit offers, would be 

recommended.  

Because of the way the criminal justice system is configured in Natrona County, once charges 

are filed in a criminal case, the victim is then handed off from the CPD personnel to the county 

victim/witness coordinators. CPSM learned during the site visit that oftentimes that “hand off” to 

another person leads to issues arising with the victims/witnesses who have already developed a 

bond with the CPD workers. It is recommended that the department have conversations with 

the county to determine if, in certain cases where the CPD workers have developed that 

relationship, they be permitted to remain with the victim throughout the criminal case.  

In the last year the department has come under a great deal of scrutiny by some community 

activists questioning the department’s investigation, or lack thereof, of several recent sexual 

assault cases. In response to the criticism, the department held several community meetings 

regarding that issue. However, those meetings did little to change the community’s perception 

of how the department handled the cases. Had the department’s Victim Services Unit possibly 

reached out and connected with these groups to develop a relationship with them, the 

department might have been able to alleviate some of the negativity directed at the police 

department by these groups. It is important for these relationships to be built prior to events 

occurring, and CPSM would recommend the unit consider building relationships with victim 

advocates and groups.  
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Victim Services Unit Recommendations: 

■ Strengthen relationships with service providers such as hospitals as well as community-based 

advocates to enhance the level of service and cooperation in meeting the needs of crime 

victims. [Recommendation No. 25.] 

■ It is recommended the department hold discussions with the county on the possibility of 

allowing CPD workers to continue through the criminal process with certain victims/witnesses. 

[Recommendation No. 26.] 

■ Provide training to patrol officers to ensure a thorough understanding of the value and 

capabilities of the Victim Services Unit. [Recommendation No. 27.] 

 

COMPLIANCE OFFICER  

The Compliance Officer is a relatively new position within the department. The position is filled by 

a sworn officer and reports to the Investigations Unit sergeant. However, the officer who is 

currently in the position has been on extended leave, and the duties of the position have been 

given to the traffic accident investigator until the officer returns to work. The position handles all 

the issues and permits involved with pawn shops, taxi cab companies, towing companies, and 

businesses with alcohol permits, etc. Although ensuring compliance is maintained with those 

businesses is usually not a high-priority area in a police department, it is still a necessary function. 

The compliance officer ensures the business permits are current, and that they are working 

within city, county and state ordinances. Since issues involving ordinance compliance of these 

businesses are usually administrative in nature, and not enforcement-related, it is not necessary 

for the position to be a sworn officer. In fact, in most law enforcement agencies, ensuring the 

compliance of city ordinances such as those listed above are most commonly handled by a 

civilian employee.  

CPSM would recommend the department consider reclassifying one of the open police officer 

positions to a civilian position, and have that person handle the ordinance compliance issues. 

CPSM would further recommend the position continue to be assigned to the Investigations Unit, 

and remain under supervision of the detective sergeant. By keeping this civilian position 

assigned to the Investigations Unit, during times when the person is not working on compliance 

issues they could assist with data input, DA case preparation, and some of the administrative 

work required in the unit that is now being completed by the detectives. The person could also 

assist the sergeant with some of his duties, which would allow more time for his direct supervision 

of the detectives in the unit. 

Compliance Officer Recommendation: 

■ CPSM would recommend the department consider reclassifying one of the open police 

officer positions to a civilian position and have that person handle the ordinance compliance 

issues currently assigned to a sworn officer. This position could also assist detectives with their 

administrative work and filing packages. [Recommendation No. 28.] 
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SECTION 6. SUPPORT SERVICES DIVISION 

Under the direction of the Support Services Division Director, Support Services functions include 

the Public Safety Communications Center, Records Section, Property and Evidence, Police 

Technologies, and Community Services/Justice Programs (Youth Diversion, Drug Court, and 

Youth and Adult Community Services). While under the umbrella of Support Services, each 

section operates semi-autonomously. Therefore, we will report on each of the sections 

separately. 

 

PUBLIC SAFETY COMMUNICATIONS CENTER (PSCC) 

Communications is a vital component of an effective law enforcement agency. Often the first 

point of contact for a citizen seeking assistance, 911 operators play a significant role in setting 

the tone for the community’s attitude toward the agency. The efficiency with which they collect 

information from callers and relay that information to responding personnel significantly impacts 

the safety of citizens and officers and fire/EMS personnel alike. Additionally, all dispatchers must 

be emergency medical dispatch certified. And for crimes in progress, their work substantially 

affects the chances of apprehending criminals.  

The CPD’s Public Safety Communications Center serves as the Public Safety Answering Point 

(PSAP) for Natrona County. As the county’s PSAP, the PSCC provides 911/dispatch services 

around the clock for all public safety agencies (police / fire / EMS) throughout the county. 

However, it is staffed exclusively by employees of the Casper Police Department. Each 

participating agency contributes to the total operating costs of the PSCC (personnel, facility, 

equipment) based upon their percentage of total calls for service. Agencies served include: 

■ Casper Police Department. 

■ Natrona County Sheriff’s Office. 

■ Mill Police Department. 

■ Evansville Police Department. 

■ Casper Fire Department. 

■ Natrona County Fire District. 

■ Mills Fire Department. 

■ Evansville Fire Department. 

■ Bar Nunn Fire Department.  

■ Salt Creek Emergency Services. 

■ Casper Mountain Fire Department. 

■ Natrona Airport Crash/Fire. 

■ Metro Animal Services. 

■ Wyoming Medical Center. 

■ Life Flight. 

■ After-hours service for the street, water, and sewer departments. 
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The chief executive of each participating agency appoints a designee to serve on the PSCC 

Operating Committee, which provides operational and administrative oversight of the center.  

Communications Staffing  

As noted, the Communications Section is part of the Support Services Division. As such, it falls 

under the direction of the Director of Support Services, assisted by the Police Technologies 

Manager. However, day-to-day management of Communications is the responsibility of the 

PSCC Supervisor. 

Under the direction of the Supervisor, four lead dispatchers serve as shift leaders of 

communications operations on a 24/7 basis. However, they have no supervisory responsibility or 

authority within the structure of the chain of command. 

Additionally, there are 12 authorized Dispatcher I/II positions, and 4 authorized call taker 

positions. Dispatcher I/II personnel can both dispatch calls for service and take incoming 911 or 

other nonemergency telephone calls. To attain Dispatch II status, Dispatch I personnel must 

meet both training and time-in-grade requirements. Finally, 911 call takers answer both 911 and 

nonemergency telephone calls to the center, but are not trained for nor have radio dispatch 

responsibilities.  

Supervision 

CPSM suggests that inadequacies within the command and supervisory structure of the PSCC be 

addressed. As noted, the Police Technologies Manager serves in the capacity of PSCC manager 

as a collateral duty to many other assignments. As such, he is located at police headquarters, 

miles away from the PSCC. As well, he has no prior experience working within an emergency 

911/dispatch environment. That leaves day-to-day management of the PSCC to the sole 

supervisor. As such, she is functionally charged with management and direct supervisory 

oversight of 20 personnel who cover a critical 24/7 operation. This includes evaluation of their 

performance, both informally and formally through the performance appraisal process. 

However, in a 168-hour workweek, she is on-site less than 25 percent of the time. The ratio of one 

supervisor to 20 subordinates is beyond reason by itself, let alone in a highly charged 

environment of a 24/7 emergency dispatch center.  

A simple solution is to upgrade the current supervisor to Communications Manager, and 

upgrade the Lead Dispatchers to shift supervisors with direct supervisory responsibility for 

personnel under their command. These would serve as “working supervisors,” meaning that they 

are colocated with the dispatchers and call takers, and can both take 911 calls and/or handle 

dispatch (radio) duties as necessary. In so doing, there would be supervisory oversight of the 

PSCC nearly 24/7, and the supervisor/subordinate ratio would be reasonable given the highly 

charged environment found in emergency dispatch centers. 

The following table reflects all staffing assigned to Communications. It depicts authorized 

positions, actual staffing, and vacancies. 
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TABLE 6-1: Communications Personnel 

Rank Authorized Actual Vacant 

Supervisor 1 1 0 

Lead Dispatcher 4 4 0 

Dispatcher I/II 12 9 3 

911 Call Taker 4 1 3 

Total 21  15 6 

 

The position of 911/dispatch operator is challenging and stressful duty. Virtually every agency 

studied by CPSM reports that finding qualified applicants who can complete the rigorous 

training program required to perform these duties is a struggle. That is consistent with the 

experience of CPSM staff in the agencies in which they worked. In virtually every agency studied 

by CPSM, vacancies are carried. In the case of the PSCC, the vacancy rate exceeds 28 percent 

of authorized staffing. This is no small problem. As most agencies are minimally staffed in these 

positions, when vacancies occur, existing staff must fill in the gaps and mandatory overtime is 

commonplace. This adds to the challenges faced by 911 dispatchers. For the past 12-month 

period, 1,087 overtime hours were expended to meet minimum staffing, and even at this 

expenditure rate, many shifts operated at less than minimum staffing due to the lack of 

availability of personnel to work on an overtime basis when the absence was due to illness or 

another unanticipated event.  

While there is no easy answer to this ongoing problem, retirees or other similarly qualified 

personnel who are familiar with the work systems, and who can work on an hourly, non-

benefitted, temporary basis, can serve as a vital resource in addressing this staffing need. Use of 

the salary savings from the vacant positions to pay the salaries of these temporary workers would 

allow for part-time positions without added salary appropriations. By filling in with part-time 

personnel, the department will see a reduction in mandatory overtime of full-time staff, resulting 

in cost savings. While retirees serving as dispatchers require POST certification, and their 

availability is somewhat limited, no such certification is required for call takers. The pool of 

personnel, either retirees or staff from other area agencies, may be a good personnel resource 

for call taker positions.  

Work Schedules 

At present, Lead Dispatchers, Dispatcher I/IIs, and 911 call takers serve as 24/7 staffing for the 

PSCC. Personnel work on a 3/12 schedule with one additional four-hour shift per week (three 12-

hour days and one 4-hour day). To allow for all employees to have one weekend day off, 

personnel work either Sunday through Tuesday or Thursday through Saturday. The four-hour 

“make-up” day is Wednesday for all personnel. The supervisor works an eight-hour day, Monday 

through Friday, with normal working hours of 8:00 a.m. to 5:00 p.m. However, due to staffing 

shortages, she often flexes her schedule to cover shifts to meet minimum staffing needs. The 

following table reflects the primary work schedule for these personnel and average staffing level 

per shift.*  

  



 
63 

TABLE 6-2: Communications Section Work Schedule 

Shift Work Schedule 

Average # Staff 

Presently Available for 

Duty* 

Days 6:00 a.m. to 6:00 p.m. 4.0** 

Nights 6:00 p.m. to 6:00 a.m. 3.5** 

*It is important to note that these staffing numbers are averages and reflect total personnel presently 

available for full duty as per deployment roster. As of this writing, the Communications Section carried six 

vacancies. If fully staffed, the average number per shift would be five. 

** This number does not factor in time off due to vacation, illness, mandatory training, etc. Based upon 

scheduled time off, the actual number of personnel reporting for duty on a scheduled shift will be 

approximately 20 percent to 25 percent lower.  

 

The department’s minimum staffing objective is one lead dispatcher and two dispatchers and or 

one dispatcher and one 911 call taker on duty at any time. Given the workload, CPSM suggests 

that this minimum should occur infrequently. However, as reflected in Table 6-2, when leave time 

is factored in, present staffing levels result in minimum staffing being commonplace rather than 

the exception. As personnel take unscheduled leave due to illness, etc., staffing falls below 

minimums on occasion. Given the workload demand, this is ill-advised and further points to the 

need for action to be taken relative to the numbers of vacancies at present. 

There are only two ways to address the staffing challenges faced by the Communications 

Section: (1) Increase staffing, and/or (2) reduce demand. The department struggles to fill its 

existing vacancies, as do many departments. In fact, a senior member of the staff indicated that 

the section has rarely been at full strength during his entire career of approximately 20 years. 

Therefore, increasing authorized staffing need not be considered until the section is at full 

strength. 

Nonetheless, CPSM previously addressed the option of using temporary, part-time personnel to 

assist in meeting the staffing needs of the Communications Section. We reiterate that suggestion 

here. 

The second option involves workload demand reduction. In the section below, we address this 

issue and offer suggestions to assist in this area. 

Call/Workload Demand 

In addition to serving as the 911 Public Safety Answering Point (PSAP) where all 911 calls are 

received, the Communication Section also receives various other calls via the department’s 

telephone lines, primarily 235- 8278 and 8279. For the period of July 1, 2016 through June 30, 

2017, the Communications Section answered a total of 162,361 incoming telephone calls. This 

equates to an average of one call every three minutes. Of course, call volume would be higher 

during peak activity times, and lower during slower times of the day. Of that number, 26,717 

(16.5 percent) were 911 calls. The remaining 135,644 (83.5 percent) were nonemergency and/or 

general business calls. This represents a significant volume of nonemergency call activity for the 

center. In the table that follows, we compare call demand for the past three fiscal years.  
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TABLE 6-3: Telephone Call Load by Fiscal Year 

Fiscal Year 2014/15 2015/16 2016/17 

All Calls 172,794 172,528 162,361 

911 Calls 31,183 29,315 26,717 

911 % of Total 18% 17% 16.5% 

 

In CPSM studies, it is common to find that the hours between 8:00 a.m. and 8:00 p.m. represent 

those that are busiest for most communication centers, though this varies somewhat from 

agency to agency based upon community demographics. To examine this, CPSM requested 

telephone call data by hour to enable our analysis. Table 6-4 reflects call activity by hour of day. 

As is consistent with most agencies, the hours between 8:00 a.m. and 8:00 p.m. reflect the 

highest call volumes. 

TABLE 6-4: Average Daily Telephone Call Volume by Hour*  

Hour of Day Call Volume 

Midnight 9.05 

1:00 a.m. 6.89 

2:00 a.m. 5.87 

3:00 a.m. 4.73 

4:00 a.m. 4.15 

5:00 a.m.  5.60 

6:00 a.m. 8.68 

7:00 a.m. 15.68 

8:00 a.m. 24.06 

9:00 a.m. 27.49 

10:00 a.m. 29.29 

11:00 a.m. 29.52 

Noon 28.42 

1:00 p.m. 28.68 

2:00 p.m. 30.23 

3:00 p.m. 30.32 

4:00 p.m. 29.75 

5:00 p.m. 27.78 

6:00 p.m. 25.52 

7:00 p.m. 22.76 

8:00 p.m. 20.44 

9:00 p.m. 17.59 

10:00 p.m. 14.24 

11:00 p.m. 11.07 

*This does not include radio traffic workload. 
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Previously, we discussed the Communications Section work schedule (Table 6-2). The two 

primary reporting times are 6:00 a.m. and 6:00 p.m. To meet minimum staffing with available 

staff, the department largely schedules staffing evenly over the 24-hour day, as is reflected in 

that table.  

In comparing staffing levels with telephone call demand (Table 6-4), it is clear that staffing does 

not match workload demand. However, based upon available staffing, there is no present 

option to significantly realign the workforce to meet demand without compromising minimum 

staffing. When additional staffing becomes available, either by using temporary part-time 

employees and/or new full-time staff, additional staff should be scheduled within that 8:00 a.m. 

to 8:00 p.m. window.  

As was previously indicated, In FY 2017, 83.5 percent of telephone calls received by the 

Communications Section were non-911 calls. In studies conducted by CPSM, it is commonplace 

that the caller is transferred to another department function. In a recent study, a department 

reported this to be the case for 31 percent of all calls. Casper does not track this number; 

however, staff reported that transfer calls are routine. These nonemergency calls have a 

significant negative impact on the 911/dispatch operation and should be addressed by the 

department. There are three options for doing so:  

1. Establish a master voice mail line, with extensions for each officer. Placement of this 

telephone number along with the officer’s voice mailbox extension on the officer’s business 

cards would help to reduce those calls. Commonly, crime victims attempt to contact the 

officer who handled the initial call or the follow-up investigation to provide additional 

information or get an update on the status of the case. CPSM inquired as to what 

percentage of calls was the caller attempting to reach a specific officer or other 

department employee. While such records are not maintained, staff estimated that number 

to be in the 35 percent range. At present, officers’ business cards provide the department’s 

business line number by which they can be contacted. That number often leads to the 

911/dispatch center. The dispatcher must then transfer the call to the intended party, instant 

message them, or send an e-mail with the information. The reverse side of the card does 

provide other options, such as detectives, but none to contact the officer.  

Some agencies that use voice mailbox technology indicate that an audit system must be in 

place to ensure that personnel regularly check their voice mailboxes and respond to 

messages left. CPSM suggests that the need to reduce nonemergency calls coming into 

Communications warrants this action.  

2. Utilize an auto attendant system to direct callers to their desired point of contact. Though 

widely used, some agencies shy away from this technology due to the perception that it 

indicates poor customer service. Should this option be considered, the department should 

ensure that clear direction is provided to callers as to which section of the department may 

best serve them.  

3. Create an “operator/receptionist” position to be stationed at the public counter to handle 

both business line calls as well as serve as a receptionist receiving customers at the 

department. While we have been discussing the call volume in the PSCC to this point, the 

Records Section deals with the same issue during their normal business hours of 7:00 a.m. to 

5:00 p.m., Monday through Friday. Records is additionally impacted by walk-in traffic that 

may or may not have business with the Records Section. By diverting many nonemergency 

calls to an operator/receptionist, the PSCC staff will be better positioned to address their 

primary function of handling 911 calls and dispatching emergency personnel, including 
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police, fire, and EMS. The Records Section will not be needlessly impacted by similar calls 

and walk-in traffic unrelated to their function.  

Staffing for this position could be cost neutral by simply reclassifying a vacant 911 call taker 

position from the PSCC authorized staff, and reassigning that position as described. Given 

the fact that PSCC staffing routinely has multiple vacancies, such an action would have little 

impact on its actual staffing, but would significantly reduce its workload.  

While some of these options come with minimal cost, the need to address the nonemergency 

call volume into the PSCC warrants consideration of some mitigation effort. 

The Communications Section can serve as an important addition to the investigative effort for in-

progress crimes or the active search for wanted suspects. As officers search for suspects in the 

field, Communications Section staff can simultaneously search various computer databases and 

social media platforms for information that may be of value to the investigative effort. This can 

apply to missing persons as well. When CPSM inquired as to whether that is done in Casper, staff 

advised that such efforts are limited only to the most serious of crimes due to workload demands 

relative to telephone calls as well as radio traffic. Given the staffing and call volume, that is not a 

surprise. Freeing up time for dispatchers to assist in this way is another important reason to 

increase available staffing and/or reduce workload demands.  

High-priority Calls 

The computer-aided dispatch (CAD) system has been programed to assign priorities to calls 

based upon the nature of the call. Those priorities are identified as Priority 1 through 6. Priority 1 

represents the highest priority. The description of the priorities is as follows: 

■ Priority 1 - Imminent threat to life safety. 

■ Priority 2 - Imminent threat to property. 

■ Priority 3 - Not an in-progress threat to life safety and/or property, but just occurred. 

■ Priority 4 - Not in progress, no threat to life safety and/or property, not just occurred. 

