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Recording starts here
BOSTON: Well, we’ll go ahead and start with our mission statement.
Any volunteers? Any volunteers to read our mission statement?
CAMPBELL: I’ll do it.
BOSTON: Shawn, kick us off, please.
CAMPBELL: The mission of the TAC is to provide ongoing advice to
the Chief of Police and the Training Division in order to
continuously improve training standards, practices, and outcomes
through the examination of training philosophy, content, delivery,
tactics, policy, equipment and facilities. The mission of the
Portland Police Bureau is to reduce crime and the fear of crime by
working with all citizens to preserve life, maintain human rights,
protect property and promote individual responsibility and community
commitment.
BOSTON: Thank you very much. We usually start off our meetings by
reading the mission statement to kind of get ourselves oriented on
why we’re here and what our focus is. There’s a lot going on and we
always diverge into different conversations, but that kind of
encapsulates it. I guess we’ll move on to our approval of prior
meeting minutes, which has been a little bit. Any questions about
the meetings? Why do I always look at Judy?
LOW: Because we decided that we were going to accept the transcript
instead of approve the minutes.
BOSTON: All right, so can I get a motion to accept the transcript?
LOW: I move that we accept the transcript.
CAMPBELL: Second.
BOSTON: Second, all right. Thank you. Motion approved. New
business. This is I think pretty exciting for a meeting for me.
So, we have a lot of new awesome people that have recently joined
the TAC and our focus today is really going to be, in addition to
our use of force numbers, is getting our new chair and new steering
committee elections going on. I think are we going to start, Jody,
with chair or with our steering committee? Any preference?
HALIA: So, I only, I guess I like prepped the chairs to give a
little speech.
HURLEY: So, if you don’t mind, can I?
BOSTON: I don’t mind if you interrupt.
HURLEY: Well, thanks. So, for you all, I am Erica HURLEY. I am
the new Captain of the Training Division. So, I have been here all

CONFIDENTIAL TAPED STATEMENT
IA# TAC Meeting TAC Meeting / N/A
53
54
55
56
57
58
59
60
61
62
63
64
65
66
67
68
69
70
71
72
73
74
75
76
77
78
79
80
81
82
83
84
85
86
87
88
89
90
91
92
93
94
95
96
97
98
99

05092018

05/09/2018
Page 2 of 33

of four days and obviously am learning quickly and a lot and have a
heavy lift of learning everything that goes on here. So, my
understanding a little bit about what these meetings do and intend
to be here for these meetings and attend and listen to all of you
and be part of this. Unfortunately, since I have been here all of
four days, I have a very large project that was put on my desk this
morning, and that needs to go out by tonight, and I’m already late.
So, I’m going to pop in and out kind of as you guys have some of
your people speaking and if I can add to, that will be great, and
will stay up here to listen tonight, but I do have that to finish.
So, I apologize. I’m going to see you kind of in and out, but in
the future, you’ll see me here at this meeting. So, if any quick
questions, I’m happy to do that, but otherwise I’m going to do some
more project.
BOSTON: Well, thank you, and we look forward to getting to know you
better, and FYI, I was going to say Captain DAY, but he is now.
HURLEY: He’s chief.
MALE: Deputy Chief.
BOSTON: Deputy Chief. Thank you. I was like, what is it? It’s
Deputy Chief DAY. He will probably join us for our July meeting and
we can have a proper thank you and farewell.
HURLEY: Yeah, he’s on vacation. I don’t know if you guys knew
that.
BOSTON: Great, thank you.
HURLEY: Thanks.
FEMALE: Welcome aboard.
BOSTON: Okay. All right. Let’s move on to our chair elections.
We have two candidates that are interested in being chair. The
chairship, for those of you that don’t know, is a two year
commitment, and you are responsible for a lot of things or fewer
things, depending on the ebb and flow. I was a co-chair. So, I
actually had a partner, Rio RIOS. Some of you may have had the
opportunity to meet him. Many of you know him. And so our focus
was a little bit more on operationalizing a rhythm for our meetings
so that we could get our recommendations in in time for the needs
assessment in the summer. That was kind of where we were focused.
Picking out topics and making sure that that was a nice fit. You
lead the steering committee meetings, which are monthly, and there’s
an opportunity for everyone to get involved and bring different
topics of interest and value to how we run the TAC meetings, as well
as meet our responsibilities to the Department of Justice. So, I
think we have some good experience and passion with our candidates
today. So, I will turn it over to, we have Shawn and Ben. So,
start with – start with you, Shawn, and we’ll go clockwise to Ben.
CAMPBELL: Should I stand up or something or?
BOSTON: You can do whatever you want, but, you know, if you want
use the hand gestures.

CONFIDENTIAL TAPED STATEMENT
IA# TAC Meeting TAC Meeting / N/A
100
101
102
103
104
105
106
107
108
109
110
111
112
113
114
115
116
117
118
119
120
121
122
123
124
125
126
127
128
129
130
131
132
133
134
135
136
137
138
139
140
141
142
143
144
145
146

