

Strategic planning is an essential function for any professional police organization. In an effort to plan effectively and make our plans as accessible as possible to our community we have created this 5-Year Plan. Our 5-Year Plan will start with the 2005 Budget Year and project out to 2009. It is important to understand that this represents a plan based on current information and trends. Should we experience an unexpected increase in demand for service this will require a change in our planning. Strategic plans, like quality policies and procedures, need to be “living” documents in that they need to be responsive to both external and internal change and they need to be re-visited. In July of 2005 we revised this plan to more accurately mirror our CIP planning and to be better aligned with our Town’s Master Plan. 

We have relied on Bryson’s strategic planning process, which is summarized as follows:

1. Initiate and Agree Upon a Strategic Planning Process 

Our internal “stakeholders” were consulted at our 2003 Annual Meeting for their input on this 5-Year Plan. I will use our 2002 and 2005 Citizen Surveys to address external “stakeholders.” Moreover, our 5-Year Plan is posted on our web page in an effort to solicit input. We welcome and appreciate any and all input. 

2. Identify Organizational Mandates

We provide a mechanism to handle emergency calls for service 24 hours per day 7 days per week. This is accomplished through a command protocol, which includes members from our Department as primary responders and mutual aid when we are not available.

The State mandates 12- hours of training for all sworn officers annually. Four of these hours need to cover Use of Force subject matter. Additionally, we need to qualify our officers twice each year with their semi-automatic pistols, rifle and shotgun. However, we consider these mandates as minimum levels of training. For the past four years we have provided 30 hours of training each year and many of our officers went to the Police Academy for advanced training. Training is essential and we regard it highly.

There are a host of Accreditation requirements that are addressed in our Written Directive System, but most represent administrative functions and reporting. 

3. Clarify Organizational Mission and Values

Our Mission is: 

“Provide responsive and professional law enforcement service to our community.”

Our Values are:

Service

We will strive to be responsive to the quality of life issues confronting the people of Dunbarton. We will focus our energy and resources on protecting life and property to ensure a safe community, which is free of fear. We will work cooperatively with the people of Dunbarton to address the needs and concerns of all, through professional excellence.

Respect

We believe that cultural awareness, sensitivity, and courtesy best demonstrate the way to fulfill our responsibilities. We will constantly strive to treat all people with dignity, compassion and respect. We will provide our employees with equal employment opportunity and strive to enhance their work life through fair and equitable treatment.

Integrity

We are committed to the highest standards of moral, ethical and professional conduct and will always strive to care for the common good. We will uphold the fundamental principles articulated in our federal and state Constitutions, and are dedicated to protecting the rights of all citizens through impartial enforcement of the law.

Pride

We take pride in our community, our department, our heritage and the quality of service we provide as a professional law enforcement agency. We pride ourselves on being a caring police department and will work hard to earn the respect of the community.

4. Assess the Organization’s External and Internal Environments

Every two to three years we conduct, in conjunction with Saint Anselm College, a citizen survey. This is one component of Accreditation and it facilitates our strategic planning. Our first citizen survey was in 2002 and we recently completed our 2005 survey. A summary of the results are as follows:

Category
2002 Survey
2005 Survey

Traffic Enforcement



Decreased
1%
3%

Same
59%
65%

Increased
39%
31%

Preventative Patrols



Decreased
1%
1%

Same
55%
48%

Increased
43%
50%

Drug Enforcement



Decreased
1%
2%

Same
65%
64%

Increased
33%
33%

Crime Prevention Programs



Decreased
2%
4%

Same
61%
65%

Increased
36%
30%

School Education Programs



Decreased
2%
4%

Same
58%
61%

Increased
39%
34%

Drunk Driving Enforcement



Decreased
1%
1%

Same
52%
44%

Increased
46%
54%

Stop Suspicious People



Decreased
3%
3%

Same
65%
62%

Increased
31%
33%

Non Enforcement Services



Decreased
7%
13%

Same
80%
67%

Increased
12%
18%

Vacant Property Checks



Decreased
2%
8%

Same
65%
49%

Increased
32%
41%

Category
2002 Survey
2005 Survey

Most Serious Crime in Town



Speeding
42%
34%

Burglary
33%
40%

Vandalism
5%
2%

Domestic Violence
3%
2%

Drugs & Alcohol
4%
6%





Crime



Decreased
6%
9%

Same
69%
52%

Increased
24%
37%

Category
2002 Survey
2005 Survey

How Safe is Neighborhood



Safe to Very Safe
87%
89%

Somewhat Safe
9%
4%

Dangerous to Very Dangerous
2%
6%





Officers Attitudes to Citizens



Poor to Fair
5%
5%

Average
10%
9%

Good to Excellent
85%
85%





Overall Competence of Officers



Poor to Fair
6%
5%

Average
10%
7%

Good to Excellent
83%
85%





Overall Performance of DPD



Poor to Fair
2%
6%

Average
8%
8%

Good to Excellent
89%
85%

Category
2002 Survey
2005 Survey

Length a Resident



Less than 1 Year
6%
3%

1 to 5
30%
27%

6 to 10
18%
23%

11 to 15
15%
11%

16 to 20
6%
9%

Over 20 Years
23%
25%





Age



18 to 24
1%
5%

25 to 34
17%
10%

35 to 44
32%
32%

45 to 54
20%
23%

55 to 64
16%
17%

Over 65
10%
11%





Children at Home



Yes
48%
45%

No
51%
54%





City Where You Work



Dunbarton
39%
15%

Manchester
12%
16%

Concord
13%
21%

Other NH
29%
38%

Out of State
4%
8%

We are very pleased with these numbers, but recognize the need to continue investing in our people, complete more patrol shifts and continue to upgrade equipment (i.e. information system, cruiser equipment, etc.). This constant emphasis on improving our organization is an essential piece in our effort to strive for excellence.