■ Priority 5/6 - Not in progress, no threat to life safety and/or property, occurred hours or days 

prior. 

In Tables 6-5 and 6-6, average dispatch, travel, and response times are shown by call priority. 

These averages include all call activity throughout the 2016 calendar year.  

TABLE 6-5: Average Dispatch, Travel, and Response Times, High-priority Calls 

Priority Dispatch Travel Response Calls 

1 2.2 4.0 6.2 3,088 

Accidents – Personal Inj. 2.7 3.8 6.5 273 
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TABLE 6-6: Overall Average Response Time, by Priority 

Priority Response Time Calls 

1 6.2 3,088 

2 14.4 6,073 

3 21.6 3,306 

4 22.0 3,735 

5 21.7 1,821 

6 24.5 765 

 

FIGURE 6-1: Average Response Time and Dispatch Delay for High-priority Calls, 

by Hour  

 

Note: This figure focuses on priority 1 calls. 

Observations: 

■ Priority 1 calls had an average response time of 6.2 minutes, lower than the overall average of 

17.0 minutes for all calls. Average response time for injury accidents was 6.4 minutes. 

■ Average dispatch delay was 2.2 minutes for high-priority calls, and 2.7 minutes for injury 

accidents.  

■ For high-priority calls, the longest response times were between 7:00 a.m. and 8:00 a.m., with 

an average of 8.6 minutes. 

■ For high-priority calls, the shortest response times were between 2:00 a.m. and 4:00 a.m., with 

an average of 4.8 minutes. 
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Data calculations are based on what is commonly practiced at law enforcement agencies —a 

call taker receiving a call types the information into a call screen, electronically sends it to the 

dispatcher, and the call is broadcast and assigned to an officer to handle. The dispatch period 

is measured from the time of call receipt, ending when the dispatcher assigns an officer to that 

call. The travel period begins at the conclusion of the dispatch period and ends when the officer 

arrives at the scene of the call. The response time represents the combination of the dispatch 

and travel periods. This is the amount of time it takes from the initial call to an officer arriving on 

scene. 

The delay of 2.2 minutes in dispatching life safety and in-progress crime calls is not uncommon, 

but should serve as an opportunity to identify factors affecting the delay and as a motivation to 

work to reduce the dispatch delay. In life safety and in-progress crime calls, every second can 

count. In discussions with communications supervisors, it was pointed out that communications’ 

practice is for emergency calls to be broadcast as soon as practical. That is to say, the field 

officers are made aware of the incident while the call taker continues to collect information. 

Due to CAD programming, the assignment of an officer to that emergency call, which ends the 

dispatch period, cannot occur until after the call information is fully entered, and the call is sent 

for dispatch. It must be noted, that following this protocol, while the dispatch period may be 

reduced, the overall response time is not changed.  

Additionally, the officers’ mobile data computers allow for officers to view calls in real time as 

they are being received in dispatch. This presumes that the officers are in their vehicles, and that 

viewing the screen does not present a safety issue while driving. Nonetheless, this is a valuable 

tool. 

Quality Control Audits 
Periodic review of random tape-recorded calls handled by each 911dispatcher or call taker is 

important to ensure quality control and help to identify training and or performance issues. At 

present, the PSCC conducts three checks monthly for all staff. The check, involving review of 

tape-recorded calls, is conducted by Lead Dispatchers who report their findings to the 

Communications Supervisor. This is an important aspect of managing a 911/dispatch operation 

and the department is to be commended for its commitment to this effort. 

Communications Recommendations: 

■ Management and supervision of the PSCC should be restructured to ensure that it meets the 

operational needs of a 911/emergency dispatch center. Upgrading the supervisor and lead 

dispatchers will allow for more effective management and direct supervisory oversight of this 

critical function. [Recommendation No. 29.] 

■ Consideration should be given to facilitating the hiring of a pool of temporary, part-time 

dispatchers and/or 911 call takers, funded through salary savings, to fill vacancies where 

required to meet staffing needs. A sufficient number of positions should be allocated to ensure 

a pool large enough to meet the staffing needs of the department, since part time personnel 

often have schedule conflicts (personal and/or professional) that impact their availability. 

[Recommendation No. 30.] 

■ The minimum staffing in the PSCC should be set at four personnel, except for the hours of 

midnight to 6:00 a.m., when the number should not fall below three. [Recommendation  

No. 31.] 

■ As staffing permits, realign work schedules to more closely match call demand. 

[Recommendation No. 32.] 
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■ Reduce the excessive number of nonemergency calls coming into the PSCC. 

[Recommendation No. 33.] 

 

RECORDS 

Contrary to the common perception that functions performed in law enforcement records 

sections are as simple as filing reports and providing copies as needed, there is an exhaustive list 

of duties performed. Among the general duties performed daily are: review and processing of 

citations and incident reports; conducting criminal history checks; answering telephone calls 

related to the records operation; handling walk-in customers at the front desk; organizing and 

maintaining reports in various databases; uploading and maintaining digital photographs; 

maintaining records on incarcerated individuals; responding to document and/or photographic 

image requests from the public and law enforcement/criminal justice community; preparing 

and distributing reports for prosecutors and others; maintaining information on local 

wanted/missing persons and property in local, state, and federal databases; monitoring and 

responding to requests received through the agency’s central email box; conducting 

background checks for employment and prepare clearance letters; responding to requests for 

the release of various documents/tapes/photographs as required under the Freedom of 

Information Act; receiving and distributing incoming and outgoing mail; purging records as 

directed by the Wyoming archive retention guidelines; ordering and maintaining department 

supplies for records related duties; preparing statistical reports including those for the state of 

Wyoming and the FBI; and more.  

The department’s policy and procedures manual does not specifically address the records 

function. However, the Records Section is in the process of developing a section manual that will 

provide detailed, step-by-step direction to staff regarding the multitude of functions performed. 

This will help to ensure that Records staff can more easily comply with legal mandates and 

department operating guidelines. Such manuals are commonly used by law enforcement 

records sections and the department is to be commended for undertaking this effort. 

The records management system (RMS) for the CPD operates on the Spillman public safety 

platform. Records staff report that the system serves them well, but they incur some disruptions to 

their work effort when maintenance is performed, as it is done during normal business hours. This 

work is performed by the city’s IT staff. 

Facility 

The Records Section is located on the first floor of the police department, just off the foyer in the 

Hall of Justice. Records serves as the primary contact point for the departments visitors. Staff 

rotate between their normal work station and the public counter to welcome and direct visitors. 

Given the volume of walk-in traffic, this causes disruption to other work responsibilities, as will be 

addressed later in reporting on this section. Except for issues related to the front counter, the 

office space appears to be adequate to meet the section’s needs. 

Records Staffing  

As noted, the Records Section, like Communications, falls within the Support Services Division. 

Direct supervision falls to the Police Technologies Manager as a collateral duty to his other areas 

of responsibilities that includes Communications, Information Technology, and Fleet and Supply. 

Full-time staff includes four records clerks and one administrative assistant. One additional part-

time records clerk position supplements the full-time workforce. No vacancies are reported.  
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The following table reflects all staffing assigned to Records. It depicts authorized positions, actual 

staffing, and vacancies at present. 

TABLE 6-7: Records Section Personnel 

Rank Authorized Actual Vacant 

Full-time Records Clerk 4 4  

Part-time Records Clerk 1 1  

Administrative Assistant 1 1  

Total 6  6 0 

 

In the introduction to the Records Section above, we described some of the myriad 

responsibilities of a law enforcement agency records section. In this case, these are all functions 

performed by CPD Records. Except for the Administrative Assistant who performs limited clerk 

duties, Records Section staff are cross-trained to perform all functions in the section.  

Responsibilities can vary widely between agencies. In some agencies, records staff are 

responsible for transcribing crime reports dictated by officers/officers, others do not, some 

register sex offenders and narcotic registrants, and again, others do not. As the functions 

performed by law enforcement records sections vary greatly from agency to agency, there is no 

universally accepted formula for establishing a department’s staffing level. Therefore, CPSM 

draws upon our experience in both leading law enforcement agencies and our work across the 

nation in conducting studies such as this to offer the opinion that, with some workload 

modifications relative to telephone call demand and walk-in traffic, the staffing level of six is 

reasonable. This of course, assumes that there are no vacancies. Telephone call demand and 

walk-in traffic will be addressed in reporting to follow. 

Supervision 
As was the case with the Communications Section, the Technologies Manager is responsible for 

management of the Records Section, another collateral duty. In the case of Records, he serves 

as the sole supervisor. And while the Records Section is in police headquarters, the manager’s 

office is not located within Records Section. Additionally, without any prior experience in 

managing a records operation, he is reliant largely reliant on line staff. By upgrading a records 

clerk to a “working” Records Supervisor position, direct, on-site supervision can be achieved with 

little cost. 

Work Schedules / Public Access Hours  
The public counter is open Monday through Friday from 7:00 a.m. to 5:00 p.m. Full-time staff work 

a five-day, eight-hour schedule with reporting times varying from 7:00 a.m. to 8:00 a.m. The part-

time records clerk works a maximum of 29 hours per week, as needed.  

Workload Demand 

Previously we discussed the myriad of work associated with a law enforcement agency records 

function. For the most part, the Records Section has been able to keep up with workload 

demands, however, there are a couple of exceptions. Two areas were noted; (1) late 

completion of mandated reports, and (2) coding of crime reports. These are interrelated issues in 

that completion of mandated reports relies upon completion of coding of crime reports. We will 

address each of these here.  
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There are a variety of state and federal mandates regarding the reporting of crime and other 

police department-related issues. These include FBI Uniform Crime Reports, which we will address 

in more detail later in this section. Data for these reports must be delivered to the State of 

Wyoming for processing prior to submittal to the FBI. These are time-bounded reports. The 

department reports that, due to overall workload, it is routinely late in submitting these reports.  

Secondly, the department reports being behind on the coding of reports. Coding is used for 

classification of crimes and clearance rates. Both the classification of crime, and accurate 

reporting of clearances is strictly regulated by the FBI; this is a complex and time-consuming 

process that involves detailed review of crime reports. Delays in coding impact the reported 

lack of timeliness in submitting the required reports as noted above. 

There are two primary factors related to this backlog of work. They are: (1) the volume of 

unnecessary telephone calls answered by Records staff that are then transferred to the 

appropriate location, and (2) the number of visitors to the department that must be directed by 

Records staff to their desired location. Both are addressed below. 

Telephone and Public Counter Services 
In a review of the department’s website, two telephone numbers are most prominent, so visitors 

don’t consider further options. Those were the Public Safety Communications Section business 

line, and secondly, the primary Records Section business line, 235-8300. For the Records Section, 

it is a number answered only during normal business hours, and does not roll over to another 

number after hours. 

In 2016, 14,413 calls were registered at this number. Each of those calls must be answered by the 

staff of six employees. Clearly, this volume can be disruptive to the work effort of that staff. 

Previously, in reporting on the Public Safety Communications Section, we discussed inefficiencies 

regarding incoming telephone calls. Many of the issues in the Communications Section apply to 

Records as well, specifically, the need to transfer a high number of these calls to other 

department functions/personnel. As with the PSCC lines, the telephone system does not capture 

the exact number of transferred calls. Staff again estimated this number to be significant.  

Regarding walk-in guests at the police department, Records often serves as the reception point 

for these guests. For 2016, Records staff handled 16,172 individuals at the public counter. While 

some of that traffic is for records-related functions, much must be directed by Records staff to 

other points in the building. And as with calls that must be transferred, this disrupts their work 

effort and is a major contributing factor to their falling behind in completing mandated reports 

and coding of crimes. 

In reporting on the PSCC, we identified solutions for the problems associated with receipt of calls 

that must be transferred. This included the creation of an “operator/receptionist” to be stationed 

at the public counter. For Records, that would also relieve unnecessary workload regarding both 

incoming telephone calls and the volume of walk-in traffic that must be redirected. And again, 

staffing for such a position exists within the existing authorized strength of the department by 

simply converting a vacant 911/call taker position to that of an “operator/receptionist” and 

assigning that position to a headquarters public counter. In so doing, the workload for Records 

would be reduced and should allow for staff to meet deadlines on mandated reports and 

related coding.  
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Public Records Requests 
A routine function of any police department records section is the release of public records to 

include police reports. At present, the only options for citizens to receive such records is to come 

to the Records Section and make the request, or send an email request.  

An alternative to this process which would be beneficial to both the department and the public 

would be to create on-line access. There are third-party administrators (TPA) who handle these 

services. They include buycrash.com and govhelper.com. The process is as follows; Records 

Section staff routinely upload police reports that would normally be available for release to a 

server managed by the TPA. Citizens desiring a copy of the report access the link to the TPA and 

request the report. For a nominal service/convenience fee, along with the fee owed the city, 

the TPA provides an e-mail copy of the desired report. This is especially popular with insurance 

companies who can now easily access the accident or crime reports related to an insurance 

claim from their office computer. Still, citizens can visit the station to obtain records should they 

choose that option.  

This online access can serve as both a convenience to the public and it can reduce demand in 

the Records Section. As well, since the TPA receives its revenue through the charging of a 

nominal processing fee, there is no charge to the agency. As the public’s right to access such 

records varies from state to state, CPSM recommends that the department work with the city’s 

legal counsel to ensure that any such process complies with Wyoming law. 

Payment Options  

An area of concern noted was the handling of cash. Cash payments, as well as checks, credit 

cards, and debit cards are presently accepted by the department for various services, including 

the release of records. Cash transactions present an unnecessary risk to the city and the 

department. For example, a few years ago, a records manager at a municipal police 

department in suburban Los Angeles pled guilty to grand theft. She was charged with stealing 

monies collected in the course of her duties over a period of many years. Though she agreed to 

reimburse the city $140,000, department estimates placed the loss at more than $340,000. These 

were cash transactions for collection of fines, vehicle release payments, report copies, etc. The 

transactions are of the same nature as those that take place in Casper.  

Over a recent 12-month period, the Records Section took in approximately $35,530 in payments, 

of which $22,970 was in cash. Not only does the handling of cash present an unnecessary risk, 

but it adds to staff workload to safeguard, transfer, and audit funds. CPSM by no means infers 

that any suspicious activity has occurred at the Casper Police Department. However, CPSM 

does maintain that the handling of cash presents an unnecessary risk to the city, CPD, and staff.  

FBI UCR Reporting 
Virtually all law enforcement agencies provide statistical data to the FBI on crime rates and 

clearances, among many other facets. At the Casper Police Department, that responsibility rests 

with the Records Section. While this would seem to be a simple, straightforward task, it is 

anything but. To ensure consistency in reporting, the FBI has issued strict detailed guidelines 

regarding classification and crime clearance criteria (coding). Among the important aspects of 

such reporting is to enable the reporting agency to effectively measure its crime-fighting and 

solvability rates against other communities. This is not to be used to grade an agency against 

any other agency, but rather, to be used as a tool to better identify crime-fighting strategies and 

measure the effectiveness of the department and its investigators in solving crime. Should the 

department have low solvability (clearance) rates, examination of the reasons should be 

undertaken.  
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While preventing crime is of utmost importance to law enforcement agencies, solving crime 

should also have parity. The solving of crimes, which results in the prosecution of offenders, not 

only prevents future crime, it also provides much-needed closure to crime victims. Clearance 

rates, as defined and measured by the FBI Uniform Crime Reporting (UCR) Program, are the 

benchmark for a department’s effectiveness in solving crime.  

The UCR establishes a three-pronged rule, each of which must be met to clear a case. For UCR 

reporting purposes, a crime is considered cleared when: (1) a law enforcement agency has 

arrested the offender; (2) the offender has been charged with the offense; AND (3) the offender 

is turned over to the court for prosecution (whether following arrest, court summons, or police 

notice). The arrest of one person may clear several crimes or the arrest of several persons may 

clear only one crime. There are clearances via exceptional means as well, but the exceptions 

are extremely limited and result in numbers that are not statistically sufficient to warrant 

consideration for our purposes here. Examples include the death of an offender or the lack of an 

extradition treaty with a foreign government in a nation to which the offender has fled.  

CPSM discussed with various CPD staff the reporting practices (coding) and found there to be a 

lack of awareness as to the clearance criteria established by the FBI UCR. This is inadvertent, and 

results from a lack of training on this matter. In fact, the department attempts to ensure 

accuracy of reporting by having two Records Clerks review the case history and assigned 

codes. As well, it is important to note that such a lack of familiarity and adherence to FBI 

guidelines is somewhat commonplace in many agencies. Nonetheless, as was described, 

solving of crimes both prevents future crime and provides closure for victims. Therefore, accurate 

reporting is important not just for FBI UCR purposes, but for use by the department in measuring 

the effectiveness of its staff and for the peace of mind for crime victims.  

CPSM recommends that training be provided to appropriate staff and to ensure the correct 

criteria is adhered to in reporting of crime and clearances. Based upon the complexity of 

coding criteria, coding should be the responsibility of a limited number of staff, not to exceed 

four.  

Records Recommendations:  

■ Consider upgrading a records clerk position to serve as the Records Supervisor (working). 

[Recommendation No. 34.] 

■ Telephone call demand reduction strategies should be examined as referenced in reporting 

on the Communications Section. For the Records Section, this applies to walk-in traffic as well. 

Recommendation No. 35.] 

■ Centralize coding for reporting crime and clearances within the Records Section and ensure 

that training is provided to ensure conformity with FBI guidelines. [Recommendation No. 36.] 

■ Discontinue the acceptance of cash as a form of payment and rely on the other existing 

forms to include credit/debit cards and checks. [Recommendation No. 37.] 
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COMMUNITY AND CAREER SERVICES 

The department’s Community and Career Services Unit is under the command of the Support 

Services Division Director (a civilian position of equal rank to a Captain), and currently has two 

people (one sergeant/one officer) assigned to the unit.  

Their duties are as follows: 

■ Hiring, recruiting, retention. 

□ Background investigations. 

□ New hire polygraphs, psychological exams, physical exams. 

■ New officer training (FTO Program)/mentorship. 

■ Creating department-wide training plans. 

■ Organizing all employee training.  

■ Maintaining all department training records. 

■ Maintaining officer POST certifications. 

■ Logistic orders for department range qualification. 

■ Management of the department’s shooting range. 

■ Providing uniforms/equipment. 

■ Internship program. 

■ Promotional testing. 

Recruitment, Backgrounds, and Hiring 

Career Services currently handles all recruitment, background investigations, promotional 

testing, and hiring for the department. The unit is currently in the process of rewriting and 

implementing new recruitment methods through social media, job fairs, and other avenues 

available to encompass a larger approach to recruitment. The department currently does not 

have a recruitment team, but CPSM was told it is in the infancy stages of development within 

the unit. CPSM would recommend the department continue moving towards creating a 

recruitment team made up of officers/sergeants who are representative of the department and 

who can champion the advantages and benefits of working for CPD and living in the Rocky 

Mountain Region.  

Police departments have long been criticized for their officers not being representative of the 

communities they police. However, when you look at the make-up of the sworn officers in CPD, 

there is not a huge gap in the complexion of the police department and the community at 

large. In fact, the department has done a very good job attracting and hiring women into the 

department, but it could do better by increasing the number of Hispanics to better reflect the 

five percent to seven percent Hispanic population in the city.  