05092018

05/09/2018
Page 3 of 33

CAMPBELL: I like to stay fairly informal, so I’ll stay seated.
BOSTON: All right.
CAMPBELL: For those of you who are newer here, my name is Shawn
CAMPBELL and I have served with TAC now for two years. Two plus a
little bit I think at this point. Mostly I have concentrated on the
use of force data and the way of analyzing that data to help show us
different ways that we can use that data and that kind of analysis
to better our recommendations. First of all, I would like to say
thank you to Sushanah and Rio for the work they’ve done over the
past year, two years. Mostly trying to formalize the structure that
we use to create recommendations, which I believe is something that
is important for us to continue building on as we move forward.
Now, I’m certainly not the only person at this table who can come up
with recommendations. We have a lot of expertise at this table in a
lot of different fields, and, in fact, I think we have more of a
diversity of fields than when I started, which I’m very excited
about. What I want to mostly do is concentrate on continuing to
build that structure and create it in a way where we can push
through recommendations that will help the Portland Police Bureau’s
Training Division make changes that go forward. One of the big
differences that I do want to change is we’ve mostly concentrated on
one big push every year, and I’d like to kind of break out more into
committees and give individuals and groups of people who have a lot
of passion for something the chance to move forward on things
depending upon how quickly they should be done depending upon the
recommendation itself. There’s some recommendations we have that we
can probably move forward with in three months, while other ones,
such as this implicit bias, will probably take more than a year
because it’s something new and something we just haven’t dealt with
before. So, overall, I guess, that’s where I would say I would like
to take it if you would give me your vote. Thank you.
BOSTON: Thank you, Shawn. Ben.
WILD: Yeah. Hey folks. I’m Ben WILD. I am friends of Ann there.
I’m new on the TAC and if you elect me as your chair, I’m going to
need your help. I’m going to need your help knowing what we’re
doing when. I would probably want to help implement the things that
Shawn’s talking about and I would want your help doing that. If you
elect me, my intention is to focus on, yes, moving forward with the
recommendation plans we have in place but also to take a more
holistic look at how training and development are integrated into
the Police Bureau and day-to-day life of every sworn officer. I
have a background in training development and organizational
consulting and I think that that can support – that I can support
all of you in bringing your particular expertise to bear on our work
with the Portland Police Bureau. In the past few weeks, I’ve heard
from some of you about the desire to have a really tight feedback
loop around street level QA. I think that’s a valuable concept.
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I’d like to see us move forward on that. I’ve heard Shawn talking
about professionalizing our procedures further. I think that’s a
really great idea too. Yeah, so if you like the idea of having my
leadership in the chair position, please vote for me.
BOSTON: Thank you, Ben. And I think that either one of you would
be wonderful candidates. I’ve had the opportunity to work with
Shawn and he’s worked with data analysis and helping us kind of
formulate things on numbers before we had this lovely portal that we
have now, and Ben, you’ve been wonderful, showing up voluntarily to
steering committee meetings to always learn more and ask questions.
So, really glad that both of you are running for the position. We
have our little ballets here. Everybody have their ballet? And
FYI, for the steering committee, we are voting for four positions
and there are five here and two are candidates for chair. So, I
feel like there’s a leadership opportunity for everyone. So, go
ahead and take a moment to vote, and then are we just folding them
and handing them to you, Jody?
HALIA: I have an envelope here which you can take at break or.
BOSTON: All right. Okay, guys.
MALE: If you guys would like to just pass this around.
BOSTON: Yeah, sure, and we have Shawn CAMPBELL and Ben WILD for
chair, and for steering committee, we have Shawn CAMPBELL, David
COATES, Danielle DROPPERS, Bob FISHER, and Ben WILD. We have writeins for each of those candidates.
[background conversation as ballets are filled out].
BOSTON: All right. As we’re going around the room and gathering up
our ballets, we can move on to the next part of our presentation.
Just as he sat down. Hi.
KAZLAUSKAS: Hello. Good evening, everybody. I am Darrin
KAZLAUSKAS. Yes, it was 9th grade before I could spell my last name.
I am an honored to be here tonight, so thank you for spending some
time with me. I am former marine helicopter pilot. The last seven
years I spent in the Marine Corps recruiting. After that, I spent
some time as the Director of HR with an agency with the State of
Oregon, and now I’m a non-sworn in charge of the recruiting program
for Portland Police Bureau. So, you get a quick little presentation
on where we’re at and some of the things we’re trying to do. I
would also like to introduce my brand new boss of four days,
Lieutenant PASHLEY over there. So, he’s breaking – breaking new
ground with us. If I didn’t say, I’ve been there for nine months,
so still learning the ropes myself. So, I’ve introduced myself. I’m
going to talk about some of our current recruiting processes. The
performance of some of those things and what we’re trying to do to
improve on those. Outreach in our recruiting. Social media. The
recruiting events we’re doing and some initiatives and things we’re
trying to do as we move forward. Quick eyechart. It’s on the back
of this sheet, all right, so we won’t dwell on it, but this is our
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recruiting process. Our recruiting and hiring process, and this is
mainly to help our candidates. This is one of the things that we
have out on our recruiting tables. When people show up, we’ll give
them this to try and get them to help understand our process. So,
everything starts off with the national testing, network test exam.
As you can see, it’s pretty busy. We have a video portion. It has
forty-six scenarios and takes ninety minutes. One report writing
session takes ten minutes. A fifteen question multiple choice for
the writing and then thirty question multiple choice for the
reading. If you pass that – well, back up. You have to spend forty
– forty-nine dollars to take that exam. Most people, that is out of
their own pocket. We do offer a scholarship to those who – we
advertise, but for those who need that scholarship, we take care of
that. We actually handed out one hundred sixty-four scholarships
last year. Of those people who apply, we have eleven – eleven
hundred and fifty-seven apply for the Portland Police Bureau through
this test. Of that one thousand tested. So, we had a one hundred
eighty-seven not show up and nine hundred seven passed. So, how do
we make – how do we make the sausage? How does this machine work
and how do we get an end result? Last year, we had about forty-four
thousand five hundred people look at this website, which is the
city’s website for positions, so therefore they probably saw our job
posting because it is open continuance. Of that, we had two
thousand three hundred seventy-six people actually apply. We had
one thousand two hundred four people in the application process
pass. What I mean by that is we have fourteen questions. You know,
have you had two years of college or military background? Have you
smoked marijuana in the last year, and so forth. If you answer all
those questions correctly, you have passed the application process.
One of the things required is also the passing of the NTN test.
First half of the year, we had thirteen questions and the fourteenth
question was whether you passed the NTN. So, the first thirteen
questions didn’t mention NTN. The last half of the year, it
mentioned NTN. So, we had a total of one thousand two hundred four
applicants pass the application, but once we looked at who didn’t
pass the NTN, it came to five hundred twelve applicants total. Of
that, we had eighteen percent female take the test and eighty-one
percent male. Here’s my demographics for those who took it. We’re
sitting right around sixty-five percent white and then it goes down
from there through the different demographics. So, if you pass the
application process, congratulations, you’re going to get an
interview. So, you’re going to get an email notification saying
congrats, you passed. We need you to fill out the PHS, personal
history statement. We have a website that will send people to that.
They can go, log in, fill it out, and email it to us. Print it out
and hand deliver it or mail it. It is thirty-four pages long. It’s
kind of a grind to get through because there’s a lot of information
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that we ask on that. Once that’s done and they get it to us, those
PHSs are evaluated for their completeness. Not for their content
but their completeness, and those applicants get a red, yellow, or
green rating. If they are green, they have filled out enough of the
PHS for us to proceed. They get a letter telling them what day
their interview will be. If they are yellow, we send somebody
trying – we call them up and kind of push them along. Ask them some
questions. Trying to help them get that PHS filled out. If it’s
red, which I don’t have a picture of, you know, down here on this
sheet. They just don’t move forward at all. We give them a few
calls, but after a while, we just move on. All right. So, they get
an invite to the interview panel. What is the interview or oral
board, all right. It’s about five questions and consists of a three
member panel. On that panel is one sworn officer, one non-sworn
member of the PPB, and somebody from you all. We constantly invite
people from the public to come be part of our boards and sit in on
these oral boards. We have a huge list. If you’re interested,
please reach out to me, all right. I’ll get your name on the list.
We send out an invite and have people sign up. Everybody who is on
our board will go through implicit bias training by somebody from
the Bureau of Human Resources. Once that training is done, the
questions have been determined on what we’re going to ask. I can’t
go into those because we change those up and everything, but once
those questions are decided upon, they are vetted by BHR, Bureau of
Human Resources, and our Equity Department. So, our panel goes
through and asks those five or six questions and people pass the
oral board. So, those who pass, they now are going to be assigned
the next level to get PHQ and CPI exams done. PHQ being the
personal history questionnaire. It’s about two hundred questions,
and then the California Psychological Exam, which is about four
hundred plus questions. Both tests can be taken in about an hour
and a half. We actually conduct those tests in this room every –
every other month, and I’ll go more into some of that later. After
that, our tests are sent out for evaluation and what they’re looking
for are any high risk trends. Now, we don’t stop there. If there
are high risk trends, it comes back to a backgrounder so we can talk
to some of those people who may be high risk and try to get them
into a low risk area. For example, if we had an individual who
through the questionnaire identified that they had filed for
bankruptcy and they had had some challenges and so forth. That
immediately kind of makes us worry, but then when we sit the person
down and we started talking with them. We find out, you know, the
spouse had a serious medical problem. Lost their job during the dot
crash. You know, something like that, but since then they have
overcome those challenges, and they are really a great candidate for
us. So that’s why that’s important for us. So, we had our oral
board out there at Central or up in the Justice Building. The next
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day they come out here and they do the CPI and PHQ exam, and then
they do the physical abilities test. They actually do that. With
you all being part of the TAC, have you all been out to the Scenario
Village?
BOSTON: Yeah.
KAZLAUSKAS: We set it up out there, all right. It consists of six
laps and it takes four minutes and twenty seconds to pass, and it
consists of everything, everything from going up and down six steps,
and you have to get every one or you’re penalized. Going over
eighteen inch hurdles, three foot bars, one hundred sixty-five pound
dummy drag, and an eighty pound torso bag carry. So, you have got
four minutes and twenty seconds to do this six – this six laps and
do the eighty pound carry. After that, you get a one minute break,
and then you have one minute to pull that one hundred sixty-five
pound dummy. Most people do it in about fifteen, sixteen seconds.
We actually have a workshop here every month and we have people who
will come to this event every month just to do the PAT, and we help
motivate them through that, and if they fail we help remind them
what they should work on and we hope to see them the very next month
to help get them through that hurdle. I’ve had some people come
back five months and then pass the PAT. So, you’ve passed the P –
you’ve passed your PHQ and CPI. You’re still trying to pass your
PAT or you may have already passed it. You’re going to be assigned
a backgrounder. As you go through that process, usually no news is
good news, but your backgrounder is going to try to reach out to you
about once every week, every other week, just to touch base and make
sure you’re doing okay. Ask if there’s any questions. This is
where the applicant has the most control over the situation. I’ve
seen backgrounds go as quickly as three months and I’ve seen them go
as far as two years. It usually is the applicant who keeps that
process moving slow and how they do that is they give us references
that don’t have good addresses or good contact information. Or
their contacts are good in regards to the information provided, but
they’re lousy at getting back to us. We have to have so many
reference checks, whether or its through personal or business or
whatever, before we can pass somebody along. All right. The
accuracy of the data. If the applicant’s data is very accurate and
up front, they’re going to move through this process much quicker
than those who don’t. And then providing any required documents.
Any transcripts from college. A photocopy of your driver’s license
or this or that, and we have some people who just take a lot of time
trying to get those products to us. Once they do, things move
along. So, approximately four months in background. That is really
good. When I first got here, they were just coming off the back end
of improving this process. Before, it was taking almost two years
to a year and a half for some of these people to get through the
process, and with that people just, they get tired, they go away.
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We have just recently lost two people that were moving through the
process and doing good, and it’s not because of us taking that much
time. It was because we currently at the time didn’t have any job
positions we could fill. Job openings came open for them at a
different agency and they went forward there, but we are moving
right along on these backgrounds and it’s really, our customer
service there has been impressive. So, you’ve passed your
background. You’re going to get a condition hire offer letter.
Once you get that offer letter, it says, hey, congrats, we’re going
to hire you, but you have to pass your medical and psychological
exam first. So, you’re going to down and you’re going to see the
doc. You’re going to spend some time with them. Once that’s done,
you’re going to be hired. I put in there PAT for out of state
applicants. We do have applicants from out of state and when they
come here, that is on their dime. So, in order to try to save them
money. Instead of them coming out for the oral board and them
coming out again for the PAT, coming out for the medical. We try to
do things all grouped together. So, through via the phone, we will
work with them on their background, but then they’ll go and we’ll be
like, hey, make sure you’re exercising, because when you come out
for the medical exam, you’re going to run your PAT. They fly out
here once and we get that taken care of. If they don’t, they just
keep working it until they pass. All right. How are they provided?
In 2017, total process took about six months. That’s from the time
somebody applied to the time somebody was eligible to be hired.
Four months of that was in background. The other two months was in
the application, oral board process. Of that five hundred twelve
applicants, we hired eighty-three. Now, that doesn’t mean only
eighty-three were qualified. It just means that we had eighty-three
spots that we could hire and/or of the five hundred twelve, eightythree of those made it through to that point. Some of those people,
we may still be cleaning up their backgrounds and vetting to
hopefully hire them this year, but that’s the process that we went
through last year. How are we finding these people to get them into
our recruiting and hiring process? All right. Social media.
LinkedIn, we have eight thousand four hundred eighty-six followers.
We spent about a thousand dollars for some paid awareness. We have
twelve hundred, almost thirteen thousand, that what it was, thirteen
thousand YouTube followers, forty-eight thousand Twitter views, and
seventy-seven thousand Facebook fans. All right. Outreach and
recruiting. So, in addition to social media, we did a hundred
recruiting events last year. Eighteen of them were hiring
workshops. All but four of them were right here. The rest were
down out in New York City at John Jay Criminal Justice College, and
then one out at the University of Southern Mississippi. Thirty
career fairs. So, we’re going down to the different colleges and
laying out our tables, hanging out our big displays, and trying to
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entice people to come to our table. We did eleven criminal justice
and law enforcement classroom presentations. So, for those who have
CJ classes, the teachers or instructors have asked us to come down
and give a talk. Sorry, this pole gets in my way. I’m trying not
to ignore you guys over here. We did five women specific events.
Women’s trades, events like that, focusing just on that group.
Nineteen diversity target recruiting events. The BSS, let’s see,
Z-Man and things like that. Sixteen community engagement events.
There we go. Z-Man, Camp Rosenbaum, Shop with a Cop, Special
Olympics, and then we did one best practice conference down in San
Diego. What are some of the new things that we’re just now trying
to do and work on? We’re working on some internships. If
everything works out, we have our first summer internship coming
from John Jay and the University of Southern Mississippi where
they’re going to come out and they’re going to spend one month each.
The students will spend one month with us going through all the
different divisions. These are all highly diverse colleges. Like I
said, that do criminal justice. We are covering their lodging for
that event because some of these are from disenfranchised
populations that don’t necessary have the funds to come out and
check out our organization. So, that’s just a one month, kind of an
immersion program. What I’m also working on is trying to create a
longer six month internship. I’ve already started working with
Prosper Portland, the Urban League and Parkrose Historical District.
They’re kind of the genesis helping me with this, but we’re going to
have interns from the local colleges, PCC, PSU, and these people are
going to be sitting in the contact offices focusing on the social
media. Everybody, anybody heard of, is it Twin Oaks, I think it is?
It’s a website or a chatroom for local communities, and it’s like,
I’ve got movie boxes if anybody needs them. Or, hey, has anybody
seen this pile of trash that’s been at the end of our street, and
blah, blah, blah. And this individual or this intern is going to
focus on this chatter, and it’s low level stuff that it’s important
to these people but unfortunately due to staffing, the Police Bureau
can’t always get to that. These interns are going to focus on that,
stack it up in the right order, plan routes, and then every so often
an officer will come by and put that intern in the car, and the
intern will be, take me here. They’re going to go over, and it’s
like, yes, that car has been broken down there for three weeks. We
can get that out of there. We can do this. We can do that. And
then the intern is going to go back to the neighborhood via that
social media and tell them, hey, we got this taken care of for you
on this day. Or on this day this is going to be taken care of. I’m
stealing part of this idea from Parkrose Historic District. They’ve
already tried this and had great success. I’m just now trying to put
this much larger and the goal would be that we would have eight to
sixteen interns coming through helping with these problems, and
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there’s already been some talk that maybe we might be able to get
them a college stipend. So, that will help some of these college
students and entice them to be interested in the Portland Police
Bureau. One of the other - there’s our recruiting team. This is out
of John Jay. One of the other things we’re doing is the Veteran
Resource Center. They have opened their door to us. So, we’ll go
and we’ll hang out for a couple hours at the Veteran Resource
Center. It’s not necessarily a recruitment event. It’s more of an
engagement and exposure. We’ll sit down and talk about some of
their challenges and what’s going on. Usually, after a period of
time, somebody will go, well what do you do and why do you like it?
And then we can start putting them in touch with the recruiter.
What this has also worked for me in the BRC is I’ve been able to
leverage that and they’re now starting this at PSU. Starting to
introduce me to the Married Resource Center and the African American
Resource Center and some of these other diversity markets that don’t
necessarily come to me, but because they’ve seen what I’ve been
doing with the BRC, they’re interested, and we’re hoping that that
will grow for us. One of the other things we’re hoping to do this
year is influence our recruiting. That’s why I love talking to you
all. You all are influencers. Belong to organizations that can
either talk favorably or negatively about us. Or you can have
somebody in your organization that you think would be a great fit to
help us become better at something. So, I’m hoping to reach out to
different demographic groups within the city and start finding out
through training, education, and relationship building, what can I
do to get them to put this in their office. Or better yet pick up
the phone and call me and go, Darrin, I’ve been talking to George
for three days now. I think he’s ready to talk to you guys.
Because one of the things that’s going to help us do our job is
actually have recommendations from you all on who we should be
putting on the police force. So, that’s one of the things we’re
trying to do with the influential recruiting. That is what I have
at the moment. What questions do you have? Yes, sir?
MALE: Can you share those slides via email?
KAZLAUSKAS: Sure. I’ll send them to you and you’ll be able to
distribute. Okay, yes, sir?
MALE: Maybe you said it, and I’m sorry, I had to step out for a
moment, but how many people do you use as references for these
folks?
KAZLAUSKAS: I can’t go with the exact number, sir, because if we
know that people can game the system, but I would say it’s more than
a couple dozen. We – we vet people very well here at the Police
Bureau. Yes, ma’am?
FEMALE: How many people do you try to hire annually?
KAZLAUSKAS: That depends on you all. I mean, it’s on a budget. So,
I know there was talk about reports of ninety. I know there was
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talk about other numbers. What that number is at right now, I don’t
know. That’s a decision not at my level, but if we have a vacancy
and we’re currently allowed to staff to that level, we fill it. Up
until a couple weeks ago, we were fully staffed based at what we
were allowed to. Not what we wanted to or what we think we need to
properly protect the city, but what we were allowed to per the
budget. That is opening up. I think we’re going to hire about ten
more. That could change in the next days or weeks. But, yes, sir?
I’m sorry. Did that answer your question?
FEMALE: Yeah.
KAZLAUSKAS: Sir?
MALE: There’s been a lot of talk, especially in the recent years
about the value of hiring Portland residents, especially with those
with roots in Portland.
KAZLAUSKAS: Yes, sir.
MALE: Now, we understand that people can leave the day they’re
hired. On the other hand, assuming that having roots in the
community is important. You’ve indicated that we’re doing a lot of
outreach to try to bring those people into the system. Is there any
kind of preferential treatment, or is it, because if you’re from
Portland and you’re in this mix of five something that lead to
eighty something. Is that something that’s of value and is that
given some priority in terms of who gets hired?
KAZLAUSKAS: I would say, we don’t have a – it would be illegal for
us to necessarily say, hey, oh, you live in Portland, so we’re going
to hire you before somebody from Vancouver, because of, you know,
federal HR laws, but we haven’t turned anybody away. I mean, it’s,
the machine is moving constantly, and like I said, if you apply and
you pass those fourteen questions, you’re going to get an interview.
If you pass the interview, you’re going to get hired if your
background is correct. So, we haven’t shown any preferential
treatment. We do most of our recruiting in the local area because
we want citizens from the Portland area, but just this area does not
feed the machine enough.
MALE: So, let me get this straight in my head, right. You’re
telling me that because of the nature of the law as that relates to
a public agency, that we – that we cannot if we have a certain –
I’ve done some hiring in my time, and I end up with three or four
good candidates, and I pick the best one.
KAZLAUSKAS: Yes, sir.
MALE: We can’t do that?
KAZLAUSKAS: We’re always picking the best one, but we have – we are
very inclusive. So, we want people from all different demographics
and cities and everything, because that broad spectrum of knowledge
and background and information makes us a better police force.
We’ve never been a situation where, well, you know, we’ll only hire
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from Portland because we only have two spots. We are hiring
everybody we can that comes into the system. Am I clear with that?
MALE: I’m just trying to gauge how five hundred and something
becomes eighty and what the judgmental factors in terms of making
sure that that’s the best eighty among the five hundred
understanding that –
KAZLAUSKAS: A lot of people –
MALE: A whole lot of different – a whole lot of different values
are put into what makes somebody the best.
KAZLAUSKAS: Those – those people who did not get hired, it wasn’t
because they didn’t have Vancouver or Portland. It was they failed
the background process somewhere along the way. Now, some of those
five hundred twelve, we’re still cleaning up. We’re still working
on right now. It’s just I have to cut off my data at some point.
So, it was cut off at the end of the year and through that process
we had only hired eighty-three, but we don’t – we do most of our
recruiting here because we want most of our hires from here, but
this location here alone does not give us enough people that we need
to fill our staffing requirements. Ma’am?
FEMALE: I’m wondering if you can say a little bit about your ADA
standards and making accommodations for people with disabilities,
particularly for the reading and writing tests, and also if you
could say if there any sort of supports for language access also
around the testing component. Like, is there any mentorship or
tutoring or training for people with English as a second language,
that’s not their native language?
KAZLAUSKAS: The NTN is not owned by us and they are very – they
keep very tight control of their process up there. So, what kind of
accommodations they have, that I don’t know. I do know that we
offer FEMALE: That’s a federal – that’s a federal test? Is it like
national?
KAZLAUSKAS: It’s a company – it’s a company that provides this
test, and a variety of different police departments all over the
country use them as part of their standard for hiring. Did that
answer that part of your question?
FEMALE: Yes.
KAZLAUSKAS: Okay, as for ADA –
FEMALE: And does – and does the Police Bureau select that company or
how was that company?
KAZLAUSKAS: I would say yes, but that is a decision or something
that how we got to there, that I don’t know, and I can get the
answer for you. It was - that’s the way it’s always been since I’ve
been there. As for accommodation while they’re taking the test,
that I don’t know. Accommodation during our process. The biggest
problem would probably be at the physical fitness test, or the PAT,
you know, physical abilities test. We have that test. Everybody is
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required to pass the test. There is a great article. Chula Vista
down in California. A marine amputated below the knee just got
hired on down there and was talking about his story and his
challenges, but he had to pass the physical fitness test, and that’s
partially safety for the officer and safety for the citizens. If we
have a police officer who can’t perform the function out on the
street, that would be a disadvantage to you all, each other.
FEMALE: Yeah, but I’m also thinking about the reading and writing
component of the test and so even – even for like learning
disabilities. Say, for instance, like someone who – who has
dyslexia. I mean, that could be a huge barrier to passing that
written and reading test and that could be screening out a huge
population of folks, and I would also say that, you know,