The following table reflects the department’s current diversity. 
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Table 6-8: Department Diversity 

 Males Females 

Caucasian 76 10 

Hispanic 1 0 

African American 1 0 

Asian / Indian 0 1 

 

In the past, the department has sent officers to job fairs, but has not sent anyone in the last few 

years. Job fairs are an important way to reach out to college students, military personnel, 

minorities, and others who may be close to finishing their enlistment or reaching graduation. 

CPSM recommends the department again send officers to these job fairs that are held both 

inside and outside of the State of Wyoming.  

The younger generations (Millennials, Gen Z) are more adept at finding information about 

employment by researching sites on the Internet. The department should research where the 

top areas are that the younger generation is searching for employment and consider posting 

ads on those websites. The department does occasionally post recruiting information on its 

Facebook page. However, if the department wants to achieve a high performing recruitment 

effort, it must include Internet job sites and the use of social media on a regular basis. 

In the last several years, the department has had only approximately 75 applicants attend its 

entry level testing. At the last testing, only 34 applicants showed up to take the test, even though 

200 had applied. The department is usually able to hire about three people out of each testing 

process. CPSM would recommend the department examine why only approximately 20 percent 

of the applicants who applied appear for the test. 

The testing process consists of a physical fitness test, written test, oral interview and background 

investigation. If the applicants are given a conditional job offer, they then must take a 

polygraph, psychological exam, medical exam, and then finally the chief’s interview. The testing 

processes used by CPD are the most commonly used and are the accepted methods of hiring. 

To overcome recruitment issues, many agencies are turning to private companies to handle 

their testing process. For example, one company that does this testing is National Testing 

Network (NTN). NTN directly contracts with public safety departments across the country to test 

candidates for jobs. Once a candidate completes this simple process, information and test 

scores will be sent directly to each department. NTN proctors the written and physical fitness 

tests based upon the criteria set forth by the department. NTN provides testing sites all over the 

United States, and an applicant can be located anywhere in the U.S. and still take the written 

and physical agility tests for CPD. This can broaden the breadth of the department’s recruitment 

process by getting applicants from across the country. In the case of CPD, this would be 

beneficial as it is competing with multiple agencies for the same pool of candidates in the Rocky 

Mountain Region.  

As the department moves forward with its work on a new recruitment approach, CPSM 

recommends it use as a resource the Office of Community Oriented Policing Services handbook 

titled Law Enforcement Recruitment Toolkit. It is one of the most comprehensive resources 

available for information on law enforcement recruitment and hiring. 

Explorer and Cadet programs in police departments have proven to also be successful 

recruiting avenues for departments looking for the future law enforcement officers. Police 

Explorer posts or Cadet programs help youth gain insight into a variety of programs that offer 
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hands-on career activities. For young men and women interested in becoming law enforcement 

officers, Explorer and Cadet opportunities offer experiential learning with lots of fun, hands-on 

activities that promote growth and development. Being a Police Explorer or Cadet provides an 

opportunity for young people to better determine if a career as a law enforcement officer is 

right for them.  

Cadet programs are law enforcement apprenticeship programs that offer training and varied 

work assignments to persons between the ages of 18 and 21 (although age requirements may 

vary from department to department). Cadet programs provide qualified men and women with 

a chance to experience the challenges and personal rewards of a police career. Often, cadets 

are paid; some programs are full-time while others are part-time and require participants to be 

attending college. Some Cadet programs offer unpaid positions and more similar to a police 

Explorer program. Cadets are rotated thorough a variety of divisions to provide exposure to 

many aspects of law enforcement. 

The department should consider implementing an Explorer and/or Cadet program. Most often 

the difference in the two programs is the age of the participants and the amount of training and 

assignments in which they are allowed to participate. These programs present a great 

opportunity to recruit potential applicants while they are still in school, and provide an 

opportunity for them to be involved in the department, and stay the course of good citizenship. 

It also allows the department to develop a hiring pool of members of the community who have 

grown up in Casper, have ties to the community, have family in the city, and most likely if 

provided employment would stay in the community. It is widely accepted that if departments 

can hire members of their community, those people most likely will have a greater vested 

interest in the community.  

The background investigations on sworn and/or civilian applicants are handled by Career 

Services. CPD conducts approximately 100 background investigations per year. Those 

investigations are handled by the officer in the unit, or other officers in the department as an 

ancillary duty who have been trained to do background investigations. Those completing 

background investigations for the department have attended a background course put on the 

by the department. Some consideration should be given to sending those tasked with doing 

background investigations to more extensive, up-to-date training that will teach best practices 

currently in use in the industry.  

Conducting background investigations is an important and critical part of the hiring process. 

Using sworn department personnel to conduct background investigations can often cost the 

department more in overtime monies while also depleting patrol resources. At CPD it was 

learned that a considerable amount of time of the officer in Career Services is spent conducting 

background investigations. The department should consider using retired detectives to conduct 

background investigations. These retired employees can most often be hired at a much lower 

pay rate than a current employee, thus saving the agency money. They are usually already 

adept at conducting interviews. Also, these retired personnel can often get the backgrounds 

done faster. Since there may be applicants who are in backgrounds in several different cities at 

one time, the agency that completes the process the fastest stands the best chance of hiring 

the applicant. If the department begins using retired personnel to conduct backgrounds, it is 

possible this may alleviate the need for the additional position requested for the unit. There are 

no additional budget appropriations required, as funding from vacant positions can be utilized 

to cover the employment costs for these workers.  
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Employee Retention  

Retention is the ability for an organization to keep current employees, and the goal of employers 

is to decrease employee turnover, thereby decreasing training costs, recruitment costs, and loss 

of talent and organizational knowledge. CPSM learned that over the last several years the 

department has lost a significant number of officers to not only retirements, but also to officers 

leaving to go to other agencies or back to the agency from which they came. The department 

also has current officers who are either in hiring processes at other departments or are actively 

looking to leave to go to another agency. Reasons for this drain cited by agency personnel 

include, (1) salary, (2) management, (3) career track, and (4) longevity incentives. Although two 

of the reasons identified are strictly budget related and may not be changeable in the near-

term, other issues could be handled internally without additional cost to the city. The 

department must examine and assess opportunities where possible for the retention of its 

employees.  

Community and Career Services Recommendations: 

■ Develop a recruitment team made up of officers who can champion the advantages and 

benefits of the department and the Rocky Mountain Region. [Recommendation No. 38.] 

■ Make a concerted recruitment effort to attract minorities and females to the department. 

[Recommendation No. 39.] 

■ Enhance the use of social media and the Internet as recruitment tools. [Recommendation  

No. 40.] 

■ Visit job fairs with members of the recruitment team to attract applicants. [Recommendation 

No. 41.] 

■ Consider the use of retired personnel to conduct background investigations. 

[Recommendation No. 42.] 

■ Consider beginning a Cadet and/or Explorer Post in the agency as a source of finding 

qualified applicants. [Recommendation No. 43.] 

■ Consider contracting with a private nationwide company to handle the written test and 

physical agility test portions of the hiring process to broaden the breadth of recruitment. 

[Recommendation No. 44.] 

■ CPSM recommends the department use as a resource the Office of Community Oriented 

Policing Services handbook titled Law Enforcement Recruitment Toolkit. [Recommendation 

No. 45.] 

■ The department should assess opportunities that would address the issues related to the 

retention of employees. [Recommendation No. 46.] 

Training 

Training is one of the most important functions in a police department. Effective training is critical 

in providing essential information and minimizing risk and liability. The outcome of effective 

training can be measured in part by such measures as a high level of proactive policing and low 

level of citizen complaints, low numbers of claims or lawsuits, high citizen satisfaction with the 

police, well-written and investigated reports, safe driving records, and appropriate 

implementation and documentation of use-of-force incidents. 
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The Wyoming Peace Officers Standards and Training Commission (POST) sets standards for 

employing, certifying, and training of all peace officers in the state. All new entry level police 

officers hired by the department must attend the Wyoming Law Enforcement Academy (WLEA)  

located in Douglas, and which is the only law enforcement training academy in the state. All 

police officers must attend the basic training program, which lasts for 12 weeks. POST is 

responsible for setting the curriculum and training instructors at the WLEA.  

Once those new officers graduate the academy, they enter the department’s field training 

program. The department uses the Reno Police Officer Training Program (PTO) for their police 

officer training program. This method of training presents a program that incorporates 

contemporary adult educational methods and a version of problem-based learning (PBL) 

adapted for police. This approach to the field training of officers provides a foundation for life-

long learning that prepares them for the complexities of policing today and into the future. The 

use of adult learning style and contemporary evaluation techniques have been shown to best 

accommodate the Millennial generation employees and the future Generation Z that will be 

entering the profession.  

Training in the PTO for an entry level recruit officer is a 16-week program, and during that time 

they will have some of the department’s 11 PTOs as their instructors. On an average, CPD has 

approximately eight trainees a year in the program. CPSM learned from the department that its 

pass/fail rate for officers in the PTO program is approximately 20 percent. Although to some that 

might seem like a relatively high percentage, compared to law enforcement agencies 

nationwide that number is in the lower spectrum. That relatively low number is indicative of a 

well-managed program consisting of high quality PTOs who are responsible for teaching the new 

officers. 

Maintaining the training records of department personnel to ensure officers are current in 

required training necessary to maintain their certification can be an onerous, but is an extremely 

important, task. Wyoming POST recently implemented the Acadis Training Tracking system to 

streamline the management and tracking of training, certifications, and employment for the 

state’s sworn law enforcement officers. Casper PD will be able to register through an online 

registration portal and access all training records for its members. The department is also in the 

process of implementing PowerDMS, which is a software platform allowing for the development 

of online courses employees can take at their own pace. The software allows for a test to be 

taken after the training, and then provides a tracking mechanism to maintain the records of the 

training. The department’s training unit should be commended for its proactive technological 

approach to training. 

Wyoming POST requires all police officers to have a minimum of 40 hours of continuing 

professional training every two years. The department meets that requirement; in fact, most 

sworn employees exceed POST’s required hours. The department provides training regarding 

necessary legal/procedural and policy updates, any safety issues or new safety practices in the 

law enforcement field whenever possible, and strives to send officers to schools whenever 

staffing allows. The department provides on average 12,500 hours of training per year, and 

department personnel attend approximately 80 training courses per year. 

The department has mandatory yearly training in areas that are of high liability, such as use of 

force, semi-annual firearms qualification, FATS simulator, and Simunitions training. The city 

requires yearly training on the issues of workplace harassment, drug free workplace, and 

defensive driving. 

Instructors in the department attend instructor development school. To ensure they are 

instructing the latest legal, tactical, and best practices training, they will also attend ongoing 

http://wleacademy.com/wp2/
http://wleacademy.com/wp2/
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update and recertification courses. The department does not send instructors to schools to 

become master instructors, instead it will have new instructors shadow and watch the 

experienced instructor. It is recommended that at least one officer in each discipline be sent to 

a master instructors class. The instructors will bring back to the department the latest advances in 

the field. Doing so can also help with defending the department in liability cases where it can 

show evidence that all instructors were taught by a master instructor. The department also 

utilizes a partnering program with the sheriff’s department, highway patrol, and another local 

jurisdiction to provide joint in-service training. 

Managing a police organization is a complex process for those tasked with ensuring the 

department operates at the most effective and efficient level. Those whose job it is to manage 

the organization must be as well-trained as those officers in the field. However, the department 

does not have mandatory professional training for executives of the department. The last time a 

department member attended the FBI National Academy was about eight years ago. The 

department should consider making attendance mandatory at one of the premier executive 

level programs for the ranks of lieutenant and above. 

Currently, the department provides training based upon required legal/policy updates and 

agency needs, and locates new areas of education based upon current trends and events. The 

department does an excellent job of ensuring officers are receiving training in the necessary 

and required areas to maintain certification; at the current time only one officer’s certification 

will expire in August 2017. 

At this time, the department does not have a long-/short-term master training schedule that 

identifies and forecasts training into the future. A well-designed training plan addresses the 

needs of both sworn and civilian employees of the department and ensures a high level of 

training and development is provided to department members. It is an integral part of an 

agency’s ability to ensure that employees have the information, skills, and competencies to 

work effectively. An advantage to having a master training plan is that as training priorities shift 

based upon the community, politics, or issues, it provides a guideline so vital training doesn’t get 

forgotten. The department is currently in the process of developing training plans for new 

officers, specialty assignments, and ongoing mandated and voluntary training. The department 

should continue to move forward with developing the master training schedule and consider 

making this schedule span over two to three years. 

A component of the new training plan being developed will identify designated training courses 

for each specialty position in the department. For example, a detective must attend basic 

investigators school, interview techniques, search warrant preparation, etc. Having specific 

courses identified for each specialty position in the department allows for ease of determining 

what classes officers should be sent to, and will produce a better, well-rounded employee in 

that specialty discipline. The department should ensure that this training plan is included in the 

master training plan. 

Studies have shown that incidents involving perishable skills make up most of law 

enforcement/civilian deaths, injuries, and resulting legal claims. Those same studies show that 

after two years without refresher training, those skills that help officers to be more effective in 

doing their jobs begin to deteriorate. Perishable skills for peace officers have been identified as 

driving, tactical firearms, force options, arrest and control, and verbal communications. CPD 

provides the following perishable skills training: 

■ Firearms – Semi-annual qualification.  

■ Custody and Control – Yearly updates (as many officers as can be put through each year). 
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■ Emergency Vehicle Operation – Yearly updates (as many officers as can be put through each 

year). 

■ De-escalation/communication – Yearly updates (as many officers as can be put through each 

year). 

The department’s training in perishable skills is in accordance with what many law enforcement 

training experts and law enforcement training legal advisors recommend. The department 

should be commended for its desire to ensure the officers do not lose those important and 

necessary skills, and also to recognize the potential legal liability that could be incurred by the 

city and department if officers’ skills lapse. 

The department should be commended for its efforts in partnering with neighboring agencies 

within Natrona County to provide training to officers. The yearly in-service training is a partnership 

with Natrona County Sheriff, CPD, Mill City PD, and Evansville PD. This combined effort provides 

the CPD and other participating agencies with cost savings.  

No formal training is in place for new CPD sergeants. Presently, new sergeants spend a day of 

“supervisor training” with human resources, and they are handed a “sergeant’s manual.” When 

CPSM reviewed the manual, it was found that the department provides a great deal of 

information and attempts to provide guidelines for the many types of calls a supervisor may be 

handling. Promotion to first-level supervisor is an important one, and the newly promoted 

sergeant should be indoctrinated to the position through a training program, similar to what a 

new officer would complete. Most departments have some type of training program that 

consists of the new supervisor riding with an experienced, tenured supervisor for several weeks. 

These same newly promoted supervisors should attend a recognized supervisor school where 

instruction contains accountability, leadership, counseling, evaluation of employees, and other 

related topics. The Wyoming Law Enforcement Academy (WLEA) offers a 40-hour course titled 

Mid-Level Management that instructs in leadership and first-line supervision. It is important for the 

development of new supervisors to have both prongs of the described training.  

Over the last three years CPD has seen a large number of officers retire or leave for other 

agencies. This has created a situation where approximately 80 percent of the department’s 

officers have five years or less experience. Many patrol teams are made up of all young officers 

who are most likely supervised by the least experienced supervisor. The way those new officers 

are trained, developed, and mentored during their first several years can determine whether 

those officers are successful or not. CPSM recommends the department examine the 

development of a mentoring program for new officers. The idea of learning the ropes from 

another is not a new concept and is the way law enforcement has operated for years. At CPD, 

once that young officer passes his or her field training program, they are usually then able to 

learn the “ropes” from the other officers around them. If they are surrounded by other young 

officers (as they are at CPD), they have no choice but to turn to each other to discuss issues or 

problems they may encounter. Creating a mentoring program where tenured senior officers are 

assigned to these new officers for their first several years is extremely beneficial to provide 

teaching, counseling, psychological support and enables an experienced officer to act as a 

role model for the younger officer. A mentoring program is a tool or process that can assist in 

employee retention and improve performance. CPSM recommends the department examine 

the development of a mentoring program for its new officers.  

The prior Chief of Police implemented a Career Track Program in the department. This Career 

Track Program identified certain officers as Evidence Techs, Firearms Instructors, SRT members, 

Use of Force instructors, etc. With these career tracks came identified training that officers 

underwent to become competent in their tracks. In theory, this could be a great program if 
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implemented properly. However, CPSM learned during the site visit that the program hasn’t 

been well received by not only line level personnel, but also supervisors. Several issues within the 

program were identified as reasons the program was not accepted well by personnel:  

■ Officers were designated into career tracks against their choice. 

■ Officers could not easily opt out of a career track  

■ Officers once assigned to a specific career track could not get approved to attend training 

outside of that career track. 

Although many of the career track decisions were made by the department to fill operational 

needs, the department should reassess and evaluate the viability of continuing with the current 

Career Track Program, and eliminate it, or develop another workable iteration of it.  

Training Recommendations: 

■ Continue the development of a master training schedule that identifies training needs into the 

future. [Recommendation No. 47.] 

■ Continue the development of a list of mandatory executive training such as the FBI Academy 

and Northwestern Training Institute for all staff above the rank of lieutenant. 

[Recommendation No. 48.] 

■ Continue the development of the list of required training for each specialty assignment in the 

department. [Recommendation No. 49.] 

■ Evaluate the recent partnering of joint training, and continue to look for other opportunities to 

provide joint training at less cost, faster, and with less burden to staffing. [Recommendation 

No. 50.] 

■ Develop a new training program for sergeants and ensure they are sent to midlevel 

management school. [Recommendation No. 51.] 

■ Ensure the department continues and completes implementation of the PowerDMS training 

system. [Recommendation No. 52.] 

■ Develop a mentoring program for new officers that extends past the time the officers are in 

the field training program. [Recommendation No. 53.] 

■ Assess the viability of the continued use of the current Career Track Program. 

[Recommendation No. 54.] 

 

JUSTICE PROGRAMS 

The department engages in several alternative justice programs designed to reform criminal 

behavior without incarceration. These include the following. 

Youth Diversion 

The youth diversion program is designed to allow “first time offenders” arrested for minor offenses 

to serve a pre-prosecution “informal probation” in lieu of formal prosecution. A team made up 

of a representative from the District Attorney’s office, the Casper Police Department, Natrona 

County Probation, and the Sheriff’s Office review cases for eligibility. A Casper police officer and 

a Natrona County Sheriff’s deputy administer the program and serve as “informal probation 

officers” to ensure that the “probation conditions” are complied with. Those who successfully 



 
82 

complete the” informal probation” avoid being charged with the offense through the Juvenile 

Court. In calendar year 2016, 729 cases were reviewed and 83 cases were accepted into the 

diversion program.  

Court Supervised Treatment, or “Drug Court” 

This is a multifaceted diversion program designed to provide an alternative to incarceration for 

persons arrested on minor drug charges. Under the court’s supervision, a team made up of 

members of the criminal justice community, drug and mental health treatment providers, and 

others work to break the cycle of drug abuse for participants. The duration of the program is 

typically 18 to 20 months.  