communities of color are often disproportionately represented in
some of those disability areas too because they don’t always have
the resources to have supports around that or to even have testing
around it or even know that’s something they might have. So, it
would be interesting to know like if there are any standards or
accommodations for the written or reading portion.
KAZLAUSKAS: I will find out and I will try to get back to you.
FEMALE: Thank you.
KAZLAUSKAS: Any other questions? Yes, ma’am?
FEMALE: Thanks for the presentation and I can’t remember the order
and I’m not sure if this is the body that you had just mentioned
that you don’t control, but there were psychological evaluations.
KAZLAUSKAS: Yes.
FEMALE: The tests that were like four point five hours each. Are
those part of a company generated test or they a standard policing
test or are they a more locally controlled test?
KAZLAUSKAS: That is a standardized police test, police testing
test. We do not control the questions. It is a process that we
have had in place for a very long time, and it is a standard in
which we were doing. You have to have a start point somewhere to
evaluate and that’s our first step.
FEMALE: Do you know how often it’s updated, or in terms of the
question that I guess I really have is that officers have to face a
lot of difficult, negative potential situations, but then we also
are asking them to be good communicators and have empathy, and I was
curious to know how a psychological evaluation would try to find
that sort of person and how expectations on officers are shifting
and how often that test would be updated to try to, you know, suss
out that stuff. Maybe it’s not applicable. Maybe it’s just standard
like are you not nuts? Are you sane? I don’t know.
KAZLAUSKAS: Yeah, I know that specific question is not on the test.
Yes, ma’am.
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FEMALE: Well, I don’t know what the spectrum is, but it seems like
you’re screening for certain qualities that have to be. You have to
handle certain situations in one way, but also we have expectations.
KAZLAUSKAS: Yes, ma’am. I do know some of the questions are
measuring to, you know, check on judgment, empathy, and things like
that, and that based off of the way you answer the questions, the
doctor will look at that and go this person is looking good, high
risk, or medium, and then that invokes our backgrounder to ask some
questions to help try to identify that. Then when it’s – when
they’re all done with their background and they’ve passed and
everything’s looking good, they then actually sit down with a
psychological doctor who looks for those things to make sure that
they have the communication skills and the, you know, social skills,
empathy, and so forth. But as for those two tests. I know they
haven’t been updated in the last year or so. When they were
created, that I don’t know.
FEMALE: And the interview with the psychologist, is someone that
our Police Bureau picks and selects and works with?
KAZLAUSKAS: Is somebody they have been working with for quite some
time, and not just this police bureau, but many police bureaus all
around the country.
FEMALE: Do they care about implicit bias?
KAZLAUSKAS: He has been trained in implicit bias.
FEMALE: One ties into the good discussions that we have been having
of becoming aware of it.
FEMALE: That’s why we also invited him is because a lot of
personnel questions were coming up when we did that.
KAZLAUSKAS: Sorry, sir. He had his hand up first.
MALE: No worries.
KAZLAUSKAS: Yes, sir?
MALE: Yeah, quick follow-up. How long is a candidate viable in the
system? It sounds like you, I mean, five hundred. You have a big
investment in those people in terms of recruiting time and interview
time. So, how long are those candidates viable for the Police
Department?
KAZLAUSKAS: As long as they want to be.
MALE: Oh, okay. You were talking about a cut-off date.
KAZLAUSKAS: I needed, in order to give you data or any type of
numbers.
MALE: Oh, I see what you’re talking about.
KAZLAUSKAS: I need to know what, I got to pick a day to say.
MALE: Oh, I got you. Okay.
KAZLAUSKAS: Like, this day, this is where we stand. They are still
viable theoretically for a year. After that, we just need to do a
little dust off on the background check and you do a re-run of their
driving record or this or that. Just to make sure that since the
last time we did a thorough check, nothing crazy has happened, but
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they are still, as long as they’re there and they have a desire to
be part of our department, we have the desire to keep them. Did
that answer your questions, sir?
MALE: Thank you, thank you.
KAZLAUSKAS: Sir?
MALE: You mentioned that during the, it was the oral committee was
it called?
KAZLAUSKAS: Oral board.
MALE: Where there was a sworn officer, non-sworn officer, and a
member of the community.
KAZLAUSKAS: That is correct.
MALE: That they received implicit bias training. Do you know what
kind of training that is? Is it just the basic, here’s what
implicit bias is, go through the PowerPoint, or are they actually
taking like IAT tests, so they can identify themselves what kind of
actual implicit bias they might have?
KAZLAUSKAS: It is forty-five minutes of discussion and question and
answer and evaluation, verbal evaluation with a BHR, Bureau of Human
Resource employee, who actually does the implicit bias training for
the city. She’s one of the staff members who helps provide that
training, but there is no like written exam or Breyer Migg or what’s
it? Byer? Myer Briggs?
MULTIPLE RESPONSES: Myers-Briggs.
KAZLAUSKAS: Yeah, we’re not going and, you know, looking at stuff
at that level.
MALE: I guess, it’s one of the things we’re running into with
talking about the training and implicit bias just because it’s been
brought up by several people that it’s one thing to tell people
about implicit bias. It’s another one to try to show people where
they do have implicit bias. I know from after going through that
and taking those tests myself. There were things about myself I
didn’t like that I had to accept and think about.
KAZLAUSKAS: Yes, sir. I guess that’s being human and it’s one of
the things we need to work on for improvement. Sir?
MALE: You indicated that questions the oral board asks are
predetermined and set and I understand why that would be. Is there
any room, first of all, for spontaneity in the interview in response
to those questions so that those three people who you have just
described from three different walks of life can flesh this out?
And if I’m a citizen member I say, my god, this is a fellow I want
on PPB. How can I flag this is positive way so that this particular
candidate gets a checkmark and says this is just the kind of woman
we’re looking for?
KAZLAUSKAS: First, help motivate them to get into our process, but
that being –
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MALE: I mean, from the Bureau’s standpoint. Not from their
standpoint. How do we – how do we try to create an intelligent way
of hiring the best and the brightest?
KAZLAUSKAS: Well, I think we are hiring the best and the brightest.
I mean, I think we have some fine officers out there. So, I think
we’re doing our job. I mean, everybody’s – we’re always trying to
improve, but I think we have great officers out there. We all – you
know, if I had somebody who said, I came in. Hey, I think this guy,
this lady, needs to be a police officer. They’re going to go
through the same process, and I may know my neighbor and think he’s
the best person in the world, but there may be something about him
that I don’t know, and that may be flushed out. So, we have to
maintain a standard in our process or we risk being accused of some
type of bias. So, we are very standardized. The questions that you
asked about the oral board. We can ask them to elaborate some
questions, but we’re not allowed to go free will in that process,
because then, well, you didn’t do this for John over here. You
didn’t – you didn’t, you know, do – so, we, it’s very structured.
Did that answer the question, sir?
MALE: I understand.
KAZLAUSKAS: Okay.
MALE: I understand. I’m not happy about it, but I understand.
KAZLAUSKAS: Yes, sir. Ma’am?
FEMALE: To go back to the psychological assessment. The California
Psychological Inventory. I’m curious why that particular one versus
say the MMPI-II or the PAI.
KAZLAUSKAS: I would have to get back to you on that. Once again,
that was a standard that has been set for quite sometime, well
before I got there, and I’ve looked at it and I went, wow, four
hundred questions, and I’ve fallen in line, so.
FEMALE: Both of those two are quite long too, but they have a lot
of research behind them for law enforcement, so I’m just curious.
KAZLAUSKAS: I do think that in the near future that they are
looking at another test that we will be probably taking. Off the
top of my head, I don’t know the name of it, because I just found
out about it, but that test is going to be taken at the same time as
these others and have zero value, and it’s only to create a trend
and database to be compared to the current tests that we have to see
if this is a valid test, and if so, because it is shorter,
eventually these longer ones will go away. But first we have to got
see if this test – we have to test – test the test. But where
these, the genesis of these two tests, that I don’t know. Yes,
ma’am?
FEMALE: I had a question also about the interview with the
psychologist. Is that just like an open-ended conversation that
they’re having, or is that like another assessment tool that they’re
using during that interview process?
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KAZLAUSKAS: I have never been part of that so I don’t know.
PPB SPEAKER: It’s an assessment tool.
KAZLAUSKAS: Thank you, sir.
PPB SPEAKER: And there’s ongoing conversation between the doctor
and the personnel staff to make sure that the questions are being
answered. There’s that human element so it’s not just a
standardized test that’s being evaluated on it’s own. It’s
evaluated by an expert. Conversation is had and there’s a
collaboration between Personnel Division and that doctor.
FEMALE: And do you know what that tool is?
PPB SPEAKER: That tool is the conversation. That’s what I mean.
It’s human interaction.
FEMALE: Well, so I guess. So, the reason for my question is
standardized evaluation tools are usually normed on a particular
population, and I think in the past when you’re considering how
you’re putting people in categories of normal. That can look
different ways depending on who your – who your control population
is that that tool has been normed on. So, if, for example, there
are a lot of psychological assessment tools that are used in the
mainstream field where they use groups of people that are pretty
easily accessible, which tend to be middle class white folks. So,
people of color might answer some of these questions very
differently and still be in normal ranges, but the tool is not going
to sense them as being in the normal range. Does that make sense?
So, that’s why I’m asking the question of what. So, it’s not an
assess – it’s not a standardized assessment tool that PPB SPEAKER: And the –
FEMALE: Like the –
PPB SPEAKER: The doctor gives a recommendation, but it’s not – it’s
up to the Police Bureau in collaboration with the doctor and the
background investigator to use all of that information. Nothing
stands on it’s own, and things are looked at in a totality and so I
hear what you’re saying. I don’t have specific answers to the
research that was done. What group was used to sort of create that
norm. I don’t know the answers to those questions, but no one
element of the process is determining kind of the fate or the
success or failure of the candidate. There’s a lot of conversation
and collaboration, hopefully to get to some of the concerns that
you’re I think bringing out.
KAZLAUSKAS: No one person can cancel or flag a candidate for not
hire. It goes through several different people who all read the
data and the information and it’s at a group level that make
recommendations that then finally go to the upper echelon who go,
yes, what you all did to try to make sure you understand this case
and this individual, you did accurately. So, it’s not one person.
There was, I will get you next.
FEMALE: Actually, Jennifer, I already went.
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KAZLAUSKAS: Okay, ma’am?
FEMALE: Have there been any significant changes in tools or
assessments over the last four or five years, and I know you’re, I
think you said you were newer, but that are reflective of the
changes are expected of the Police Department over the last few
years and the Department of Justice? Do you know what I’m saying?
So, is there anything that’s been – that has helped us change that
direction in any way to go to point more toward that or have there
been any other substantial changes in the recruitment process in
terms of tools and the process that’s related to that?
KAZLAUSKAS: Our job and what we’re trying to do is, and I’ll use a
quote from somebody else. We’re trying to find a vessel that can
gain information. These people that are coming to us are not
already police officers. I mean, we have a couple laterals that
come in from other departments, and they are vetted through this
exact same system, but we’re looking for people who have the social
skills and empathy and the desire and the intelligence to then come
down to the Training Department where they learn those skills on how
to deal with mental health challenges and this and that. We are not
looking for somebody who has got so many credits in mental health
training or this or that. We’re not trying to do that. We’re
trying to find the person with the right attitude, right
personality, and some other skill sets so that they can be trained
to be good officers.
PPB SPEAKER: and I think that that’s exactly, and that’s where that
change has taken effect then is in the way that we approach the
training and what we’re training on and how that’s being delivered,
you know, and then the context in which you all have been part of
that process as well. So that you can see, yes, there has been a
significant change, in my opinion, a significant change in the way
that training is approached and the topics in the last four to five
years.
FEMALE: So, it sounds more like the emphasis has been on the
training after they come in the door but not in the recruitment
process itself to select for that?
PPB SPEAKER: Well, and I think –
FEMALE: And I’m not saying it’s possible, but I’m just –
PPB SPEAKER: Yeah, but I think there has been changes in the
recruitment process from what I understand, and again, I’m just
speaking from an outside observer in this respect because the
Personnel Division does quite a bit of work within the division to
quantify, qualify, and identify the process that they use, and I’m
not part of that, nor have I been part of the discussion about the
effectiveness of it that you heard Darrin talking about, but I do
know that the way that we look at it is just simply that, again, the
best qualified applicant that meets the standards and then they get
brought into the system, so to the speak, or into the family, if you

CONFIDENTIAL TAPED STATEMENT
IA# TAC Meeting TAC Meeting / N/A
847
848
849
850
851
852
853
854
855
856
857
858
859
860
861
862
863
864
865
866
867
868
869
870
871
872
873
874
875
876
877
878
879
880
881
882
883
884
885
886
887
888
889
890
891
892
893

05092018

05/09/2018
Page 19 of 33

will, and then we begin training them based on our, not only our
expectations, but the topics that we’re training to and the manner
in which we’re delivering it now based on the input that we received
from the last four to five years.
PPB SPEAKER: And the recruitment has changed over the years.
There’s no doubt about it. I don’t have a long list of specifics,
but there’s no doubt, and just a couple of the things right off the
top, and I’m only in my first week. As you all know, there have
been a bunch of changes in the Police Bureau assignments over the
last week. For example, we have three people doing recruiting in a
way that we have never had before in my – in my memory. We have a
lot of officers who have identified themselves and who have been
vetted through a process who want to assist in recruiting. Who are
working in all kinds of different disciplines within the Police
Bureau. They are available to go to community events to do extra
work in addition to whatever they’re assigned to do. They are from
as big a cross-section of the population that we have at the Police
Bureau as possible, and so there are a lot more people involved.
There are a lot more views involved. There are a lot more – and the
process that he just described to you is different than it was a
year and a half ago in part because of questions like the ones
you’re asking and the people who proceeded me recognizing that there
was a need to make changes, and we continue to. Nothing is fixed.
I mean, we’re constantly, and as you’re sitting there asking
questions, I’ve emailed myself some of the questions, because
they’re great questions and I want your questions to inform what I’m
doing in my position. So, there is – there is constant hope for and
work on the process.
WILD: Yeah, Ben WILD. I just wanted to follow up on that question
from Jennifer and from others here, and if this is an ongoing
conversation I think that would be valuable, and that’s just how –
how could the recruitment process itself gain benefit from and
adjust its own process based on the data on use of force and the
application of de-escalation and crisis intervention and enhanced
crisis intervention techniques. I would like to see how those
feedback loops could bring to bear what we could learn from what
officers are doing on the street and if you could start looking at
those officers’ recruitment data and see if that tells you anything.
It might or it might not. We, you know, we don’t know until we look
at the data, but it might be that you find something in the data on
what you’re seeing in the recruitment process that will help you
know that people who really like apples are going to make great
people for de-escalating stuff on the street. I don’t – I don’t
know, you know.
FEMALE: An apple a day.
KAZLAUSKAS: Well, what kind of apple? No, I’m just kidding, but
exactly, and I’m with you Dan.
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WILD: I don’t know.
KAZLAUSKAS: The challenge would be, and I’m finding this challenge
myself, it is took me a year just to get to eighty-three members.
WILD: Yeah.
KAZLAUSKAS: Our data machine is very slow and we are still building
this data machine just so we can try and evaluate. At the same
time, we have to be very careful of the data that we keep, because
where I want to get some data so I can see where am I losing certain
demographics and see if I am doing something that creates a
disadvantage, others might go, oh, you’re keeping that data so you
can keep track of who you’re keeping and who you’re not. So, it’s a
very slippery slope on where we keep data and how we house it and
all that stuff, and I wanted to get back to something you said. We
are hiring the best, but it depends on what you think the best – and
I’m saying this in a negative – what people think the best is. If
you’re at Intel, you’re looking for the person with a 4.0 who’s an
engineer and this and that. If we’re going to be inclusive and
bring these people from different demographics and cities and
backgrounds and all that stuff, I want the person – I would much
rather take the person with a 2.0, two years of college, who also
has maybe a little bit of psych and sociology under his belt. Maybe
had to suffer – not suffer, but has had some challenges in their
life and overcame that, because they understand empathy and dealing
with different – different things. Somebody else might go, you
hired a person with a 2.0 and had a bankruptcy five years ago or
whatever. So, we’re looking at a total person concept to do our
best. To get the best person who is able to learn from the fine
staff here at the training facility so they go out and do great
things on the street.
BESNER: And I think just to address one thing.
MALE: (Inaudible).
BESNER: Oh, I’m sorry.
BOSTON: I know, and actually. However, under TAC announcements,
Chair BOSTON doesn’t have a lot going on, and that’s fifteen
minutes. So, I was just about to insert that we can recoup that
fifteen minutes, because this has been a really valuable
conversation, and thank you very much Darrin.
KAZLAUSKAS: My pleasure.
BOSTON: I’ll ask Lieutenant BESNER to wrap it up. Then we’ll have
a ten-minute break and we’ll come back for use of force members.
KAZLAUSKAS: I will get back to you, Danielle.
FEMALE: Okay, thank you.
BESNER: To wrap up this conversation, the only thing that I would
just add is that I think that the Bureau has done a very good job of
identifying the right process for, you know, this is – this is a
series of processes, the hiring and training, and part of the
process of it is identifying the right candidate during the right
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phase, and if that is by doing background investigations and testing
on the front end and identifying what that testing looks like, and,
you know, again, being very much aware of who we’re not only
recruiting but how we’re recruiting, because there’s, for lack of a
better term, there’s a fairness issue to that. There’s a, you have
to be able to reach over a broad spectrum of people. A rich and
broad spectrum of candidates, but we also need to be able to get the
right candidates in the door based on our requirements, but then it
becomes a Training Division issue when we do get those candidates in
the door and they are sworn in and part of the training and it’s why
we have an eighteen month long training program and the standards
are very high. They have to be able to produce or proceed through
that training program and do it effectively and then there’s good
feedback that they are in fact getting the information and being
able to implement the information, whatever that is. However, we
see fit based on our values, the DOJ agreement, our policies, our
procedures. So, there’s a very high level of – I guess they have to
attain a very high level in order to be able to proceed through the
training. So, I guess that’s the final kind of crown jewel, if you
will, so. I’m sorry to hijack the conversation.
BOSTON: No, that’s okay. Thank you, Lieutenant, and thank you
Darrin and Personnel. [clapping]. We’ll have a ten-minute break and
then we’ll come back for our use of force numbers.