Casper PD has one officer assigned to this team and whose role includes conducting drug 

screening as well as home and employment inspections/visits during the term of the diversion 

program. Those participants who successfully complete the diversion have their cases dismissed.  

The number of participants is in a constant state of flux. In 2016, 85 cases/persons were screened 

for eligibility, 30 graduated/completed the program, 13 were terminated from the program and 

face their original criminal charges. As noted, the numbers will not reconcile as the program 

spans more than a one-year period. At present, there are 47 under supervision of the program.  

Youth and Adult Community Services 

Individuals, both adult and juvenile, whose criminal cases are adjudicated by the Natrona 

County Courts are often sentenced to probation. Probation conditions may include community 

service and/or payment of fines. In lieu of fines, the court may allow an individual to perform 

community service. Until community service is complete, the individual’s case remains under the 

direction and authority of the court. 

Typically, probationers fall under the direction of a county probation department. In many 

cases, the courts hire staff specifically designated to coordinate the completion of community 

service. It is this staff that work with the probationer to assign community service work, track 

completion, and report findings to the court to allow for completion of the court process. 

In the case of Natrona County courts, the responsibility for this work is assigned to a civilian 

employee of the Casper Police Department. This includes cases which emanated from the 

Casper Police Department as well as all other law enforcement agencies in Natrona County. 

While CPSM questions this assumption of work from the courts, and its related costs, it is a policy 

matter for the city and courts. Therefore, we point out that it is highly unusual for a city to assume 

this responsibility, but make no recommendation relative to the city’s policy decision. 

The following table shows the program’s activity levels for 2015 and 2016. 

TABLE 6-9: Community Service Case Data 

 2015 2016 Total 

Juvenile Participants  277 211 488 

Juvenile Hours 6,186 6,531 12,717 

Adult Participants 385 595 980 

Adult Hours 7,509 11,342 19,831 
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The list of agencies that participate by accepting individuals for community service is extensive, 

with more than 50 included. A representative sample of those agencies include the Salvation 

Army, VFW, YMCA, Casper Humane Society, Natrona County Health Department, City of Bar 

Nunn, Boom Town Motocross, Blankets for Charity, and many more. 

Restorative Justice Program 

The department is embarking on a path toward implementing a Restorative Justice Program. 

Restorative justice may serve as an alternative to, or a complement to, traditional criminal justice 

measures such as prosecution and incarceration. The goals include putting justice decisions into 

the hands of those most affected by crime, making the justice process more healing and 

transformative, and reducing the likelihood for future offenses. The development of such a 

program is a painstaking process. Much work remains to be done prior to any possible 

implementation. 

While this level of participation in prevention and intervention programs is commonly found in 

much, much larger police agencies, the breadth of Casper’s commitment to this effort is 

extraordinary and atypical of agencies its size. Casper is to be commended for its efforts in 

prevention and early intervention.  

 

PROPERTY AND EVIDENCE 

The intake, processing, storage, and disposal of evidence and property are important functions 

of any law enforcement agency. It is especially true for weapons, narcotics and dangerous 

drugs, currency, and valuable jewelry. Police agencies across the country have faced too 

frequently the consequences of mismanaged property and evidence sections. This has resulted 

in terminations and arrests of police employees, from janitors to police chiefs, for thefts of 

narcotics, cash, jewelry, guns, and other items of value. In some cases, audits that revealed 

unaccounted-for property and evidence led to the termination of police executives, though 

they were not suspected of being implicated in the theft/loss of the evidence. Controlling 

access to the property and evidence areas, inventory control, and regular audits are critical to 

the effective management of the property and evidence function.  

The property and evidence function falls under the direction of the Director of the Support 

Services Division. Two full-time property/evidence technicians manage the day-to-day 

operations. Property and Evidence staff work Monday through Friday, 7:00 a.m. to 5:00 p.m. Both 

work a 4/10 schedule, with one off on Mondays and the other on Fridays. Public access for the 

release of property is available Monday through Friday, 8:00 a.m. to 4:30 p.m.  

Intake 

The intake process is as follows. Officers seizing property and/or evidence transport the items to 

the Property and Evidence facility. There, they complete a handwritten property and evidence 

form with information to include the owner, nature of item, chain of custody, etc. It should be 

noted that this is a redundant function for the patrol officers who, when completing their police 

report using the Spillman report writing module, must also complete a computerized property 

and evidence report that largely contains the same information as the handwritten report. Upon 

completion of the form, the property/evidence, along with the handwritten form, are placed in 

a two- way locker. Once the property/evidence is secured in the locker, access is no longer 

available from that side.  
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Property and Evidence Section staff then collect the property/evidence and form from the other 

side of the locker within the secured P&E intake facility (one of six facilities that P&E staff must 

routinely travel to/from). P&E staff manually input the information from the handwritten form into 

the Spillman evidence management software module and assign it a storage location. Again, 

there is redundancy to this process. When complete, two bar codes are printed for the item. 

One is attached to the property/evidence itself, and the second is attached to the property 

form. Evidence management software is available to allow the officer who initially processes the 

property/evidence to do so electronically and print out bar codes; one to attach to the item, 

and the second to attach to the electronically generated copy of the report once the Property 

and Evidence Section staff assign it a storage area. This reduces the time involved in the intake 

of property/evidence.  

Not only is this process redundant for the Property and Evidence technicians, as previously 

noted, the patrol officer who prepared the handwritten property form must then enter essentially 

the same information into the report module for his/her incident report. Then, yet another entry is 

made into a Records Section module by records clerks.  

When CPSM inquired as to why a more efficient process was not used, staff advised that the 

Spillman program in use did not allow for this to occur even though more advanced Spillman 

modules were available which would substantially reduce this redundancy.  

Facilities 

There are six separate property and evidence facilities/storage areas in use by the department. 

For an agency this size, this is an inordinate amount, and negatively impacts the workload and 

efficiency of the technicians. 

Previously, we described the intake facility, where officers book property/evidence for 

processing by P&E technicians. This is in the basement of police headquarters. The main Property 

and Evidence facility is located on the first floor of CPD headquarters. P&E staff must routinely 

move between floors to collect newly introduced items from the intake facility and transfer them 

upstairs to the main facility or others as appropriate. 

The main facility contains the staff office, evidence testing facilities, and the main property and 

evidence storage room. Access to the office and testing areas is restricted to property and 

evidence technicians, supervisors, and detectives who must access the evidence testing facility. 

Access to the main property and evidence storage room is limited to the two property and 

evidence technicians. Within the main property and evidence storage room is a smaller 

secondary room that is used to store weapons and drugs. Access to this room is again limited to 

the property and evidence technicians. And within that smaller room is a safe used to store 

currency.  

As noted, the main property and evidence facility, and the smaller areas/safe within it, are 

accessible only by property and evidence technicians. The door from the office area into this 

secure area is alarmed. A standard lock and key device secures the door. Both the 

weapon/storage area and the safe are accessible by a combination lock. 

Two areas of concern are noted: (1) there are no video cameras to record access into the main 

property room, nor the more secure areas where weapons, drugs, and monies are stored; and 

(2), the lock and key as well as the combination lock do not record access into these areas. 

Electronic locking systems using card key access that are issued to individuals are available and 

serve as a more secure system to control access. Both should be considered. 
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In addition to the intake area and main property facility at police headquarters, there are four 

additional property storage facilities. Two are in the basement of the Marathon Building situated 

about a block from police headquarters, the third is a fenced but otherwise open outdoor yard 

adjacent to the Marathon building where impounded/evidence vehicles are stored, and the 

fourth is a locked closet space in the underground parking garage at police headquarters used 

largely for storage of the personal property of transients that was collected as found property or 

because of an arrest. As with the facilities in police headquarters, there are no video cameras 

for any of these facilities and access is via lock and key, so no record is kept of access to the 

facilities.  

Relative to the Marathon building, this is a facility that, in addition to police department property 

and evidence storage, is utilized by a number of city departments for storage of vehicles and 

other large objects. The police department’s property and evidence facilities are in the 

basement. One of the two is accessible by officers at any time, significantly compromising the 

integrity/security of that facility, the second only by property and evidence staff. 

Upon inspection of the Marathon Building facilities, CPSM staff noted a strong odor of mold or 

mildew. Concerned about this we inquired as to the source. Staff indicated that the facility has 

flooded on occasion, and the odor emanates from the prior flooding conditions. 

In short, the situation regarding the property and evidence facilities is untenable. Not only are 

there security and possibly health issues as enumerated, the fact that P&E staff must routinely 

move between these six facilities, some multiple times per day, severely impacts the efficiency 

of this function. Given the limitations of the existing police department facility, a solution may not 

be available until a new police facility is constructed or a new property and evidence facility is 

identified and in which all but the fenced vehicle storage area can be colocated. Regardless, 

until that is possible, the security issues should be addressed, as should, if necessary, any health-

related issues in the basement of the Marathon Building.  

Inventory Control 

CPSM inquired as to how many items are stored within the Property and Evidence facility. Staff 

indicated that, at present, they have no way of knowing. They explained that prior to the early 

1990s, the property and evidence function was not computerized. Rather, an index card system 

was used for tracking of items. In the early 1990s the department began to use the Spillman 

property management software program, a module of the Spillman public safety technology 

suite. However, items received under the old system of index cards were never added to the 

Spillman program. The index cards have since been disposed of, though property entered 

during that era remains in storage. And while property and evidence received after that 

conversion was tracked on receipt, from the early 1990s to 2014, good records were not kept 

relative to property that had been released or disposed of. Hence, the total number of items in 

inventory is unknown. 

In 2014, the department upgraded its Spillman property and evidence software suite. As of that 

time, the department began accurately tracking both the intake of property and evidence as 

well as its release and/or disposal. Over the two-year period of 2015 through 2016, the Property 

and Evidence Unit received 18,549 items. During that period, they released or otherwise 

disposed of 9,914 items. Records reviewed by CPSM regarding released/disposed of items 

included the method of release (i.e., to owner, to court, destroyed, etc.). These records were 

found to be comprehensive, but again, only addressed recent activity. It is noted, however, for 

that two-year period the receipt rate is nearly double that of the release rate. This presents a 

significant inventory problem into the future. 
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Clearly, much more must be done with regards to managing this inventory. This will be a 

daunting, though necessary, task for which there is no justification for inaction. As well, it is not 

realistic to expect the limited staff in Property and Evidence to address this problem without 

significant support. CPSM would suggest that a goal be established of one year to complete the 

task of purging unneeded property and evidence and completing an accurate inventory. 

Quarterly measures should be established to ensure that adequate resources and effort are 

committed to this task. Should the quarterly target not be met, additional resources should be 

added to ensure that performance goals are met. 

The first step is to address this backlog of property and evidence that has no evidentiary value. 

Purging of property and evidence for which any applicable statute of limitations for prosecution 

has expired will allow for a significant reduction of inventory. In this way, nearly all property 

received under the index card system of the pre-1990s could be purged. As well, much of the 

property and evidence received under the pre-2014 updated software program may also be 

disposed of. At that point, a comprehensive inventory can be completed. Not only will this 

process allow for the accurate inventory of all remaining property and evidence, the facility will 

be more manageable for staff. 

Once the purging of unnecessary property and evidence is completed, and a complete 

inventory is made, it will be imperative that purging of unnecessary property and evidence 

continue to be a department-wide commitment. As was reflected above, for the two-year 

period where records appear to be complete, the intake of property and evidence is nearly 

double the rate of disposition. Without the commitment to stay on top of this issue, the 

department will again find itself in the position of needlessly storing obsolete property and 

evidence. 

Public Records 

One of the many duties performed by the property and evidence technicians is the processing 

of requests for the release of video/audio tapes from the patrol vehicle dash cameras. Such 

recordings are routinely requested for court or investigative proceedings, and to a lesser degree, 

by media outlets and the public. Such recordings are considered public records, and with 

limited exception, must be provided upon demand. This has become a daily occurrence that 

impacts their efforts to manage the property and evidence function. In most agencies, this is a 

function that is conducted outside of property and evidence. Some agencies utilize supervisors 

in their records sections to handle these duties, others use civilian support staff assigned to their 

investigations divisions, and others have found it necessary to hire staff to handle these public 

records requests exclusively.  

At this point, CPSM would suggest that the department remove this responsibility from the 

Property and Evidence Section list of duties. In reporting on the Records Section staffing, we 

suggested that additional staff be assigned to the front counter to reduce the workload on the 

records clerks. Here, we would recommend that if the department chooses to do so, that public 

records requests for these types of audio/video recordings be administered by the proposed 

Records Supervisor. It is believed that the reduction in workload with the addition of front 

counter staff would allow for the Records Section (supervisor) to assume these duties. 

In reporting on Information Technology in the following section, we discuss the department’s 

consideration for migrating toward the use of body worn cameras. Should the department 

choose to do so, the number of requests for release of these images will, in all likelihood, require 

additional staff to be hired. 
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Prosecution Requests 

Evidence is vital to criminal prosecution. In many cases, that involves forensic analysis. It is the 

responsibility of the P&E staff to arrange for the analysis to be conducted, and the evidence 

made available for prosecution purposes. Typically, this is done by way of subpoena issued by 

the prosecuting authority.  

P&E staff report that, not infrequently, after completing this work, they learn that the case was 

disposed of by way of a plea bargain or other means, and the evidence is not necessary. While 

this will inevitably occur on occasion due to gamesmanship involved between attorneys in 

settling cases, P&E staff suggest that it occurs with regularity, that some subpoenas are issued 

(automated) after case disposition, and this is negatively and unnecessarily impacting their 

workload. CPSM did not verify the accuracy of the representation, or degree of this problem, 

but would suggest that the department examine this issue more closely, and if appropriate, work 

with prosecutors to minimize this disruption.  

Audits 

Annually, the department conducts a limited audit of property and evidence. The audit is 

performed by an outside auditing firm. CPSM reviewed the most recent report, dated January 

13, 2017. The audit involved a very limited number of items, up to 75, which were selected from 

property and evidence reports filed in that section. The report reflected that there were a 

number of minor errors related to where items had been stored as well as identifying some of the 

issues CPSM has reported upon (i.e., property had been released without updating records). 

Where appropriate, corrections were made to the records. Again, as described in the audit 

report, this was a very limited audit. The audit drew no conclusions, rather, it simply identified 

discrepancies as noted.  

In the methodology used in conducting that audit, a random sample of property and evidence 

forms were collected from the property and evidence facility. Auditors then verified the location 

of the property and/or its disposition.  

CPSM would suggest that in addition to, or in place of this methodology, a sampling of reports 

from the Records Section be examined to find cases in which property/evidence was booked. 

Those cases should then be utilized for purposes of conducting the audit. If the sampling only 

draws from records within the property and evidence facility, as was the case in the most recent 

audit, it would not be possible to identify property that had been misappropriated had the 

evidence report simply been destroyed as the item was removed from the facility. Let us be 

clear, we are in no way suggesting that this has occurred, rather, simply introducing an 

alternative audit process which we believe to be superior.  

Property and Evidence Recommendations: 

■ Upgrade property and evidence software to eliminate redundancy of entry and improve 

tracking. [Recommendation No. 55.] 

■ Take affirmative steps to dispose of unnecessary property and evidence, including the 

assignment of necessary staff to complete the work. [Recommendation No. 56.] 

■ Upon completing the disposal of unnecessary property and evidence, conduct a thorough 

inventory of the remaining material. [Recommendation No. 57.] 



 
88 

■ Ensure that annual audits conducted of the Property and Evidence Section include reports on 

total inventory on hand to include the number of items received and disposed of during the 

time period of the audit. [Recommendation No. 58.] 

■ Add security features to the Property and Evidence facilities to include video cameras and an 

electronic key card access system that records time, date, and authorized user entry. 

[Recommendation No. 59.] 

■ Transfer the responsibility for producing copies of public records related to audio/video 

recordings to the Records Section. [Recommendation No. 60.] 

■ As the opportunity presents itself, address the myriad physical plant issues that are having a 

negative impact on workload, safety, and efficiency of staff.  
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SECTION 7. PROFESSIONAL STANDARDS / 

ADMINISTRATIVE DIVISION 
 

OFFICE OF PROFESSIONAL STANDARDS 

The Casper Police Department takes very seriously its duty to uphold the integrity of the 

department and the officers who serve the community very serious. CPD clearly states that 

importance by having first and foremost in their policy: “The image of the police department 

and its effectiveness in carrying out its mission with the public depends on the personal integrity 

and discipline of all employees. The public has a right to expect and demand fair and 

impartial law enforcement services.” The policy goes on to state that “All a l legat ions  of  

mi sconduct , received by any means, will be thoroughly and expeditiously investigated. This 

policy is intended to help ensure fairness and consistency in the complaint process. Every 

instance of misconduct observed by supervision shall be given the same degree of attention 

and process.”  

The Office of Professional Standards falls under the direct supervision of the Chief of Police. The 

unit is staffed by one lieutenant. The lieutenant meets daily with the Chief to update him on the 

progress of the department’s current investigations and to discuss any new investigations that 

might have been accepted. The unit operates under the policies set forth in Section 3.16 

(Complaint Investigations and Discipline) and 9.1 (Department Oversight) of the Casper Police 

Department Policies and Procedures. Section 3 provides procedures for the investigation and 

reporting of suspected and/or alleged employee misconduct, and the guidelines for the 

administration of discipline regarding proven misconduct in order to assure appropriate 

attention to behavioral problems, fair treatment of employees, and necessary organizational 

integrity. Section 9 describes the types of investigations, how employees are to respond during 

investigations, how investigations are initiated, how the investigations are conducted, and how 

they reach disposition by the department. The policies were found to be current, 

comprehensive, and well-written. 

The duties of the lieutenant are to conduct investigations; ensure investigations are being 

completed, tracked, and reviewed; ensure all follow-up paperwork is handled regarding all 

complaints investigated; and track use of force. To maintain tracking of its investigations and 

uses of force, the department uses I/A Pro. This system is widely used throughout the law 

enforcement professional standards community, and is considered one of the best products 

available. The system is a robust case management software platform that is specifically 

designed for law enforcement professional standards. The system allows for managing cases 

and tracking of timelines, and as well it provides an element for an early warning system. 

Professional Standards handles investigations dealing with policy violations and violations of law; 

however, other command staff members or sergeants may also be assigned an investigation. 

General complaints of a lower importance such as rudeness, inappropriate driving, incomplete 

criminal investigation, missing a court date, etc. are routinely assigned to the offending officer’s 

immediate supervisor. Any complaint that on its face may be more serious and rise to a higher 

level on the discipline matrix, would be conducted by a command level officer. Any complaint 

alleging criminal conduct is referred to the Wyoming Division of Criminal Investigation.  

Determination of who in the department will handle a complaint is based upon the following 

guidelines: 
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■ Nature of the complaint. 

■ Is it a time-critical investigation? 

■ The sensitivity of the investigation. 

■ Shift worked by involved employees may be used as a determining factor in assignment 

decisions.  

Currently, only two command level/supervisors have attended an internal affairs school, 

although any sergeant or command level officer may be assigned an investigation. These two 

department members attended a 40-hour internal affairs and administrative investigation 

conference hosted by the Public Agency Training Council. Although many of the investigations 

conducted by members of the department involve minor infractions committed by officers, 

these investigations still have the potential to be scrutinized for their legality and completeness. 

The department should strive to send all members of the department who are tasked with 

completing administrative investigations to the internal affairs training. Sending those personnel 

to the training would provide them with the needed knowledge to complete the investigations 

legally and completely. 

The department will investigate allegations of violations of law, conduct unbecoming an officer, 

incompetence, violations of department policies or procedures, and failure to act/respond by 

employees. The department encourages citizens to bring forward legitimate grievances 

regarding substandard service or misconduct by employees. All complaints, including 

anonymous and third-party complaints, are investigated by the department. Complaints can be 

made to any member of the department and all employees are familiar with the complaint 

process and can provide the necessary information to persons requesting the information. The 

policy also explains that a complainant, if not satisfied at the police department with their 

complaint, can also take it to the city manager, the FBI, or the POST commission. Occasionally, 

malicious and deliberately false accusations are made against the department or its 

employees. These are also investigated to protect the integrity of the department and the 

employee. Complaints which question the department's response to community needs are also 

investigated. The department should be commended for its liberal acceptance and 

investigation of complaints. 

Per the PSU policy, investigations are to be completed within 14 days. If an investigation cannot 

be completed within that time frame, an extension can be requested. The person conducting 

the investigation must then write a memorandum addressing the reasons for the requested 

extension. The department does not currently track the number of investigations that are 

completed within the 14-day mandate; however, based upon CPSM’s experience, more likely 

than not, many investigations would require an extension. CPSM believes that requiring 

administrative investigations to be completed within 14 days is extremely difficult if not impossible 

to achieve. Many investigations require numerous interviews with not only the complainant, but 

with witness citizens, witness officers, and subject officers. Oftentimes, interviews are difficult to 

coordinate with the party’s schedules, or the investigating supervisor’s schedule. Most 

administrative investigation completion timeframes for law enforcement agencies are within the 

30- to 45-day range. CPSM would recommend the department change to that time frame.  

All internal investigations files are kept in a secure location in the Office of Professional 

Standards. All internal investigations files are maintained for the duration of the employees’ 

employment, and thereafter purged in accordance to state retention requirements. 
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Classification of Misconduct 

Misconduct is categorized based on degree of severity. The categories range from Category 

“A” through Category “E.”  

■ Category “A” – Conduct violation in a single incident that has a minimal negative impact on 

the operations or reputation of the department. Sanctions are considered nonpunitive. 

■ Category “B” – Violations that have more than minimal impact on the operations or 

reputation of the department or that negatively impacts relationships with other officers, 

agencies, or the public. 

■ Category “C” – Violations that have a pronounced negative impact on the operations or 

reputation of the department or on relationships with employees, other agencies or the public. 

■ Category “D” – Violations that are contrary to the core values of the department or that 

involve a substantial risk of officer or public safety.  

■ Category “E” – Violations that are contrary to the core values of the d epartment. This 

includes acts of serious misconduct or acts of criminal conduct. This also involves any 

conduct that will effectively disqualify an employee from continued employment as a law 

enforcement officer.  

Categories within the matrix may not be sequentially followed where there may be a number of 

similar violations or in cases where there are particularly egregious circumstances. The matrix is 

considered a guideline only and it is within the Chief of Police’s discretion to deviate from the 

matrix based on the individual case.  

Disposition Classifications 

The department uses the following classifications for its completed complaint investigations: 

■ Unfounded. The alleged act(s) did not occur, or did not involve a department employee. 

■ Exonerated. The alleged act(s) did occur, but were lawful and appropriate. 

■ Not sustained. Available evidence is insufficient to prove or disprove the allegation(s). 

■ Sustained. The greater weight of the evidence establishes that the complaint is valid and that 

the employee or the department violated professional standards. 

■ System Failure. The investigation reveals failure of policy, training, supervision, or equipment, 

■ Commended. The involved employee did nothing wrong and, in fact, performed 

exceptionally well during the complained-upon incident. 

These findings are the most commonly used ones within the field. Disposition occurs when the 

Chief (or commander in cases of minor infraction(s)/misconduct) approves the actions taken 

during the investigation and makes a conclusion of fact. 

The department uses a discipline categorization system and matrix to identify presumptively 

correct disciplinary actions for various types of misconduct. This is intended to help assure that 

prescribed discipline is proportionate, fair, consistent, and promotes positive behavior by 

ensuring awareness of consequences. 

Repeat Violations 
Repeated violations in any category may move an infraction to the next level. Second and/or 

subsequent violations within categories will be treated as an aggravating factor and will 
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normally increase the category of a current violation and/or its punishment to the next higher 

category, per the following: 

■ Second and/or subsequent violation of similar nature in Category “A” within a one-year 

period will increase the repeated violation to a Category “B.” 

■ Second and/or subsequent violation in Category “B” within two years will increase the 

violation to Category “C” 

■ Second and/or subsequent violation in Category “C” within three years will increase the 

violation to Category “D.” 

■ Second and/or subsequent violation in Categories “D” and “E” within a five-year period will 

normally result in separation of service. 

Penalty Ranges 
■ Category “A” Violations: Remedial Corrective Action  

□ a. Verbal counseling.  

□ b. Training and/or education.  

□ c. Documented counseling/coaching.  

□ d. Mediation. 

□ e. EAP or other psychological services.  

□ f. Other nonpunitive action.  

□ g. A single sanction or a combination of the above listed sanctions may be deemed 

appropriate.  

■ Category “B” Violations:  

□ a. Documented counseling/coaching.  

□ b. Written Reprimand.  

□ c. A single sanction or a combination of the above listed sanctions may be deemed 

appropriate.  

■ Category “C” Violations:  

□ a. One to three days (8-24 hours) suspension [midpoint two days] from duty without pay.  

□ b. A single sanction or a combination of the above listed sanctions may be deemed 

appropriate.  

■ Category “D” Violations:  

□ a. Four to thirteen days [midpoint 9 days] suspension from duty without pay.  

■ Category “E” Violations:  

□ a. More than 13 days suspension from duty without pay; and/or 

□ b. Demotion; or  

□ c. Termination.  

□ d. Training and/or work rules can also be ordered in conjunction with any sanctions listed 

above, where applicable.  

□ e. Deviation from Presumptively Prescribed. 



 
93 

Disposition of Complaints 
Dispositions are handled as follows: 

■ A supervisor or commander who recommends or imposes a disciplinary action other than the 

presumptively prescribed action shall document the aggravating or mitigating factors that 

justify deviation.  

■ In cases where recommended disciplinary measures deviate from prescribed matrix 

standards, an independent review board consisting of three supervisors designated by the 

Chief of Police shall review the recommendation and report their findings in writing to the 

Chief of Police. The Chief of Police shall determine final disposition based on the information 

presented 

If an employee is found to have violated policy or procedure, and receives discipline, a 

summary of the incident outlining the facts is placed into their personnel file in accordance with 

the City of Casper administrative policy/procedure 8.2.1. Employees who do not receive 

discipline as a result of an investigation/internal review, but do receive remedial training or 

counseling, will have that noted in their performance appraisal. 

The department is to be commended for its proactive development of a discipline matrix system 

to ensure fairness and equitable treatment of all officers. But, with all disciplinary philosophies, 

there are pros and cons to their viability within specific organizations. A matrix provides a clear 

explanation to employees of the consequences of not following department policies and 

procedures. It also, as mentioned earlier, provides consistency and fairness for employees who 

commit similar violations. However, those who oppose a matrix system say that it is inflexible 

when decisions must be made on judgement calls of when to deviate from the matrix when 

considering all the circumstances involved. In CPD’s policy, the following is stated, “The matrix is 

considered a guideline only and it is within the Chief of Police’s discretion to deviate from the 

matrix based on the individual case.” With this being included in the discipline matrix, if it is not 

followed consistently for all employees, it could appear to be discriminatory, which could create 

the potential for litigation. Many agencies have moved away from a discipline matrix model 

specifically for that reason, as they want to maintain the ability to render judgement on 

discipline by looking at each incident, circumstances, and employee involved individually. 

CPSM learned through talking with department staff that they had concerns about the 

inflexibility of the system when it was implemented by the prior chief. However, every 

department must weigh those pros and cons to determine whether a discipline matrix system is 

what works the best within their organization.  

The department allows supervisors to handle complaints informally if they can be resolved at the 

time to the satisfaction of the complainant. Allowing the informal resolving of complaints is a 

common and accepted practice in most law enforcement agencies. It is oftentimes beneficial 

for police supervisors to personally meet with complainants to obtain facts surrounding an 

incident, and to explain an officer’s conduct. Many times, complainants are satisfied with the 

explanation regarding their complaints and choose not to file a formal complaint. Other times 

supervisors may elicit more information that was omitted from a complaint form, and this may 

form the basis for a more thorough investigation.  

The department utilizes BlueTeam in the I/A Pro database to track informal complaints made on 

employees, and every supervisor is instructed on how to enter those complaints. CPD 

management must ensure supervisors are making these “informal” complaint decisions utilizing a 

full understanding of the department’s mission through ongoing discussions of personnel 

performance. It should also be emphasized to the sergeants handling these complaints that the 

complaint information be entered into BlueTeam. By requiring the supervisors to document the 
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“informal” complaint, it can provide opportunities to counsel officers who may not receive 

formal citizen’s complaints, but who may need additional training or remediation regarding their 

treatment of citizens in accordance with department policy. 

An analysis of the department’s internal/external complaints and their sustained/unfounded 

complaints is about normal with most law enforcement agencies of their size. There is almost 

always a greater number of external complaints (those made by citizens) than those of internal 

complaints (those brought by a supervisor). These numbers reflect that disparity between 

complaints generated internally vs. those received from a citizen. However, this disparity is not 

uncommon as police supervisors, based upon training and experience not available to citizens, 

have a better understanding of the basis for which a complaint should be generated and an 

investigation initiated. However, for a department the size of CPD, the number of external 

complaints is relatively low. That most often is representative of a well-trained, well-disciplined, 

police force whose officers are treating the community with respect and compassion. It is rather 

unusual though for the small number of internal complaints. These involve such issues as missing 

court, traffic accidents, misconduct noticed in the field, etc. It could be that, again, the CPD is a 

well-disciplined department or it could be that sergeants are sometimes turning a “blind eye” to 

misconduct that occurs in their presence. It is not unusual for the bulk of external complaints to 

be adjudicated as unfounded. Those are primarily the (he said, she said) complaints that cannot 

be proven without independent unbiased witnesses. Internal complaints are rarely unfounded or 

not sustained because the conduct or act of the officer is usually witnessed by a supervisor.  

FIGURE 7-1: 2015/2016 Complaint Comparisons 

 
 

The department is to be commended for its policy on ensuring the complainant is kept informed 

regarding the status of their complaint. In 9.1.3 of the department’s policy is an outline of how 

the department will maintain contact with the complainant and provide periodic status reports 

to them. In this day and age people expect to be provided up-to-date information, so 

developing a relationship of responsiveness and compassion with the complainant can 

sometimes mitigate possible legal issues in the future. At the conclusion of the department’s 
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investigation into the complaint, the complainant is notified with what the appropriate finding of 

the investigation was. 

The department clearly spells out the rights of the officers being investigated and how the 

interviews of subject officers are to be conducted on a form titled “Rights and Obligations of 

Peace Officers Under Investigation.” The way the department conducts its interviews, and its 

notification of rights to the officers, are very similar to many states’ Police Officer Bill of Rights. In 

this form, it also outlines the obligations of all department members who are under investigation. 

All subject officers prior to their interview are read their Garrity warning rights. In the 

department’s advisement, it is clearly stated that the subject officer is being given a direct order 

to answer all questions truthfully and completely. With this clearly being stated, there is no 

mistaking that the subject officer is being required to answer the questions. All interviews 

conducted during an administrative investigation are recorded, and are included in the 

investigation. Recording the interviews is an excellent way of ensuring the accuracy of 

statements made during the investigation. 

On the police department’s website, under the Office of the Chief of Police, a section is 

dedicated to explaining the purpose of the Office of Professional Standards. The section 

provides an e-mail address and a phone number for contact with the lieutenant in that office. 

What the website doesn’t provide however, is an explanation of how to file a complaint, or how 

to obtain the paperwork to file a complaint. Also, the department’s website doesn’t allow for a 

complainant to file a complaint online, in lieu of filing it in person. Currently, if a citizen wants to 

file a complaint against an employee of the department, they must somehow contact a 

supervisor in the field or respond to the police station. Today, there is an expectation by 

members of the community that they can locate information about filing a complaint and be 

able to handle the filing of the complaint through a department’s website. It is becoming more 

and more common within the law enforcement community to make the process of filing a 

complaint against an employee available through the department’s website. 

The department’s complaint form is currently provided only in English. Although the City of 

Casper is primarily English-speaking, 5 percent to 7 percent of the city’s population is Hispanic. 

Although that number is small compared to the overall population, the department should still 

highly consider having the form available in Spanish for the city’s non-English speaking 

population. The complaint form should also be made available in the lobby of the station, 

eliminating the need for complainants to make contact to obtain the form. 

The Early Intervention Program (EIP) is a resource for supervisory personnel to identify employees 

who show symptoms of job stress or performance problems at early stages of the problem. The 

intent of CPD’s EIP is to proactively provide employees with the assistance and training 

necessary to perform their assigned duties in an effective and efficient manner. Each individual 

incident is reviewed at the time of occurrence by a supervisor and the chain of command. 

These incidents may appear acceptable by themselves, but a pattern of less than optimal job 

performance may be developing that is more difficult to identify. Tracking the indicators 

detailed in this program enables supervisors to examine the totality of an individual's actions and 

make a more accurate assessment of the employee's well-being. 

The EIP report, with the recommended assistance, is completed by the officer's supervisor and 

presented to the involved division commander. The division commander reviews the 

recommendation and provides any necessary insight and/or recommendation(s). The division 

commander then makes the final decision on any recommended action as a result of an EIP 

report. 

The department’s early intervention indicators and schedule are shown in the following table. 
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TABLE 7-1: Early Intervention Program Schedule 

Incident Type # of incidents Threshold 

Administrative investigation 0 3 incidents within 12 months 

Citizen Complaint 0 3 incidents within 12 months 

Missed court 0 2 incidents within 12 months 

PSU complaint 0 2 incidents within 12 months 

Use of force 0 5 incidents within 12 months 

Vehicle accidents 0 2 incidents within 12 months 

Vehicle pursuit 0 2 incidents within 12 months 

Vehicle accident 0 2 incidents within 12 months 

 

Until the last year, the department had been inputting complaint information into I/A Pro; 

however, no one in command staff had been looking at the EIP alerts to ensure the officers are 

being met with and counseled. Over the last year, the department has reinstituted the 

counseling of officers and has developed a system based upon its research of other 

departments that allows it to adjudicate the old data and begin anew with a system that is 

current for the counseling of the officers. A review of the EIP schedule shows that CPD is very 

proactive and takes seriously the early correction of problematic officers. The areas listed in the 

EIP chart are those of high liability and often could expose the department to unnecessary legal 

action. One area that raises a little concern is the use of force category, with counseling 

occurring after five incidents in a 12-month period. Officers having to use force in the 

performance of their duties is an unfortunate aspect of the profession; however, it is sometimes 

necessary to affect an arrest of an individual. Use of force incidents are one of the major 

initiators of civil law suits for law enforcement agencies.  

Some officers, because of their proactive nature, often are involved in more uses of force than 

less active officers, and this is understandable. However, with the use of force being such a high 

liability issue, waiting until an officer has five uses of force in a year may be waiting too long to 

identify potential issues. Reducing the number to three incidents in a year would allow closer 

examination for possible personality issues or training issues that are causing the employee to use 

force.  

That said, this schedule developed and implemented by CPD will help to mitigate issues from 

problematic officers before they develop into incidents that can bring exposure to the 

department. CPD’s EIP is an excellent, well-developed system. 

The necessary and appropriate use of force in carrying out a police officer’s duties up to and 

including the taking of a human life is among the most complex and critiqued actions of law 

enforcement. At no time in the past has it been looked at, examined, and judged as it is today. 

With the ease with which people are recording officers in the performance of their duties, 

including their use of force, it is essential and critical that the department have and follow a 

comprehensive policy on the use of force. Providing relevant training for the use of force is 

critical for the department. The purpose of comprehensive training in the use of force is to 

ensure employees are using proper and reasonable applications of force in the performance of 

their duties. With respect to the use of deadly force, no other responsibility of the city or 

department has more importance. 

Information on any use of force is captured by the department using the IAPro BlueTeam 

software. Use of force incidents are entered into BlueTeam via a simple Internet style interface, 
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and this information can then be routed through the chain of command, with review and 

approval at each step. BlueTeam has search and tracking capabilities on use of force incidents. 

The department has a comprehensive review process for every use of force and has multiple 

layers of review with subject matter experts for proper application and proper judgement in the 

use of force up to and including the Chief of Police, who signs off on every use of force. The 

policy is well written and clearly outlines how use of force is to be applied at CPD.  

TABLE 7-2: 2016 Use of Force Incidents by Number and Nature  

Control Holds 22 

Batons 2 

Firearm Display 28 

OC Spray 4 

Strikes (Hands/Feet) 7 

Strikes (Knee) 8 

Taser 8 

Total 79 

 

Table 7-2 shows the department’s uses of force for 2016. During the year there were 79 use of 

force incidents; 28 of them were “Firearm Display,” which required no “hands on” use of force. 

Many of the uses of force were while an officer was making an arrest, and occurred within patrol 

operations, which traditionally has the highest number. With about 38,000 calls for service 

resulting in 79 use of force incidents in 2016, the CPD used force at 0.23 percent (essentially, one-

quarter of one percent) of the reported calls for service contacts. In fact, of the actual uses of 

force where it required a “hands on” use by officers or of some tool, CPD used force in 0.13 

percent in the reported calls for service contacts. That percentage of calls resulting in a use of 

force is quite low for a department that is handling the number of calls CPD handles. CPD is to 

be commended for a low number of uses of force.  

Previously we reported on the Career Services and Training functions which, are presently 

assigned to the Support Services Division. Professional Standards (internal affairs), Career Services 

(recruitment, background Investigations, employment services) and Training should be viewed 

as interrelated functions and activities. It is a best practice in today’s policing that these 

functions operate under the one umbrella of Professional Standards. At present, there is a sole 

lieutenant in Professional Standards, and one sergeant and one officer responsible for Career 

Services and Training. Combining these functions and human resources would greatly benefit 

the department. As well, at present, these functions all operate out of the facility across the 

street from police headquarters, so the transition is made simple.  

Professional Standards Recommendations: 

■ Increase the allowable time for completion of administrative investigations to 30 to 45 days. 

[Recommendation No. 62.] 

■ Ensure the sergeants are inputting informal complaint data originating from those complaints 

resolved at the time of complaint by the citizen into Blue Team’s platform of I/A PRO. 

[Recommendation No. 63.] 

■ The department should strive to send all personnel who may be called on to complete 

administrative investigations to internal affairs training. [Recommendation No. 64.] 
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■ The ability to file a complaint against employees should be made available on the 

department’s website. [Recommendation No 65.] 