BOSTON: Let’s welcome Lieutenant DOBSON and Shannon SMITH. Hi, I
don’t remember if you presented with us before. There was a whole
slew of like data magicians that came in a couple of months ago.
DOBSON: She’s the last of the data magicians.
SMITH: Yeah, there’s three of us, but they’re gone.
BOSTON: Okay, I was going to say.
SMITH: It’s been Kate and Heidi and I, yeah.
BOSTON: All right, well welcome to you both and please get started.
DOBSON: Perfect.
SMITH: All right. Lieutenant Craig DOBSON you know from previous
meetings. Today I’m just going to present on our new use of force
interactive dashboard. You can get to this dashboard by going to
the City of Portland website and then Police Bureau’s site, or you
can just use this URL. It’s compatible with smart phones, tablets,
all computer browsers as long as they have java script enabled, and
I’m just going to (inaudible) link for you if you want to follow
along on your smart phone. Is that big enough for you? I can make
it bigger.
MALE: What’s the URL again? Portlandoregon dot gov slash.
FEMALE: Police.
MALE: Police slash.
FEMALE: Slash 76875.
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SMITH: 76875.
MALE: And is that a permanent (inaudible).
SMITH: Yes.
MALE: Thank you.
SMITH: It looks very similar to our current force summary report
that we put out. We added a couple other variables such as the
subject’s age and demographic breakdown to allow for different
analysis to be done. The idea behind the dashboard is that it’s
interactive. You can do your own analysis. Every page has helpful
hints to it. There are icons, such as this I, which if you scroll
over it, it will show you definitions of different data types on
there. There’s this one which gives you additional warnings about
data. That there might be some variability between our static
reports that are published and this data because the data comes in
constantly to the Police Bureau. So, in the static reports it’s
like when we publish it, that’s it. You know, we don’t update those
continuously. There is a dashboard walkthrough document. If you
click on that, it literally breaks down the dashboard page by page
and gives you definitions. There is, at the bottom there is also a
link for comments and feedback. So, please if you use this and
think of something you would like to see, please utilize that. We
would love that, and note that it doesn’t require a login or
anything like that. So, if you want us to reply, please include an
email address, because otherwise it will be anonymous and we won’t
know who to answer the question to. Every page has the ability to
filter the data in some way. Some pages contain a lot of filters
and some just a few. Currently, we have two quarters worth of data
in here, queue three 2017, queue four 2017. Queue one 2018 should
hopefully be coming in soon. You have the ability to look at all
quarters. If you click on it, it will change all the tables on the
page and/or you could just filter it by quarter. You can clear
filters. So, some pages you’ll see they have a lot of different
filters you can do. You can either down here at the bottom you can
see an undo button and then you’ll see a reset button, and the undo
simply removes the last filter you applied so you can back through
your filters one by one if you wanted. Just slowly undo what you
were looking, and the reset button literally just resets it to
default, which is the last quarter’s worth, the most recent
quarter’s worth of data published. The whole dashboard contains
these different tabs here. All have different filters. I just
covered that. The demographics one has, as you can see, many
different types. So, you can drill down by officer precinct, and
this is where the officer is assigned, not necessarily where the
force incident occurred, and then various subject variables. So,
also some pages, such as this one, allow you to drill down using the
tables themselves, and you’ll see up here at the top. It’s a little
small for you. It says click headers to filter applications of

CONFIDENTIAL TAPED STATEMENT
IA# TAC Meeting TAC Meeting / N/A
1035
1036
1037
1038
1039
1040
1041
1042
1043
1044
1045
1046
1047
1048
1049
1050
1051
1052
1053
1054
1055
1056
1057
1058
1059
1060
1061
1062
1063
1064
1065
1066
1067
1068
1069
1070
1071
1072
1073
1074
1075
1076
1077
1078
1079
1080
1081