■ Provide the department’s complaint form in Spanish. [Recommendation No. 66.] 

■ Make the complaint form available for citizens in the lobby of the police station. 

[Recommendation No. 67.] 

■ Reduce the number of use of force incidents that requires counseling with the officer from five 

to three. [Recommendation No. 68.] 

■ The department should reassess whether the discipline matrix is still the best method for the 

organization’s discipline procedure. [Recommendation No. 69.] 

■ Reassign the Career Services and Training Functions and personnel to the Office of 

Professional Standards. [Recommendation No. 70.] 

 

PUBLIC AFFAIRS OFFICER 

This position acts as the sole press information officer (PIO) and coordinates all the crime 

prevention programs for the department. The position is staffed by one detective who reports 

directly to the Chief of Police. As the PIO, he handles all press-related calls, press conferences, 

crime scene press handling, and all social media outreach. As the coordinator for crime 

prevention, he handles all crime prevention presentations to businesses, city, and community 

groups, security site assessments, and recommendations to the businesses. He oversees the 

“Safe Ride” program, which provides free taxi rides to patrons of local Casper establishments 

and who are too intoxicated to drive. The position also is the point of contact for any 

promotional information such as stickers, coloring books, etc. 

In many, if not most, law enforcement agencies the size of CPD, the PIO duties are an ancillary 

duty for an officer in addition to their primary assignment, and crime prevention is usually 

handled by a civilian employee. CPSM believes that a more viable response to the PIO duties of 

the department would be to have a program managed by a command staff member who has 

a team of sworn members of the department who collectively handle the PIO duties. By having 

a team of sworn officers assigned to the different squads (approximately six) that would handle 

the PIO duties, the chances are great that a PIO would be on duty at any given day of the 

week or hour of the day. This enhances the ability to respond quickly to the press so that 

accurate information is provided in a timely manner. A model such as this would allow members 

of the department to gain exposure with the press and would allow the community to see and 

hear from other officers of the department.  

Crime prevention efforts in most law enforcement agencies are handled by civilian employees 

who report to a sworn supervisor. CPD is unique in that sense, in that a detective handles those 

duties. Traditionally, crime prevention programs require no enforcement action, so it is not a 

requirement that the person handling those duties be a sworn officer or, in CPD’s case, a 

detective. We believe that a civilian staff person could be trained to handle the crime 

prevention programs and presentations. 

The department currently uses Facebook as its primary social media platform for providing 

information to the community. The PIO currently handles these duties also, and it was learned 

that a large portion of his time is taken up with responding to questions and posts on the 

department’s Facebook site. The department is to be commended for its use of social media; 

however, CPSM recommends that the department should become more active and utilize other 
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forms of social media as well. Other resources such as Instagram and Twitter are also popular 

avenues for providing information to citizens. 

As Facebook-related activities take up so much of the PIO’s time, spreading these duties among 

the PIO Team is advisable. If implemented, the team could be provided access to the 

department’s social media sites to answer questions and post information. 

Thus, CPSM recommends creating a PIO Team and civilianizing a position to handle crime 

prevention efforts. The department should consider reclassifying one of its current open FTE 

police officer positions to a civilian position, and then move the detective to a position in the 

department to fill a vacant sworn position. Doing this would accomplish several things: (1) It 

would free up the detective to be assigned elsewhere in the department, (2) The PIO team 

would give officers an opportunity to have an additional ancillary duty, (3) It would provide 

immediate access for the press with an officer on duty, and, (4) It would create salary savings 

from the reclassification of the sworn position to a civilian position. 

PIO / Crime Prevention Recommendations: 

■ Develop a PIO Team of sworn officers managed by a command level officer; this team would 

handle all press-related issues while also handling most social media duties. 

[Recommendation No. 71.] 

■ The department should become more aggressive with other forms of social media than just 

Facebook, for example, Twitter, Instagram, etc. [Recommendation No. 72.] 

■ Reclassify an open police officer position to a civilian position that would handle the crime 

prevention program and other duties as assigned. [Recommendation No. 73.] 
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SECTION 8. MISCELLANEOUS 
 

INFORMATION TECHNOLOGY 

Consistent with virtually all law enforcement agencies, the CPD utilizes a wide array of 

information technologies. Aside from personnel, these technologies serve as the lifeblood of the 

organization and are essential to virtually all department functions. High-profile examples include 

the 911 telephone system, the computer-aided dispatch system, records management system, 

and the radio broadcast system. A failure of any one of these systems can severely impact 

and/or cripple access to emergency fire, medical, and law enforcement services. Also, vitally 

important are the case management systems in use by detectives, internal affairs, traffic 

investigators, etc. The broader list of technologies in use includes: 

■ Spillman Public Safety Suite. This is a complex and coordinated suite of programs that supports 

the department’s radio communications, records management, property and evidence 

tracking, mobile computers for patrol vehicles, etc.  

■ IA PRO system. Allows for internal tracking and management of employee 

investigations/allegations.  

■ BlueTeam. Allows for citizen complaint management. 

■ CrimeIntel. Used for suspect information/mapping. 

■ ARCGIS. Used for mapping for response plans and event plans. 

■ Hiplink. Cellular paging for emergency response. 

■ CopLogic Online Reporting. Enables citizens to report crimes without an officer present. 

■ Gallagher Door System – Provides card key access to department doors where entry 

authorization is required. 

■ AFIS. Automated Fingerprint ID System; enables rapid identification of individuals related to an 

investigation. 

■ Coban Technologies In-Car/Interview Room Video System. In today’s environment, 

audio/video recording of suspect interviews is vital to prosecution. 

■ Forensic Computers and Programs.  

□ XRY/MPE. Mobile phone downloading software. 

□ Access Data FTK  

■ Verant/Viper 911. Recording and 911 management (redundant). 

■ Motorola Radio System. Provides communication via 800 MHz/VHF. 

■ Intoxilyzer (DMT for DWI Testing). This equipment provides for chemical testing of impaired 

drivers. 

■ DigiTicket. Enables electronic ticket writing. 

■ Whitebox. Spillman/Justware interface. 

■ Website. Recently implemented PD website. 

■ Social Media. Used for community relations and public information. 
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■ SQL Reporting for report building. 

■ Crystal Reporting for report building. 

■ Report Beam for accident reporting. 

■ Crash data program. 

■ IBM Analyst Notebook 

As is evident, the department utilizes an extensive list of technology. Not only does it rely on a 

vast array of technologies that often dwarfs that of other local government agency systems and 

needs, but the 24/7 nature of public safety agencies require immediate and direct access to IT 

staff. 

While the organizational chart of the department identifies a Police Technologies Manager, his 

duties do not generally include management of the IT systems in use by the department. Rather, 

the department relies on the city IT department for support via a help desk. As has been 

discussed, the department’s Technologies Manager is responsible for management and 

supervision of the Public Safety Communications Center, the Records Section, and supervision of 

the department’s fleet manager, duties not normally associated with a Technologies Manager 

position. In addition to these duties, he assists with other department administrative duties.  

As noted, city IT staff provide IT support for the Casper PD. CPSM was advised that this includes 

staff responsible for maintaining the Spillman public safety software suite. The reasoning behind 

the off-site deployment of staff responsible for maintaining the Spillman suite, arguably the most 

important of the many important technologies in use by the city’s and county’s public safety 

agencies, is unclear to CPSM. Adequate space exists within the Casper Police Department (the 

vacated 911/dispatch center), to accommodate these personnel. As this space is adjacent to 

the department servers, etc., this would be an ideal location. More importantly, work priority 

decisions for the staff assigned to maintain the public safety infrastructure operated by the 

police department should be determined by police administrators.  

Consideration should be given to transferring these personnel to the Casper Police Department, 

under the direction of the CPD Technologies Manager. This appears to be a more compatible 

role for the Technologies Manager, and an important addition for the department. In reporting 

on the Property and Evidence Unit, we illustrated the fact that there is a three-fold redundancy 

in the process for booking evidence via the Spillman evidence module. This includes completion 

of a handwritten report, transferring that information into the Spillman report writing module (to 

be submitted with the crime report) by the same officer who completed the handwritten report, 

and finally, a property and evidence technician electronically entering the same information 

into the Spillman property and evidence module. The Spillman system is designed to eliminate 

this redundancy if properly networked. This, and undoubtedly other, similar activities are certainly 

the type of thing that a Technologies Manager and dedicated staff should be addressing to 

streamline workflow throughout the department.  

While technology constantly evolves, no government agency can afford to keep up with the 

“latest and greatest” of all technologies. What is important is that the technologies in use 

reasonably meet the needs of the organization. 

Body worn cameras are emerging technology. There is tremendous value in recording contacts 

between officers and the public, and many agencies are moving in that direction. One effect of 

the use of this technology is the challenge of storing images and meeting demands for the 

release of the recordings. This is no small issue. Agencies that have chosen to utilize body worn 

cameras have found that storage of the files and meeting public record requests have led to 
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substantial additional costs, including the need to hire additional staff to manage the 

associated workload. At this time, the CPD does not utilize body worn cameras. Should Casper 

choose to do so, the United States Bureau of Justice Assistance (BJA) has developed a “tool kit” 

to guide agencies in implementing this program. BJA offers some grant funding for this purpose 

as well. CPSM would urge the use of this resource during the evaluation of this program. 

Information Technology Recommendations: 

■ Consider relocating city IT employees who support the Spillman public safety software suite to 

the police department to be assigned under the direction of the police department 

Technologies Manager. [Recommendation No. 74.] 

■ A more thorough needs/efficiency study should be conducted throughout the department to 

streamline processes where possible, as illustrated relative to the intake of property and 

evidence. [Recommendation No. 75.] 

 

FLEET MANAGEMENT 

Under the direction of the Police Technologies Manager, the police department fleet is 

managed by a civilian fleet manager who acts as a liaison with the city’s Fleet Services. All 

maintenance or repair work required on police department vehicles is completed by Fleet 

Services. However, any warranty, safety recall, or work that requires special tools or knowledge is 

outsourced with the appropriate dealership or repair shop that can handle the issue with the 

vehicle. The department has a total of 106 vehicles, comprised as follows: 

■ 73 patrol vehicles (marked units). 

■ 29 unmarked vehicles (administration/criminal investigations, etc.). 

■ 2 motorcycles. 

■ 2 trailers. 

The department has a vehicle take-home policy, referred to as the one-to-one program. 

However, to be eligible for a take-home vehicle, the employee must live within a five-mile radius 

of the Casper city limits.  

The International Association of Chiefs of Police (IACP) lists the following department benefits for 

a take-home car program: 1) It can be a recruiting tool, 2) It increases the department’s visibility 

in the community, 3) It reduces response times to emergency situations, 4) A vehicle’s useful life 

is extended, 5) Maintenance needs are reduced, and 6) An officer’s neighborhood is provided 

a greater sense of safety when the officer’s car is parked there.  

However, IACP also lists some potential concerns with such a program: 1) It is a significant cost 

expenditure item for departments (due to an increased fleet size), 2) Policies must be written 

and enforced on its use, 3) It reduces flexibility and availability of the fleet, and 4) There are 

added fuel costs. Obviously, cost is the primary concern regarding the program for any agency.  

The issue of the one-to-one program was briefly brought up in both the internal and community 

focus groups. In neither meeting was it brought up by CPSM, but rather by meeting participants. 

In the community meeting, one individual stated that the one-to-one car program has resulted 

in far greater police presence in the city. In the internal focus group, the convenience of having 

one’s own vehicle was seen as significant, in that officers did not need to load and remove 

police gear daily. As well, there is less downtime associated with being issued a vehicle and 

turning it in at the end of shift. Finally, while the one-to-one vehicle policy makes clear that the 



 
103 

program’s existence and its continuation lies at the discretion of the city, it is perceived as an 

important “perk” for the employees. 

Such a program is a policy decision for the City of Casper. CPSM offers no recommendation.  

 

POLICE FACILITY 

The Casper Police Department facility is in the Hall of Justice Building in downtown Casper at 201 

N, David St. The facility has been the city’s police headquarters since building completion in 

1977. At the time of occupancy, the department had an estimated 67 sworn officers and 5 

civilian police staff occupying 19,272 square feet of the 102,270-square foot facility. 

The building’s original occupants, in addition to the police department and its communication 

center, were the Sheriff’s Office along with the County Jail, the Municipal Court, and the County 

Clerk. Today, the police department, the Sheriff’s and District Attorney Offices, the Municipal 

Court, and County Clerk currently occupy various floors of the building. The county jail, originally 

located on the third floor, remains there but is nonoperational. Repurposing the jail floor was 

found to be too costly due to required demolition of the existing cells.  

The police department now occupies the entire first floor and one-half of the basement floor of 

the facility for a total of 25,608 square feet on a 99-year lease with the county which began in 

1975. The city pays a percentage of the building utilities, cleaning, and maintenance. Several 

internal renovations have taken place to improve space utilization over the years to 

accommodate most of the now 141 person-strong (98 sworn, 43 civilian) police department. 

Undertaken as the department grew, these renovations have created a mish-mash of offices 

and workspaces not conducive to operation of a modern police department. In 2014, the 

dispatch center moved to the newly built Public Safety Communications Center, vacating 936 

square feet of space at the police facility and transferring 21 positions to the new facility. The 

vacated space remains unoccupied today. Maintenance has been an ongoing issue with the 

facility’s infrastructure. It was reported to CPSM that the facility suffers from chronic plumbing 

issues including sewage flooding the basement locker rooms and offices multiple times. As the 

facility ages, this situation can create ever-increasing repair costs.  

Due to office space and training space needs the department expanded to a building 

obtained by the city in 2009 and which was ready for shared occupancy use in 2010. This 

building is known as the City Center Building and it is located across the street from the Hall of 

Justice. This provided the department needed office space and large training rooms. Currently, 

the department shares the building with the fire department. There are five offices and three 

training rooms currently in use, with plans to further repurpose existing space. The additional 

training areas enable the department to invite other agencies to joint training programs, thus 

reducing the department’s cost of sending officers to other training sites. 

Facilities in use by the Property and Evidence section were addressed in reporting on that 

section. While CPSM would refer the reader to that narrative, suffice it to say that those facilities 

are wholly inadequate.  

Assessing the viability of the immediate and long-term functionality of any police facility is a 

lengthy process and outside the scope of this assessment. Nonetheless, CPSM does suggest that 

at present, the facilities in use in Casper do not support the efficient operation of a police 

department.  
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SECTION 9. COMMUNITY FORUM 

During the site visit, CPSM hosted a community forum to receive input from interested 

community members. During this forum, we asked participants to identify the department’s 

strengths, weaknesses, opportunities present, and threats that it faces. The following table 

summarizes the responses elicited. CPSM did not validate any of the responses. They are 

provided for review and use by the city and department as appropriate. 

TABLE 9-1: Summary of Community Focus Group Comments 

Strengths  

■ Community policing (well-manned front line, 

community engaging). 

■ Identifying city needs and adjusting to them 

(responsiveness to recognized problems, 

homeless-mental health, management of city 

very good with mental health issues). 

■ Hit and run accident response (very good 

response – solved them). 

■ Visibility (see radio cars out and about a lot; 

good eclipse response – visible on foot). 

Weaknesses  

■ Lack empathy and compassion for victims in 

emergency room, investigative unit, and 

Victim Services Unit (city self-help center 

provides victim assistance training; other 

agencies light years ahead; trauma informed 

care protocol training) 

■ Wyoming involuntary hospitalization laws 

(Police and ER staff hands tied by law, 

incorrect assessment, unnecessary holds, 

need a lobbyist to seek change). 

■ Improvement in internal communication 

between police department groups (top 

down within organization, need consistent 

info from all PD units when handling victims). 

■ Poor public perception due to negative news 

re: Casper PD – within Casper and other 

cities. 

■ Victim Services Unit – advocate for victim and 

PD (perceived the unit advocates more for 

PD than victim, need soft room and one-stop 

shop for victims outside of police building, 

Natrona Sheriff does good job with victims – 

train CPD?). 

■ Need more visibility like during eclipse (foot 

beats, business liaison). 

■ Professionalism (depends on individual officer 

– don’t trust some, need to clearly define PD 

brand, publish mission statement and goals to 

community, although exists on website – 

need PD and city to do better). 

■ Length of time between reporting of crime 

and communication with victim by detective. 

Opportunities  

■ More effective use of social media. 

Threats  

■ Workload of detectives (staffing) 
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■ Police presence in community at community 

events (make personal contact, visit 

communit8y facilities like Boys and Girls Club, 

YMCA, skate parks). 

■ (Think you and some community members 

added develop YAL, Internships, job sharing 

explorer/cadet program). 

■ Bike patrols on city bike path. 

■ Officer morale (did they get what they 

needed to recover from prior admin. tumult). 

■ Failure of officers to let go of old cowboy 

ways. 

■ Hiring of people from outside Wyoming (need 

to hire personnel with Wyoming values). 

■ General human culture (people want to tear 

others down-not support). 

■ Lack of community education opportunities 

as to realities of police work. 

■ Outdated laws that hinder police / 

investigators / prosecution. 

■ Current hiring/training practices that create a 

militaristic culture vs guardian culture. 

■ Lack of receptiveness/dismissiveness of 

community ideas. 

■ Good ole boy hiring/promotion process. 
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SECTION 10. DATA ANALYSIS 

This data analysis on police patrol the Casper Police Department focuses on three main areas: 

workload, deployment, and response times. These three areas are related almost exclusively to 

patrol operations, which constitute a significant portion of the police department’s personnel 

and financial commitment. 

All information in this preliminary report was developed using computer-aided dispatch (CAD) 

data provided by the department’s communications center. 

CPSM collected data for three years. The analysis is primarily focused on the one-year period of 

May 1, 2016 through April 30, 2017. We use call data for this one-year period for the majority of 

the first section of the report, concluding with Table 10-7. For the detailed workload analysis and 

the response-time analysis, we use two four-week sample periods. The first period is  

February 1 through February 28, 2017, or winter, and the second period is August 1 through 

August 28, 2016, or summer.  
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WORKLOAD ANALYSIS 

When CPSM analyzes a set of dispatch records, we go through a series of steps: 

■ We first process the data to improve accuracy. For example, we remove duplicate patrol units 

recorded on a single event as well as records that do not indicate an actual activity. We also 

remove incomplete data, as found in situations where there is not enough time information to 

evaluate the record.  

■ At this point, we have a series of records that we call “events.” We identify these events in 

three ways: 

□ We distinguish between patrol and nonpatrol units. 

□ We assign a category to each event based upon its description. 

□ We indicate whether the call is “zero time on scene” (i.e., patrol units spent less than 30 

seconds on scene), “police-initiated,” or “other-initiated”.  

■ We then remove all records that do not involve a patrol unit to get a total number of patrol-

related events. 

■ At important points during our analysis, we focus on a smaller group of events designed to 

represent actual calls for service. This excludes events with no officer time spent on scene and 

directed patrol activities. 

In this way, we first identify a total number of records, then limit ourselves to patrol events, and 

finally focus on calls for service. 

As with similar cases around the country, we encountered a number of issues when analyzing 

the dispatch data from Caper. We made assumptions and decisions to address these issues.  

■ 935 events (about 2 percent) involved patrol units spending zero time on scene. 

■ Seven calls lacked accurate busy times. We excluded these seven calls when evaluating busy 

times and work hours.  

■ We were informed that the call source field which indicates whether a call is “police-initiated” 

or “other-initiated” was not always filled in accurately during the period studied. We classified 

all “traffic stops” and calls with a response time below a minute as “police-initiated.”  

■ The computer-aided dispatch (CAD) system used approximately 159 different event 

descriptions, which we condensed to 15 categories for our tables and 9 categories for our 

figures (shown in Chart 10-1). Table 10-17 in the appendix shows how each call description 

was categorized. 

Between May 1, 2016, and April 30, 2017, the communications center recorded approximately 

38,187 events that were assigned call numbers and which included an adequate record of a 

responding patrol unit as either the primary or secondary unit. When measured daily, the 

department reported an average of 105 patrol-related events per day, approximately  

2.4 percent of which (2.6 per day) had fewer than 30 seconds spent on the call. 
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In the following pages, we show two types of data: activity and workload. The activity levels are 

measured by the average number of calls per day, broken down by the type and origin of the 

calls, and categorized by the nature of the calls (crime, traffic, etc.). Workloads are measured in 

average work hours per day. 

CHART 10-1: Event Descriptions for Tables and Figures 

Table Category Figure Category 

Assist other agency 
Assist 

Citizen assist 

Crime–other 

Crime Crime–person 

Crime–property 

Miscellaneous General noncriminal 

Alarm 
Investigations 

Check/investigation 

Juvenile Juvenile 

Mental health Mental health 

Disturbance 
Suspicious incident 

Suspicious person/vehicle 

Traffic enforcement 
Traffic 

Accidents 

Warrant Warrant 
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FIGURE 10-1: Percentage Events per Day, by Initiator 

 

Note: Percentages are based on a total of 38,187 events.  

TABLE 10-1: Events per Day, by Initiator 

Initiator No. of Events Events per Day 

Other-initiated 23,562 64.6 

Police-initiated 13,690 37.5 

Zero on scene 935 2.6 

Total 38,187 104.6 

Observations: 

■ 62 percent of all events were other-initiated. 

■ 36 percent of all events were police-initiated. 

■ 2 percent of the events had zero time on scene.  

■ On average, there were 105 events per day, or 4.4 per hour. 
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FIGURE 10-2: Percentage Calls per Day, by Category 

 

Note: The figure combines categories in the following table according to the description in Chart 10-1. 

  

1.4% 2.1% 
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TABLE 10-2: Calls per Day, by Category  

Category No. of Calls Calls per Day 

Accident 1,872 5.1 

Alarm 1,147 3.1 

Assist other agency 1,600 4.4 

Check/investigation 5,474 15.0 

Citizen assist 1,451 4.0 

Crime–other 1,661 4.6 

Crime–person 2,110 5.8 

Crime–property 2,268 6.2 

Disturbance 1,766 4.8 

Juvenile 783 2.1 

Mental health 503 1.4 

Miscellaneous 349 1.0 

Suspicious person/vehicle 1,203 3.3 

Traffic enforcement 13,534 37.1 

Warrant 1,531 4.2 

Total 37,252 102.1 

Note: The focus here is on recorded calls rather than recorded events.  

We removed 935 events with zero time on scene.  

Observations: 

■ On average, there were 102.1 calls per day, or 4.3 per hour.  

■ The top three categories accounted for 75 percent of calls: 

□ 41 percent of calls were traffic-related. 

□ 18 percent of calls were investigations. 

□ 16 percent of calls were crimes.  
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FIGURE 10-3: Calls per Day, by Initiator and Month 

 
 

TABLE 10-3: Calls per Day, by Initiator and Month 

Initiator May Jun Jul Aug Sep Oct Nov Dec Jan Feb Mar Apr 

Other-initiated 69.8 79.7 78.4 67.1 63.9 59.2 58.9 60.7 55.9 57.7 61.3 61.5 

Police-initiated 40.6 35.9 30.9 43.2 31.8 34.6 41.7 25.2 43.7 42.1 43.5 37 

Total 110.5 115.6 109.2 110.3 95.8 93.8 100.7 85.9 99.6 99.8 104.8 98.6 

Observations: 

■ The number of calls per day was lowest in December. 

■ The number of calls per day was highest in June. 

■ The months with the most calls had 35 percent more calls than the months with the fewest 

calls. 

■ June had the most other-initiated calls, with 43 percent more than January, which had the 

fewest. 

■ January and March had the most police-initiated calls, with 73 percent more than December, 

which had the fewest. 
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FIGURE 10-4: Calls per Day, by Category and Month  

 

Note: The figure combines categories in the following table according to the description in Chart 10-1. 
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TABLE 10-4: Calls per Day, by Category and Months 

Category May Jun Jul Aug Sep Oct Nov Dec Jan Feb Mar Apr 

Accident 5.6 5.5 4.8 4.1 4.2 4.2 4.1 8.9 6.1 5.7 4.3 4.0 

Alarm 3.7 3.9 3.4 3.2 2.8 2.7 2.8 4.1 2.8 3.1 2.4 2.8 

Assist other agency 4.6 4.7 4.6 4.4 4.0 4.4 4.5 4.6 4.2 4.1 3.8 4.6 

Check/ investigation 15.2 19.1 18.2 15.4 14.9 13.5 15.1 13.5 11.7 13.4 15.2 14.6 

Citizen assist 4.6 5.0 4.1 4.3 5.3 4.0 3.3 2.9 2.9 3.0 4.1 4.2 

Crime–other 4.8 5.7 5.5 4.4 4.7 4.4 3.9 3.9 4.4 3.7 4.5 4.6 

Crime–person 7.6 6.3 7.1 5.7 5.7 5.6 5.1 4.8 5.2 4.4 6.3 5.3 

Crime–property 7.2 10.8 8.7 5.7 5.8 5.5 5.3 4.4 5.1 4.6 5.7 5.7 

Disturbance 4.7 5.5 7.3 6.2 5.1 4.6 4.1 3.8 3.5 4.4 4.4 4.3 

Juvenile 2.9 2.7 2.0 2.3 1.9 2.5 2.3 0.8 1.5 1.2 2.5 3.0 

Mental health 1.2 1.2 1.2 1.1 1.3 1.4 1.7 1.2 1.7 1.2 1.5 1.7 

Miscellaneous 0.9 1.1 1.1 1.2 1.0 1.0 1.0 0.5 0.8 0.8 0.9 1.0 

Suspicious person / 

vehicle 
3.4 4.3 3.9 3.4 3.5 4.1 2.8 1.7 3.0 2.8 3.1 3.5 

Traffic enforcement 39.8 35.3 32.0 43.9 30.8 32.3 41.1 27.6 42.3 42.8 42.3 35.3 

Warrant 4.2 4.6 5.2 4.9 4.7 3.7 3.4 3.1 4.3 4.5 3.8 4.0 

Total 110.5 115.6 109.2 110.3 95.8 93.8 100.7 85.9 99.6 99.8 104.8 98.6 

Note: Calculations were limited to calls rather than events. 

Observations: 

■ The top three categories averaged between 72 and 78 percent of calls throughout the year: 

□ Traffic-related calls averaged between 35.0 and 48.5 calls per day throughout the year. 

□ Investigations averaged between 14.5 and 23.1 calls per day throughout the year. 

□ Crimes averaged between 12.8 and 22.7 calls per day throughout the year. 

■ Crimes accounted for 13 to 20 percent of total calls. 
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FIGURE 10-5: Primary Unit’s Average Occupied Times, by Category and Initiator 

 

Note: The figure combines categories using weighted averages from the following table according to the 

description in Chart 10-1. For this graph and the following Table 10-5, we removed seven calls with 

inaccurate busy times. 
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TABLE 10-5: Primary Unit’s Average Occupied Times, by Category and Initiator  

Category 

Other-Initiated Police-Initiated 

Minutes Calls Minutes Calls 

Accident 70.1 1,818 76.2 52 

Alarm 19.0 1,139 19.7 8 

Assist other agency 44.3 1,502 57.9 98 

Check/investigation 28.4 5,422 40.5 50 

Citizen assist 40.6 1,410 45.2 40 

Crime–other 55.4 1,208 74.2 453 

Crime–person 70.3 2,029 61.9 80 

Crime–property 64.0 2,115 43.6 152 

Disturbance 45.4 1,741 43.9 25 

Juvenile 49.8 752 38.4 31 

Mental health 68.3 491 68.8 12 

Miscellaneous 23.2 325 51.1 24 

Suspicious person/vehicle 32.8 1,168 53.8 35 

Traffic enforcement 27.3 1,390 12.0 12,144 

Warrant 43.3 1,046 46.2 485 

Weighted Average/Total Calls 44.6 23,556 17.0 13,689 

Note: The information in Figure 10-5 and Table 10-5 is limited to calls and excludes all events that show zero 

time on scene. A unit’s occupied time is measured as the time from when the unit was dispatched until the 

unit becomes available again. The times shown are the average occupied minutes per call for the primary 

unit, rather than the total occupied minutes for all units assigned to a call. Observations below refer to times 

shown within the figure rather than the table. 

Observations: 

■ A unit's average time spent on a call ranged from 12 to 69 minutes overall. 

■ The longest average times were for police-initiated and other-initiated mental health calls.  

■ The average time spent on crimes was 64 minutes for other-initiated calls and 66 minutes for 

police-initiated calls. 
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FIGURE 10-6: Number of Responding Units, by Initiator and Category 

 

Note: The figure combines categories using weighted averages from the following table according to the 

description in Chart 10-1.  
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TABLE 10-6: Average Number of Responding Units, by Initiator and Category 

Category 

Other-Initiated Police-Initiated 

No. Units Calls No. Units Calls 

Accident 1.8 1,819 1.9 53 

Alarm 2.2 1,139 1.9 8 

Assist other agency 2.2 1,502 1.9 98 

Check/investigation 1.6 5,424 1.6 50 

Citizen assist 1.6 1,411 1.3 40 

Crime–other 2.2 1,208 1.5 453 

Crime–person 2.6 2,030 1.5 80 

Crime–property 1.6 2,116 1.3 152 

Disturbance 2.6 1,741 1.7 25 

Juvenile 1.9 752 1.5 31 

Mental health 3.1 491 1.6 12 

Miscellaneous 1.4 325 1.5 24 

Suspicious person/vehicle 2.1 1,168 2.5 35 

Traffic enforcement 1.6 1,390 1.3 12,144 

Warrant 1.8 1,046 1.5 485 

Weighted Average/Total Calls 1.9 23,562 1.3 13,690 

Note: The information in Figure 10-6 and Table 10-6 is limited to calls and excludes all events that show zero 

time on scene. Observations refer to number of responding units shown within the figure rather than the 

table. 
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FIGURE 10-7: Number of Responding Units, by Category, Other-initiated Calls 

 

Note: The figure combines categories using weighted averages from the following table according to the 

description in Chart 10-1. 
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TABLE 10-7: Number of Responding Units, by Category, Other-initiated Calls 

Category 

Responding Units 

One Two Three or More 

Accident 1,066 401 352 

Alarm 211 579 349 

Assist other agency 523 509 470 

Check/investigation 3,453 1,301 670 

Citizen assist 851 380 180 

Crime–other 367 445 396 

Crime–person 609 525 896 

Crime–property 1,359 463 294 

Disturbance 350 590 801 

Juvenile 348 230 174 

Mental health 32 167 292 

Miscellaneous 235 64 26 

Suspicious person/vehicle 396 454 318 

Traffic enforcement 831 386 173 

Warrant 565 307 174 

Total 11,196 6,801 5,565 

Observations: 

■ The overall mean number of responding units was 1.9 for other-initiated calls and 1.3 for 

police-initiated calls. 

■ The mean number of responding units was as high as 3.1 for mental health calls that were 

other-initiated. 

■ 48 percent of other-initiated calls involved one responding unit. 

■ 29 percent of other-initiated calls involved two responding units. 

■ 24 percent of other-initiated calls involved three or more responding units. 

■ The largest group of calls with three or more responding units involved crimes. 

 

  



 
121 

FIGURE 10-8: Percentage Calls and Work Hours, by Category, Winter 2017 
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TABLE 10-8: Calls and Work Hours per Day, by Category, Winter 2017 

Category 

Per Day 

Calls Work Hours 

Accident 5.7 9.2 

Alarm 3.1 1.8 

Assist other agency 4.1 6.2 

Check/investigation 13.4 10.3 

Citizen assist 3.0 3.6 

Crime–other 3.7 6.6 

Crime–person 4.4 13.6 

Crime–property 4.6 8.6 

Disturbance 4.4 6.5 

Juvenile 1.2 1.6 

Mental health 1.2 2.9 

Miscellaneous 0.8 0.6 

Suspicious person/vehicle 2.8 3.4 

Traffic enforcement 42.8 12.7 

Warrant 4.5 4.8 

Total 99.8 92.6 

Note: Workload calculations focused on calls rather than events.  

Observations, Winter:  

■ On average, there were 100 calls per day, or 4.2 per hour. 

■ Total workload averaged 93 hours per day, meaning that on average 3.9 officers per hour 

were busy responding to calls. 

■ Traffic-related calls constituted 49 percent of calls and 24 percent of workload. 

■ Investigations constituted 17 percent of calls and 13 percent of workload. 

■ Crimes constituted 13 percent of calls and 31 percent of workload. 

■ These top three categories constituted 78 percent of calls and 68 percent of workload. 
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FIGURE 10-9: Percentage Calls and Work Hours, by Category, Summer 2016 
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TABLE 10-9: Calls and Work Hours per Day, by Category, Summer 2016 

Category 

Per Day 

Calls Work Hours 

Accident 4.2 9.1 

Alarm 3.1 2.3 

Assist other agency 4.3 7.5 

Check/investigation 15.5 11.5 

Citizen assist 4.1 5.0 

Crime–other 4.4 6.9 

Crime–person 5.6 15.7 

Crime–property 5.8 8.4 

Disturbance 5.9 8.7 

Juvenile 2.2 2.7 

Mental health 1.1 3.2 

Miscellaneous 1.2 1.3 

Suspicious person/vehicle 3.3 2.9 

Traffic enforcement 39.8 13.6 

Warrant 4.7 4.7 

Total 105.3 103.5 

Note: Workload calculations focused on calls rather than events.  

Observations, Summer:  

■ The average number of calls per day was higher in summer than in winter. 

■ The average daily workload was higher in summer than in winter. 

■ On average, there were 105 calls per day, or 4.4 per hour. 

■ Total workload averaged 103 hours per day, meaning that on average 4.3 officers per hour 

were busy responding to calls. 

■ Traffic-related calls constituted 42 percent of calls and 22 percent of workload. 

■ Investigations constituted 18 percent of calls and 13 percent of workload. 

■ Crimes constituted 15 percent of calls and 30 percent of workload. 

■ These top three categories constituted 74 percent of calls and 65 percent of workload.  

  



 
125 

NONCALL ACTIVITIES 

In the period of May 2016 to April 2017, the dispatch center recorded activities that were not 

assigned a call number. We focused on those activities that involved a patrol unit. We also 

limited our analysis to noncall activities that occurred during shifts where the same patrol unit 

was also responding to calls for service. Each record only indicates one unit per activity. There 

were a few problems with the data provided and we made assumptions and decisions to 

address these issues: 

■ We determined the busy times for personal noncall activities based on the status code of “7.” 

For all other noncall activities, we reviewed the descriptions in the call log associated with 

each “busy” code to determine the nature of the activity and to identify which codes 

indicated the start of a new task. This is an inexact process and we were only able to 

approximate the count of noncall activities or the time spent on these activities. What we 

have included in this section is our estimate.  

■ We excluded activities that lasted less than 30 seconds.  

■ We came across some recorded activities that lasted more than eight hours. Most of these 

were identified as “training.” We included these activities only if the patrol unit also responded 

to at least one call for service during the same shift.  

■ After these exclusions, 16,413 activities remained. These activities had an average duration of 

32 minutes. 

In this section, we report noncall activities and workload by type of activity. In the next section, 

we include these activities in the overall workload when comparing the total workload against 

available personnel in winter and summer.  
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TABLE 10-10: Activities and Occupied Times by Type 

Description Occupied Time Count 

Lunch / Personal break 53.2 2,674 

Personal - Total 53.2 2,674 

Briefing 50.2 1,472 

Car maintenance 11.3 65 

Court 52.8 728 

Equipment 19.1 431 

Evidence 36.8 318 

Extra patrol 19.1 173 

Follow up 17.0 1,034 

Fuel 9.3 4,357 

Jail arrived at scene 14.1 61 

Meeting 58.0 135 

Paper 30.6 4,021 

Police department (Busy) 51.0 293 

Range 57.5 438 

Training 90.9 213 

Administrative - Weighted Average/Total 28.1 13,739 

Weighted Average/Total 32.2 16,413 

Observations: 

■ The most common administrative activities were paperwork and fuel. 

■ The longest average time spent on administrative activities was for training. Only those training 

times that also had a response to a call for service in the same shift have been included. 
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FIGURE 10-10: Activities per Day, by Day of Week 

 

 

TABLE 10-11: Activities per Day, by Day of Week 

Day of Week Personal Administrative Activities per Day 

Sunday 5.5 31.0 36.5 

Monday 7.8 40.4 48.2 

Tuesday 8.3 41.0 49.2 

Wednesday 8.4 40.7 49.0 

Thursday 8.9 43.1 52.0 

Friday 7.2 35.3 42.5 

Saturday 5.3 32.1 37.4 

Weekly Average 7.3 37.6 45.0 
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FIGURE 10-11: Activities per Hour, by Hour of Day 
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TABLE 10-12: Activities per Hour, by Hour of Day 

Hour of Day Personal Administrative Activities per Hour 

0 0.2 1.0 1.2 

1 0.2 1.0 1.2 

2 0.5 0.8 1.3 

3 0.7 0.7 1.4 

4 0.6 0.6 1.3 

5 0.8 0.6 1.4 

6 0.0 2.6 2.6 

7 0.2 2.7 2.9 

8 0.3 3.2 3.5 

9 0.3 2.2 2.5 

10 0.4 2.0 2.4 

11 0.4 1.3 1.7 

12 0.4 1.5 2.0 

13 0.5 1.7 2.1 

14 0.4 1.4 1.8 

15 0.6 1.4 1.9 

16 0.3 1.2 1.5 

17 0.3 1.2 1.5 

18 0.0 3.1 3.2 

19 0.0 2.6 2.6 

20 0.1 1.8 1.9 

21 0.1 1.0 1.1 

22 0.1 1.0 1.0 

23 0.1 0.8 0.9 

Hourly Average 0.3 1.6 1.9 

Observations: 

■ During the week, the number of noncall activities per day was highest on Thursdays.   

■ During the day, the number of noncall activities per hour was highest at 8:00 a.m.  
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DEPLOYMENT 

For this study, CPSM examined deployment information for four weeks in winter (February 1 

through February 28, 2017) and four weeks in summer (August 1 through August 28, 2016).  