05092018

05/09/2018
Page 23 of 33

force tables. So, if you click any of these data points here, it
will filter the data in the force table below. Okay, just to show
what this looks like, we’ll drill down on let’s say East precinct
and we’ll look at armed subjects, and you’ll notice that both tables
are changing. And you can drill down even more. We’ll at look at
subjects who were drug and alcohol affected and then look at
specific age range, let’s say twenty-five to thirty-four drill for
age range subjects. And you’ll notice every time you get more and
more specific data. If you want to do comparative analysis on a
particular dashboard, you can use the download button right here.
Over here, like that, to click back. Currently, we have available
you can either download it as an image or a PDF. We hope to in the
future allow the actual data download. That hasn’t come online yet,
but you can download it as an image. For example, just like this.
I’m just going to open it rather than save it to show you. So, now
you have an image. It shows you what you filtered and what your
results were. So, then if you wanted to change the filters on the
page, you’ll pair them to what you previously filtered and do a
quick analysis that way. And then the call types tab. Both of
these are currently in the force summary report. These
visualizations are currently in the force summary report, but this
just allows you to interact with it. This one is a little different
in that you can click on either table or either chart to filter the
data in the other chart. So, for example, if we click on
disturbance priority, you’ll note that the table down here changed
and then if you click on, let me reset that so you can see it
better. Then, if you click on FDCRS by precinct and month, let’s
say December 2017, category two to three force, it changed up here,
and these are the top thirteen initial dispatch call types, and
you’ll see that it shows the ones that occurred during that period.
Now, something to pay attention to when dealing with force data and
I know Kate when she spoke to you, she explained this to you, is
there is a difference between how data is counted. So, notice that
the first table shows the call types by case and the bottom table
shows the FDCRs. So, the numbers will not be exactly the same
because you could have one case with like four FDCRs or something
like that, so the numbers will not be exactly the same in many
cases. Okay, and then the time of day. This is similar in that you
can filter by either chart as well as filters up here at the top,
and again, we have various subjects as well as officer precincts,
and just a really quick one so you can see what it looks like.
Again, I like to use East precinct because I know they’re busy.
Armed subjects and we can see Sunday between midnight and 6:00 a.m.
If I click on that now, it will drill down to subject age ranges
within that period. All right, then finally, the force type tab.
This is exactly out of the force summary report, but the filter on
this one is the date ranges seeing everything on both charts or you
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can look at just a specific quarter, and something to note on this
one. Because it’s so big, you have to use the scroll bar at the
bottom, which might be (inaudible), but to let you see all the data.
All right, and there is an appendix, which again just has the
definitions, of course, and this is in our force summary report as
well. All right. Are there any questions about the dashboard? I
know that was really fast. Yes?
WILD: Ben WILD. I’m curious, when I’m selecting on the phone, you
know, through my browser on my phone, when I select officer
initiated calls for service, I don’t see a change.
SMITH: Right.
WILD: In the number taken into custody. So, is that –
SMITH: So, is this on the summary tab?
WILD: Yes, I’m on the main page.
SMITH: Right, yes.
WILD: If I select officer initiated or citizen initiated, I don’t
see a change in the numbers.
SMITH: Right, because this one does not have the filtering within
the tables. So, this one only has filtering based on the report
date.
WILD: I see.
SMITH: So, that’s why I say some pages have different filters
available. So, some pages do have the filtering within the tables.
Kind of a quick way to know, to see which ones have the table within
table filters is you’re notice this little icon right here. It
looks kind of like an abacus.
WILD: Okay.
SMITH: And it says clicking. Filter by clicking within charts.
WILD: Okay.
SMITH: Another way is just in the fine print below, which is
probably hard to see on your phone.
WILD: Yeah.
SMITH: Click within the heat map to filter the other chart. So,
there’s two different ways you can kind of see which charts and
graphs will allow you to filter by clicking on them.
WILD: Okay, so some pages have that and some don’t?
SMITH: Exactly.
WILD: And does this dashboard allow me to see the demographics on
all officer initiated calls or only those involving use of force?
SMITH: Only those involving use of force.
WILD: Can we change that?
SMITH: I will take a note. We can have that.
BOSTON: Actually, I’m just going to throw out here real quick is
that we had talked at our last steering committee about, as John
mentioned, how we can get more recommendations complete, and use of
force is definitely something that we need to formalize on. So, I’m
just going to throw out there that we might want to just formularize
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that request as a recommendation. Even if it’s just an email to
Jody until we get a better system in place. I do have those types
of things, so I would just like them documented as recommendations.
WILD: Yeah, so shall I make a motion to recommend that we expand
the use of force/data dashboard to include data on all –
demographics on all officer initiated incidents, initiated calls?
BOSTON: Yeah, I second that.
FEMALE: I have a follow-up question to that actually, because and I
think that we’ve talked about this before and if someone could
remind me, because the other thing that’s missing out of here, as
well, and I love this idea of including this, but the lethal – the
lethal force numbers are not included, and I know that that’s a
separate report, but is that something that we cannot include on
this in addition to breaking that down by demographic?
SMITH: Not on this one just because that data is separate. I do
know the Bureau is working on an OIS dashboard. It will be a
separate dashboard, just because it’s separate data from the other
force data.
FEMALE: Do you know the timeline on that?
SMITH: I don’t, unfortunately. Sorry.
FEMALE: That’s all right. It was just a follow-up question.
BOSTON: That’s okay. I just – I wanted to put it out there as
something that we’re thinking about. It’s just like let’s make the
recommendations now. Even if it’s getting the motion and
formalizing it with an email, just so we can have that documented
record for DOJ.
MALE: Just as a note, I realize there are two separate reports and
they’re between the lethal or even the shooting of a firearm and
these other types of force, but just from a public perception with
you putting all this data out here. For you to have this quality of
use of force report and to have literally – I said this last time
and I’m going to say it again – and to have on there we used our gun
to shoot a dog or maybe a really mean cat, I don’t know, but not
when it’s used against a human being. This just looks bad.
MALE: Yeah.
MALE: Really bad. And I understand issues within the department as
far as different reporting and stuff, but it’s just a number. We’re
not asking whether or not that was an okay shooting or not.
DOBSON: I understand what you’ve got there. One of the challenges
is with the officer involved shootings, we don’t have access to some
of that data because typically there is investigation going on much
like this last one that just went through the grand jury piece. We
don’t get that data until that stuff is released and so sometimes it
can be a lengthy process. That’s why some of it is not included is
we don’t have all of the factors. We get a controlled list because
we have access to all of this stuff.
MALE: Right.
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DOBSON: That stuff we don’t have like time and places and that kind
of stuff available to us because they’re – they’re being
investigated.
MALE: Right.
DOBSON: But I see where you’re going with that, and I know where to
do that.
MALE: As a private citizen just reading the newspaper, I have all
that data already.
WILD: Yeah, and, you know, we – if you – if you have a really hard
time. Sorry, we’re doing cross talk and we should say our names,
Ben WILD. If you don’t have that data internally that you can share
from the place where it’s living inside the Bureau. Like you could
put an asterisk there saying like we know this seems ridiculous to
most of the general public because you have this knowledge from the
newspaper, but we can’t include it here until it’s cleared through
this process. Here’s when we expect to have it, and once that’s
changed, update the asterisk to a number.
MALE: I don’t know. I think that would be something that we would
want to explore further through a formal recommendation process
where we have a chance to flesh out with the department some of the
issues and stuff like that.
BOSTON: Okay, I captured it here and I think we captured in the
transcript those two elements that we have potential interest in
doing a recommendation on that.
MALE: There was - if we’re formalizing a recommendation about the
dashboard, there was another thing that came up in our, I think it
was two meetings ago. About the inclusion of de-escalation
technique usage, because they have the data and it’s just not part
of this report, and I think it would be a valuable thing.
MALE: What was that?
MALE: To include the use of de-escalation techniques and CIT and
ECIT techniques, because, like, I want us to be able to praise those
applications of de-escalation technique. I want to be able to look
and see like here’s where we’re using force and here’s where we’re
using nonviolent resolution.
DOBSON: so, one of the - let me throw that out - where do I start
with that? Yes, I like the concept. The challenge is is that when
we’re looking at non-force cases where we resolve them through deescalation, diffusion, or some other means, we’re not collecting
that data.
MALE: Oh, you’re not?
DOBSON: We’re collecting simply force.
MALE: Okay. I heard something different from –
FEMALE: Well, you collect your contacts.
MALE: I’ve heard something different from –
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FEMALE: You have to collect contacts. I mean, the state passed
something that you were going to collect statewide data, for
instance, about the nationality, the ethnicity.
DOBSON: So, there are subject stops and things that are outside of
my FEMALE: So, you collect data about stops, about contacts.
DOBSON: Outside of my wheelhouse, there are subject stops and other
data being collected, but my team only collects data on uses of
force.
FEMALE: Okay.
DOBSON: And so that’s where we’re at with this right here.
CAMPBELL: Okay. If I can make a suggestion because there was a
motion on the floor. I don’t think this is the proper time to make
a recommendation without being able to actually have the
communication beyond the twenty minutes we have now to make a good
recommendation.
BOSTON: I agree. I do think we should be really focused though in
getting ideas in these meetings captured to pursue and to streamline
that effort, because it’s come up regularly that we’re not getting
Department of Justice requirements met with adequate kind of like,
you know, I guess frequency. So, I have captured those things and I
think that I’m looking forward to exploring this dashboard more in
the future. It’s really exciting, and, Shawn, did you want to
formalize that in anyway?
CAMPBELL: I guess what I would suggest is –
BOSTON: There’s a motion, so we put just put a motion to table it.
CAMPBELL: I would move the table to motion or to amend the motion
towards forming a group that will look more into that.
MALE: Yeah.
MALE: Second.
FEMALE: You can’t do that. You have to request to table the
meeting.
CAMPBELL: Sorry. I would accept a friendly amendment to – to the
motion to say that it is a motion to form a group to create a
recommendation.
BOSTON: Sounds good. We are actually getting a little bit. Do we
have any further questions for the?
FEMALE: I have one quick question. Can you clarify what the
denominator is for the demographic data?
SMITH: What’s the data?
FEMALE: On the demographics tab. What’s the denominator that we’re
using for the percentages?
SMITH: The percentages would be out of the pool of subjects in use
of force.
FEMALE: Okay, so this is the third time that I’ve made - so going
back to this problem of we’re making recommendations in these
meetings and they’re not going anywhere. So, this is the third time
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that I’m going to make a request that we have some comparative
demographic to compare these numbers to, because again, we’re
skewing the data. If the denominator that we’re using for these
percentages are the number of people that are interfacing with the
officers. That’s the –
DOBSON: I believe in the last meeting, we had a conversation that if
you would email us some of those questions, we could talk back
regarding why we do some of the cases, because we ran out of time to
get into the really meat of why we capture data the way we do.
FEMALE: So, I have to send an email? And who – who am I sending an
email to?
BOSTON: Well, actually, just to wrap this up, I think that one of
things we’ve just been kind of derelict in getting going is the
actual process where through steering committee, through the
leadership of this body, we make sure those are captured and
followed up on to get the email out or to better communicate it.
So, I’ve captured that, and I think that it folds in nicely to
Shawn’s recommendation. We have four items and either I can capture
those and send them out immediately to everybody and then hand it
off to the new steering committee and chair to determine how to
approach working those out as formal recommendations.
FEMALE: Thank you.
BOSTON: Thank you.
MALE: Just so we don’t let this pass, I can understand why the
folks responsible for use of force would not be paying attention to
matters that are settled before force had to used, but Leo – oh, Leo
left. I would about to ask somebody from the division, the
transportation – the Training Division. We have been told time and
again that processes are in place to try to gather information and
data on successful de-escalation to feed training, and that that is
in fact the body of information that this – that this unit has, and
I, because we’ve raised this issue before, and I – so, I know we
have a whole new team here and for the moment we have nobody here,
but – kind of strange, but, so anyway. But that, I do think that’s
an extraordinarily important part. I mean, by your definition, that
brilliant Toronto Canada officer who managed to arrest this multiple
murderer with the truck without firing a shot. You know, he
wouldn’t have been in your database, and yet that is probably the
most brilliant piece of policework that I’ve – that I’ve come across
in the last however many years.
FEMALE: Maybe that’s part of our procedural discussion we haven’t
gotten to yet.
BOSTON: On that note, I’m just going to say, so that we can
maintain having ten minutes. Sorry, Ed.
MALE: That’s all right.
BOSTON: That’s a very graceful segue. It’s like thanks. Yeah, I
did, I’ll capture that. I’ll write it down and hand it off as part
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of the recommendations, like what do we need to do to find out that
successful de-escalation information that is we understand being
captured somewhere. Just to allow our ten minutes for public input.
I don’t think we have any Training Division update right now,
because Training Division –
MALE: Can you give us an idea or would somebody what we could
expect Saturday at the – at the dry run here? For those of us who
might want to come.
BOSTON: I don’t know what to expect that day.
FEMALE: We’re all coming.
MALE: What?
MALE: My understanding is we’ll be put through the same training
that the police will be put through as a dry run and we’ll be able
to have comments.
MALE: Okay, thank you. That’s what I was asking.
FEMALE: (Inaudible).
WILD: We were also told. This is Ben WILD again. We were also
told that – that the training might well not run the whole four
hours that we’ve been told to set aside for.
MALE: I’m off for good behavior.
BOSTON: All right. So, let’s just move forward with Training
Division updates. We don’t have any. I don’t have any real
announcements. I think it is was very valuable to hear about we
have been recruiting our officers. I’m going to announce our
steering committee and chairship and then we’ll open it to public
comment. Our steering committee members are David COATES, Danielle
DROPPERS, Bob FISHER, and Ben WILD, which means that Shawn CAMPBELL
will be our new chair. Thank you. [clapping]. You already have
some ideas set forth for the work that we can begin on. So, thank
you very much. I’ll open up the floor to our public attendees. If
you would like to make comment, now is the time.
DOBROWSKI: Hi, I’m Peggy DOBROWSKI. I’ve been a Portland resident
for about thirty years. I was shocked this evening. I reviewed the
report before I came and kind of expected to hear some discussion of
the implications of the use of force data and instead I heard a list
of ways that I could look at the data online, duh, duh, duh, which
seems a little bit reductionist. So, when I looked at the use of
force data, I wanted to think in my mind, how does this work for me
in terms of training – training goals that I might have were I part
of the Portland Police Bureau, and it’s a very disappointing report.
Black citizens make up about five percent of the Metro Portland
population but have taken thirty-seven percent of these force
incidents in the North precinct. We get to about a quarter of use
of force falls on that five percent of the population. If we’re
look at killings of people, only black people have the luck to be
killed by police in the last year, one in a mental health crisis and
another on his knees. Those things are pretty upsetting to us in
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the community where these things are happening, and so I look at the
report and it’s a failing report to me. It’s a failing grade, and I
agree with you that it doesn’t allow me to say, well, how does this
compare to other communities? How does this compare with last year?
How does this compare with, you know, the aggregate of stops of are
citizens being approached by police and, you know, is it less, more?
What’s going on? My personal experience with the police is that I’m
dressed in an executive, you know, office fashion and I’m downtown
or on the west side, I will be treated well. If I am in my
neighborhood and in my grubby garden clothes and happen to have an
encounter with the police, I will be treated like dirt if I’m away
from my nice big house in that – in that poorer part of town. So,
and unreported in the use of force data about – about crowd control
as someone who did get into a report and who got knocked down and
had my nose broken by the police in quite unnecessary use of force,
using my head as a stool to kneel on when I was lying crying on the
ground. So, it’s a disappointing report and I would really hope
that you all, in the little power that you get in your positions,
push to say we want that kind of analysis. We want to look at this
in terms what’s the outcome. You know, the proof is in the pudding.
Not in the numbers or how many clicks it takes to change data and
look at them differently. So, let’s get serious please.
BOSTON: Thank you, Peggy.
HANDELMAN: I’m Dan HANDELMAN with the Portland Copwatch, and I did
– I looked at this, what Peggy’s referring to is the annual report,
which I don’t think I presented to you yet on 2017 force data. I
didn’t look at the February 20 event that she was describing where
she was pushed to the ground by the police. There it is and she is
correct. It doesn’t show any use of force there, which is quite
alarming. Another member of Portland Copwatch was pushed up the
street on May Day last year by a baton and there’s no indication of
use of batons. Now, that may be because the police think that means
they swung the baton and hit somebody with it, but it was a use of
force when she was pushed up the sidewalk with that baton, and it’s
not reflected in this report, for example. So, there is a lot
that’s missing from the report. The data table on shootings lists
fatal or non-fatal. There’s one – at least shooting where the
bullet didn’t even hit that suspect, and that shooting was a man
named Michael GRUBBE who was in the Laurelhurst neighborhood. A
couple, somebody’s home and somebody’s boat were shot up by the
police that day. The suspect never fired his weapon, which was a BB
gun, and the people just got awarded forty-five thousand dollars and
ten thousand dollars, respectively, at City Council this week, and
they tried to put it through on a consent agenda. I think it’s very
important to the community when there’s a shooting that we have
these discussions in public and open and not have so we pulled it
off the agenda and have the discussion. But, so there’s much that’s
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not captured just by data and without any narratives or any deeper
look than just fatal or not fatal regarding the shootings. I agree,
of course, I have said this before about how a lot of times when you
get these presentations about the data, we’re not talking about the
data itself. We’re talking about how it was collected, how it was
presented, and not - you know, some of you were doing a good job
raising questions about the demographics and other concerns, but the
police aren’t presenting you with that information. I’m not sure if
that’s an institutional problem or that’s just how they are trained.
With the recruitment and hiring, the person who is doing the hiring,
the psychological testing, is Dr. David COREY. He’s been the
Portland Police Bureau’s psychologist since 1999, okay, so that’s
nineteen years. I went with co-chair of the Albina Ministerial
Alliance Coalition for Justice and Police Reform to City Council the
last time his contract came up, which was I think 2013, and said
this is the same white guy who has been doing this psychological
exam for all these years. There might be some bias in the way that
he’s, you know, doing these screenings since he’s a single white guy
doing this, and he, to his credit, hired a black female to help him
with this. I understand that she’s not working with him anymore. I
don’t know if he’s hired somebody else, but we don’t know what
happened with that contract either. It ran out in 2016 and never
came back to the City Council. So, if you want to find out more
about that hiring process. If you could find out more about what’s
going on with the psychologist, that would be helpful. I don’t know
when that dashboard was put up. I know IPR, Independent Police
Review, put up their own dashboard about shootings. I’m not sure if
that’s what Lieutenant DOBSON was referring to when he said the
shootings are somewhere else. I agree that they should be
integrated into the use of force data, but if you go to IPR’s
website, you can look now at an interactive dashboard like that, and
it shows you the names of the officers involved, the people who got
shot, their race, their gender. It’s not as complete as we would
like to see, but it’s definitely a step forward for the City of
Portland to have a dashboard like that. I’m trying not to be
derogatory towards your presenter this evening for having a military
background. There are actually are stories of police officers who
have military backgrounds that have actually de-escalated situations
better than officers who did not go in the military, but our
experience of knowing military recruiters is they kind of leave out
things about the profession, like that you might have to shoot
somebody, you might have to kill somebody, you might get killed,
when you’re doing military recruitment. I don’t know if that’s
happening with the police recruitment, but certainly having that
overlap between military and police is something to think about.
So, yeah, there’s a second report of the annual audit of force
reports that came out and it said that there’s an appendix. There
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are twenty cases that were found out of policy. About half of them
were out of policy because of reporting requirements that were
messed up and about half of them are things that officers might have
done that were out of policy, and I think that’s worth looking at
too. There’s no statistical data on that. It just is a list that
is stuck in the appendix. And finally, since all of your meetings
are required to be open to the public, I’m hoping we’re allowed to
come to this training this weekend since all of you, it sounds that
you are all going to be there, and there will be a forum. That’s
great. Okay, thanks.
BOSTON: Thank you, Dan. Do you have any comment and is there any
other public member that has comments?
FEMALE: I just want to make a statement before we leave. Let’s
take the public comments first.
BOSTON: Okay. Do we have any further public comment? Okay. All
right. We can make any closing comments.
FEMALE: I did ask Jody if I could mention the fact that NAMI has
the national walk on May 20. So, if anybody is interested in
joining the walk. It’s on May 20. It’s at the east end of the
Hawthorne bridge, the Vera Katz Esplanade. You can check in at
12:00 o’clock. The walk starts at 1:00.
BOSTON: Can you refresh everybody here. They may not know what
NAMI is.
FEMALE: National Alliance on Mental Illness. And so we are having
our national walk, and you’re all invited to come.
BOSTON: Thank you.
MALE: As one of the originals here, I want to congratulate Shawn and
say that I’m encouraged that just from the nature of the questions
tonight that this – that this group is probably more prepared to
actually take on the responsibilities that the City Council
established in 2012, which we have never really done. We’ve been
kind of sleeping giants, and I look forward to watching and then
departing and let you go on. I look forward to the TAC really
taking on that responsibility, which I think for a variety of
reasons no one – no one – nobody’s fault, it has really been kind of
laid back in this process instead of moving forward affirmatively,
and some of your questions indicate that you are ready to take on
that responsibility. Go for it.
HANDELMAN: I forgot mention we have a new Copwatch newsletter out if
you want to grab one before you go.
BOSTON: All right, thank you. All right. Thanks, everybody. Can
I get a motion to adjourn?
MALE: So moved.
BOSTON: Okay. All right, meeting is adjourned. Thanks everybody.
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