The department’s main patrol force consists of patrol officers and patrol sergeants operating on 

12-hour and 20-minute shifts starting at 6:40 a.m. and 6:40 p.m. This leads to two spikes in the 

number of personnel between 6:30 a.m. to 7:00 a.m. and between 6:30 p.m. to 7:00 p.m. 

In addition, the patrol force includes traffic units and K9 units. Traffic units operate on a 10-hour 

shift starting at 7:30 a.m. during the winter and 10:00 a.m. in the summer. K9 units work 12-hour 

shifts starting at 3:00 p.m. 

The police department's main patrol force deployed an average of 10.5 officers per hour during 

the 24-hour day in winter 2017 and 10.3 officers per hour during the 24-hour day in summer 2016. 

When additional units are included (traffic and K9), the department averaged 11.9 officers per 

hour during the 24-hour day in winter 2017 and 11.6 officers per hour during the 24-hour day in 

summer 2016. 

In this section, we describe the deployment and workload in distinct steps, distinguishing 

between winter and summer and between weekdays (Monday through Friday) and weekends 

(Saturday and Sunday). 

■ First, we focus on patrol deployment alone. 

■ Next, we compare “all” workload, which includes other-initiated calls, police-initiated calls, 

directed patrol work, and out-of-service activities. 

■ Finally, we compare workload against deployment by percentage.  

Comments follow each set of four figures, with separate discussions for summer and winter. 
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FIGURE 10-12: Deployed Officers, Weekdays, Winter 2017  

  

FIGURE 10-13: Deployed Officers, Weekends, Winter 2017 
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FIGURE 10-14: Deployed Officers, Weekdays, Summer 2016 

  

FIGURE 10-15: Deployed Officers, Weekends, Summer 2016 

 
 

  



 
133 

Observations: 

■ For winter (February 1 through February 28, 2017): 

□ The average deployment was 12.5 officers per hour during the week and 10.6 officers per 

hour on the weekend.  

□ Excluding times when shifts overlapped, average deployment varied from 9.5 to 13.5 

officers per hour on weekdays and 8.8 to 12.8 officers per hour on weekends. 

■ For summer (August 1 through August 28, 2016): 

□ The average deployment was 12.3 officers per hour during the week and 9.9 officers per 

hour on the weekend.  

□ Average deployment varied from 9.1 to 13.8 officers per hour on weekdays and 8.9 to 11.3 

officers per hour on weekends.  
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FIGURE 10-16: Deployment and All Workload, Weekdays, Winter 2017 

 

FIGURE 10-17: Deployment and All Workload, Weekends, Winter 2017 
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FIGURE 10-18: Deployment and All Workload, Weekdays, Summer 2016 

 

FIGURE 10-19: Deployment and All Workload, Weekends, Summer 2016 

 

Note: Figures 10-16 to 10-19 show deployment along with all workload from other-initiated calls, police-

initiated calls, and out-of-service activities. 

  



 
136 

Observations:  

Winter:  

■ Other-initiated work: 

□ Average other-initiated workload was 3.4 officers per hour during the week and 3.0 officers 

per hour on weekends. 

□ This was approximately 27 percent of hourly deployment during the week and 28 percent of 

hourly deployment on weekends. 

■ All work: 

□ Average total workload was 5.1 officers per hour during the week and 4.2 officers per hour 

on weekends. 

□ This was approximately 41 percent of hourly deployment during the week and 40 percent of 

hourly deployment on weekends. 

Summer:  

■ Other-initiated work: 

□ Average other-initiated workload was 3.8 officers per hour during the week and 3.5 officers 

per hour on weekends. 

□ This was approximately 31 percent of hourly deployment during the week and 35 percent of 

hourly deployment on weekends. 

■ All work: 

□ Average total workload was 5.4 officers per hour during the week and 4.7 officers per hour 

on weekends. 

□ This was approximately 44 percent of hourly deployment during the week and 47 percent of 

hourly deployment on weekends. 
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FIGURE 10-20: Workload Percentage by Hour, Weekdays, Winter 2017 

 

FIGURE 10-21: Workload Percentage by Hour, Weekends, Winter 2017 
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FIGURE 10-22: Workload Percentage by Hour, Weekdays, Summer 2016 

 

FIGURE 10-23: Workload Percentage by Hour, Weekends, Summer 2016 
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Observations:  

Winter:  

■ Other-initiated work: 

□ During the week, workload reached a maximum of 47 percent of deployment between 

4:15 p.m. and 4:30 p.m. and between 5:30 p.m. and 5:45 p.m. 

□ On weekends, workload reached a maximum of 51 percent of deployment between 11:30 

p.m. and 11:45 p.m.  

■ All work: 

□ During the week, workload reached a maximum of 60 percent of deployment between 

2:45 p.m. and 3:00 p.m. and between 5:30 p.m. and 6:00 p.m.  

□ On weekends, workload reached a maximum of 60 percent of deployment between  

11:30 p.m. and 11:45 p.m. 

Summer:  

■ Other-initiated work: 

□ During the week, workload reached a maximum of 51 percent of deployment between 

8:00 p.m. and 8:15 p.m. and between 8:30 p.m. and 8:45 p.m. 

□ On weekends, workload reached a maximum of 64 percent of deployment between  

3:45 p.m. and 4:00 p.m. 

■ All work: 

□ During the week, workload reached a maximum of 61 percent of deployment between 

8:30 p.m. and 9:00 p.m.  

□ On weekends, workload reached a maximum of 70 percent of deployment between  

3:45 p.m. and 4:00 p.m.   

  



 
140 

RESPONSE TIME 

We analyzed the response time to various types of calls. Normally, we separate the duration into 

dispatch and travel time. Response time is measured as the difference between when a call is 

received and when the first unit arrives on scene. This is further divided into dispatch delay and 

travel time. Dispatch delay is the time between when a call is received and when the first unit is 

dispatched. Travel time is the remaining time until the first unit arrives on scene. Excluding high-

priority calls, recorded dispatch times were often quite inaccurate. For this reason, we limit our 

analysis in most of our tables and figures to total response times. 

We begin the discussion with statistics that include all calls combined. We started with 2,795 calls 

for winter and 2,948 calls for summer. We limited our analysis to 1,616 other-initiated calls for 

winter and 1,860 other-initiated calls for summer. After excluding calls without valid arrival times 

and excluding calls that were reopened, we were left with 1,319 calls in winter and 1,481 calls in 

summer for our analysis. For the entire year, we began with 37,252 calls, limited our analysis to 

23,562 other-initiated calls, and further focused our analysis on 19,033 calls after applying the 

same rules regarding exclusions. 

Our initial analysis does not distinguish calls based on their priorities; instead, it examines the 

difference in response for all calls by time of day and compares summer and winter periods. We 

then present a brief analysis of response time for high-priority calls alone, where we include the 

dispatch delays as well. 
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All Calls 

This section looks at all calls without considering their priorities. In addition to examining the 

differences in response time by both time of day and season (winter vs. summer), we show 

differences in response time by category.  

FIGURE 10-24: Average Response Time, by Hour of Day, Winter 2017 and 

Summer 2016 

  

Observations: 

■ Average response time varied by hour of day in summer and winter.  

■ In winter, the longest response times were between 7:00 p.m. and 8:00 p.m., with an average 

of 25.3 minutes. 

■ In winter, the shortest response times were between 3:00 a.m. and 4:00 a.m., with an average 

of 7.0 minutes. 

■ In summer, the longest response times were between 6:00 a.m. and 7:00 a.m., with an 

average of 30.6 minutes. 

■ In summer, the shortest response times were between 2:00 a.m. and 3:00 a.m., with an 

average of 6.7 minutes. 
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FIGURE 10-25: Average Response Time by Category, Winter 2017 

  
 

FIGURE 10-26: Average Response Time by Category, Summer 2016 
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TABLE 10-13: Average Response Time, by Category 

Category 

Response Time 

Winter Summer 

Accident 20.5 17.1 

Alarm 5.8 6.0 

Assist other agency 7.8 9.9 

Check/investigation 19.7 19.0 

Citizen assist 20.7 19.9 

Crime–other 16.5 14.9 

Crime–person 14.2 14.2 

Crime–property 35.2 32.2 

Disturbance 9.1 8.2 

Juvenile 25.0 14.8 

Mental health 8.5 9.1 

Miscellaneous 28.9 18.4 

Suspicious person/vehicle 14.1 15.1 

Traffic enforcement 18.2 13.2 

Warrant 15.7 17.4 

Total 17.3 16.0 

Note: The total average is weighted according to the number of calls per category.  

Observations: 

■ In winter, the average response time for most categories was between 8 minutes and  

26 minutes. 

■ In winter, the average response time was as short as 8 minutes (for mental health calls) and as 

long as 29 minutes (for general noncriminal calls). 

■ In summer, the average response time for most categories was between 9 minutes and  

19 minutes. 

■ In summer, the average response time was as short as 9 minutes (for mental health) and as 

long as 20 minutes (for crimes). 

■ The average response time for crimes was 22 minutes in winter and 20 minutes in summer.  

 

  



 
144 

TABLE 10-14: 90th Percentile Response Time, by Category 

Category 

Response Time 

Winter Summer 

Accident 50.2 50.3 

Alarm 9.7 10.4 

Assist other agency 14.1 22.3 

Check/investigation 48.5 46.1 

Citizen assist 71.9 47.3 

Crime–other 56.8 28.3 

Crime–person 35.9 36.4 

Crime–property 145.3 95.5 

Disturbance 11.6 12.7 

Juvenile 63.2 34.1 

Mental health 12.0 14.4 

Miscellaneous 102.5 42.9 

Suspicious person/vehicle 34.8 45.4 

Traffic enforcement 56.6 36.7 

Warrant 23.8 35.9 

Total 52.1 41.2 

Note: A 90th percentile value of 52 minutes means that 90 percent of all calls are responded to in fewer 

than 52 minutes.  

Observations: 

■ In winter, the 90th percentile value for response time was as short as 12 minutes (for mental 

health) and as long as 103 minutes (for general noncriminal calls). 

■ In summer, the 90th percentile value for response time was as short as 14 minutes (for mental 

health calls) and as long as 64 minutes (for crimes). 
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High-Priority Calls 

The department assigned priorities to calls with Priority 1 as the highest priority. Table 10-15 shows 

average response times by priority, while Table 10-16 provides additional detail for high-priority 

calls, defined as priority 1 and injury accidents, and described within the CAD system as 

“Accident -PI.” Figure 10-27 focuses on priority 1 calls. 

TABLE 10-15: Average Response Time, by Priority 

Priority Response Time Calls 

1 6.2 3,088 

2 14.4 6,073 

3 21.6 3,306 

4 22.0 3,735 

5 21.7 1,821 

6 24.5 765 

9 23.4 5 

n 21.5 209 

Unknown 10.2 31 

Weighted Average/Total 17.0 19,033 

Note: The total average is weighted according to the number of calls within each priority level.  

 

TABLE 10-16: Average Dispatch, Travel, and Response Times, High-Priority Calls 

Priority Dispatch Travel Response Calls 

1 2.2 4.0 6.2 3,088 

Injury accidents 2.7 3.8 6.5 273 
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FIGURE 10-27: Average Response Time and Dispatch Delay for High-Priority Calls, 

by Hour  

 

Note: This figure focuses on Priority 1 calls. 

Observations: 

■ Priority 1 calls had an average response time of 6.2 minutes, lower than the overall average of 

17.0 minutes for all calls. Average response time for injury accidents was 6.4 minutes. 

■ Average dispatch delay was 2.2 minutes for high-priority calls, and 2.7 minutes for injury 

accidents.  

■ For high-priority calls, the longest response times were between 7:00 a.m. and 8:00 a.m., with 

an average of 8.6 minutes. 

■ For high-priority calls, the shortest response times were between 2:00 a.m. and 4:00 a.m., with 

an average of 4.8 minutes. 
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APPENDIX A: CALL TYPE CLASSIFICATION 

Call descriptions for the department’s calls for service from May 1, 2016, through  

April 30, 2017, were classified within the following categories.  

TABLE 10-17: Call Type, by Category 

Call Nature Table Category Figure Category 

Abdominal 

Assist other agency Assist 

Agency Assist 

Alarm Fire 

Alarm Medical 

Allergy 

Animal Bite 

Back Pain 

Breathing 

Burn 

Chest Pain 

Childbirth 

Choking 

CO Poisoning 

Diabetic Shock 

Disaster 

EMS Assist 

Escape 

Explosion 

Explosives 

Fall 

Fire assist 

Fuel Spill 

Gas Leak 

Hazardous Mat 

Head Ache 

Hemorrhage 

Illegal Burning 

Medical 

Misc. FIRE 

Overdose 

Power Line Down 

Refuse FIRE 
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Call Nature Table Category Figure Category 

Seizure 

Sickness 

Stroke 

Structure FIRE 

Traumatic Inj 

Unconsciousness 

Unusual Odor 

Vehicle FIRE 

Wildland FIRE 

Citizen Assist 

Citizen assist Citizen Comp 

Clear The Lot 

Alcohol Offense 

Crime–other 

Crime 

Drugs 

False Report 

Indecent Exp 

Interference 

Littering 

Prostitution 

Public Intox 

Search Warrant 

Solicit No Lic 

Tobacco Ordinan 

Trespassing 

Assault 

Crime–person 

Assault-Firearm 

Assault-Knife 

Attempted Rape 

Child Abuse 

Custodial Int. 

Family Fight 

Fight 

FVPA Violation 

Harassment 

Kidnapping 

Peeping Tom 

Pornography 
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Call Nature Table Category Figure Category 

Rape 

Reckless Endan 

Robbery 

Sex Offense 

Shooting 

Stabbing 

Stalking 

Telephone Ord 

Threatening 

Weapon Offense 

Bad Check 

Crime–property 

Burglary Auto 

Burglary Busine 

Burglary Other 

Burglary Res 

Defraud Inn 

Embezzlement 

Forgery 

Fraud 

Graffiti 

Property Damage 

Shoplifting 

Stolen Animal 

Theft 

Theft-Automobil 

Theft-Motorcycl 

Unlawful Entry 

Vandalism 

Vehicle Recov. 

Vehicle Theft 

Adult Protect. 

Miscellaneous 
General 

noncriminal 

Animal Noise 

Animal Problem 

Civil Matter 

Civil Standby 

Dead Animal 

Deliver Message 
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Call Nature Table Category Figure Category 

Dignitary Prot 

Extra Patrol 

Information 

K9 Demo 

Lockout 

Proj. Lifesave 

Sick Animal 

Stray Animal 

Vicious Animal 

Alarm Holdup 

Alarm 

Investigations 

Alarm Misc 

Alarm Security 

911-Welfare 

Check/investigation 

Attempt-Locate 

Bomb Incident 

Deceased Person 

Drowning 

Found Child 

Missing Person 

Property Found 

Property Lost 

Pursuit 

Search & Rescue 

Unknown Problem 

Unsecure Premis 

Welfare Check 

Curfew 

Juvenile Juvenile Juvenile Prob 

Runaway Juvnile 

Suicidal Subj 
Mental health Mental health 

Suicide Attempt 

Citizen Dispute 

Disturbance 
Suspicious 

incident 

Disturbance 

Fireworks 

Loitering 

Loud Music 

Shots Fired 
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Call Nature Table Category Figure Category 

Prowler 
Suspicious person/vehicle 

Suspicious 

Accident PD 

Accident 

Traffic 

Accident PI 

Hit and Run 

DUI 

Traffic enforcement 

Motorist Assist 

Parking Problem 

Reddi 

Traffic Directe 

Traffic Hazard 

Traffic Offense 

Traffic Stop 

Vehicle Aband. 

VIN Inspection 

Wanted Person Warrant Warrant 
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APPENDIX B: UNIFORM CRIME REPORT INFORMATION 

This section presents information obtained from Uniform Crime Reports (UCR) collected by the 

Federal Bureau of Investigation (FBI). The tables and figures include the most recent information 

that is publicly available at the national level. This includes crime reports for 2006 through 2015, 

along with clearance rates for 2015. Crime rates are expressed as incidents per 100,000 

population. 

TABLE 10-18: Reported Crime Rates in 2015, by City 

City State Population 

Crime Rates 

Violent Property Total 

Cheyenne WY 63,619 192 3,205 3,397 

Gillette WY 32,502 142 2,354 2,495 

Green River WY 12,686 457 1,135 1,592 

Laramie WY 32,375 133 1,625 1,758 

Rock Springs WY 24,314 354 2,048 2,402 

Sheridan WY 18,030 144 2,163 2,307 

Casper WY 61,355 139 2,722 2,860 

Wyoming 586,107 222 1,903 2,125 

United States 321,418,820 373 2,487 2,860 
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FIGURE 10-28: Reported Casper Violent and Property Crime Rates, by Year 

 

FIGURE 10-29: Reported Casper and Wyoming Total Crime Rates, by Year 

 

 



 
154 

TABLE 10-19: Reported Municipal, State, and National Crime Rates, by Year 

Year 
Casper Wyoming National 

Population Violent Property Total Population Violent Property Total Population Violent Property Total 

2006 52,318 248 4,933 5,182 521,073 231 2,893 3,124 304,567,337 448 3,103 3,551 

2007 52,434 292 4,949 5,241 529,131 233 2,803 3,036 306,799,884 442 3,045 3,487 

2008 53,430 298 4,284 4,582 539,308 240 2,663 2,904 309,327,055 438 3,055 3,493 

2009 54,550 198 4,590 4,788 551,287 215 2,558 2,773 312,367,926 416 2,906 3,322 

2010 55,316 195 4,348 4,543 570,473 194 2,409 2,603 314,170,775 393 2,833 3,225 

2011 55,761 192 3,689 3,881 575,060 215 2,204 2,419 317,186,963 376 2,800 3,176 

2012 56,801 153 3,465 3,618 584,176 193 2,204 2,397 319,697,368 377 2,758 3,135 

2013 58,688 150 3,469 3,619 590,427 191 2,119 2,310 321,947,240 362 2,627 2,989 

2014 60,771 138 2,685 2,824 591,789 186 1,891 2,076 324,699,246 357 2,464 2,821 

2015 61,355 139 2,722 2,860 595,889 210 1,824 2,034 327,455,769 368 2,376 2,744 

 

TABLE 10-20: Reported Municipal, State, and National Clearance Rates in 2015 

Crime 

Casper Wyoming National 

Crimes Clearances Rate Crimes Clearances Rate Crimes Clearances Rate 

Murder Manslaughter 1 1 100% 17 12 71% 16,304 9,598 59% 

Rape 8 0 0% 163 42 26% 119,732 42,962 36% 

Robbery 17 6 35% 58 27 47% 321,519 90,010 28% 

Aggravated Assault 59 46 78% 1,014 688 68% 749,010 390,068 52% 

Burglary 212 37 17% 1,710 274 16% 1,535,314 194,795 13% 

Larceny 1,396 490 35% 8,585 2,268 26% 5,545,667 1,191,030 21% 

Vehicle Theft 62 10 16% 576 167 29% 698,558 88,593 13% 
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Once again, thank you for the opportunity to be of service 

to the City of Casper and its Police Department. 

 

 