5. Identify the Strategic Issues Facing the Organization

The critical challenge for our organization is to remain fiscally responsible while incrementally increasing our department’s resources and plan for our community’s growth. This organization did not grow with the community and, frankly, we are undermanned and lack needed resources. As mentioned above, we need to continue to invest in our people, improve our equipment and increase our personnel while being fiscally responsible and keeping pace with the day-to-day calls for service.

6. Formulate Strategies to Manage the Strategic Issues

This 5-Year Plan represents our strategic planning to address the issues facing our organization and community. We need to identify where we are, where a professional police department our size should be and how to get there. The people of our community deserve to see our strategic plans so that they can make informed decisions regarding resource allocation, which will be necessary to achieve these goals.

7. Review and Adopt the Strategic Plan

The draft of this document was disseminated to our “internal stakeholders” and further input was solicited. The 2002 and 2005 Citizen Surveys are used to provide input from our “external stakeholders.” Again, this has been posted on our web page to make our plans accessible and to seek any and all input. We have adopted this plan and have re-visited it in July of 2005.

8. Establish an Effective Organizational Vision

Our overarching organizational vision is to strive for excellence by utilizing the accreditation process as a reference point and to measure our performance.

9. Establish an Effective Implementation Process

Again, we made this 5-Year Plan available to our community members (December 2004 Monthly Report and on our Web Page) in an effort to educate and solicit feedback. Our hope is that through this educational process we will receive the financial support to achieve the goals in this plan.

10.  Reassess Strategies and Plans

Each year we will review our Department Goals, our progress toward accreditation and our progress in meeting our strategic planning goals. Additionally, we will continue to conduct citizen surveys every three years to incorporate our external “stakeholders,” which is essential. This plan was re-visited and revised in July 2005.

With this in mind I will move to the 5-Year Plan.

The most important component of our organization is our people: We have excellent people. One of our organizational goals is to provide our members with the opportunity to grow and develop through training and educational opportunities. Additionally, in order to retain and attract quality people we need to stay competitive with our pay and benefits. All of this speaks to creating a positive organizational culture that will enable our members to thrive. 

Our organizational vision is to pursue excellence. We understand that this is a continuous process rather than an achievement. In order to best focus this process we are using the Commission on Accreditation for Law Enforcement Agencies (CALEA) accreditation process as means to measure our service delivery. Pursuing CALEA Accreditation enables us to use nationally recognized best practices to develop high quality policies and procedures. We achieved State Accreditation Level I and II in April of 2003. Currently, we are actively pursuing CALEA Recognition, which is the next step in the process of becoming CALEA Accredited. Our effort to grow and improve as an organization is driven by the accreditation process. 

Therefore this plan will follow a specific order, which will be:











Currently, we are understaffed. The following statistics I have used in the past, but they are especially poignant given the fact that they are from the 2000 NH Municipal Trust, Law Enforcement Survey.

Department


Population

Full Time Officers

Budget
Colebrook


2,500



3


115,675

Hancock


2,000



3


155,898

Holderness


2,000



3


235,795

Marlborough


2,200



3


136,478

Thornton


2,000



3


227,491

Troy



2,200



3


225,119

Whitefield


2,000



4


141,150

Average


2,128



3.4


176,800

Since these numbers are five years old we conducted a survey of Towns similar in size to Dunbarton in March of 2005. The results are as follows:

Town
Pop
Miles
FT Off

Antrim
2,449
36
4

Ashland
1,955
11
5

Bartlett
2,705
75
4

Bethlehem
2,199
91
5

Campton
2,719
52
5

Chichester
2,236
21
3

Colebrook
2,321
41
5

Fitzwilliam
2,141
36
3

Gilmanton
2,774
59
4

Gorham
2,895
32
7

Grantham
2,167
27
4

Hancock
2,000
31
3

Lisbon
1,804
26
4

Marlborough
2,009
20
3

Mont Vernon
2,034
16
3

New Durham
2,220
44
4

Northumberland
2,438
36
4

Plainfield
2,238
52
3

Rollinford
2,760
7
4

Sanbornton
2,292
49
7

Sunapee
2,733
18
5

Troy
2,140
17
3

Warner
2,533
55
4

Whitefield
1,971
34
4


55,733
886
100






Average
2,229
35
4






Dunbarton
2,226
31
2

These numbers represent local agencies in our New Hampshire. Certainly, each Town has its own community demographics, however given the size of our State and the closeness in populations this is a good sample for comparison. The average for the other communities is 4 full time officers and we have only 2 full time officers. 

The Bureau of Justice Studies, Crime in the United States 2003, identified departments in the Northeast as have 2.6 officers per 1,000 inhabitants. Based on this data we should have 5 full time officers. 

The 2000 NH Municipal Trust survey, our 2005 survey and the Bureau of Justice Studies all demonstrate that we are undermanned. Moreover, anecdotally we know we need more full time officers to provide the kind of service this community deserves. Two areas of service that are most affected by our lack of full time officers is shift coverage (proactive patrol) and investigations.  

The Master Plan has identifies the Comparison per Capita 2003 spending on police departments was as follows: 

Town

Population (2000) 
Total Budget (2003)

Budget per Capita

Bow


7,138

     $1,091,029



$152.85

Goffstown

16,929
     $2,830,438



$167.19

Hooksett

11,721
      $1,640,528



$139.96

Hopkinton

5,399

       $555,238



$102.84

New Boston

4,138

       $328,072



$79.28

Weare


7,776

       $652,010



$83.85

Dunbarton

2,226

       $130,944



$58.82
The average per Capita of our surrounding communities is $120.99. Our surrounding communities spend more than twice as much per Capita on their police departments than we do.

As mentioned above, our most critical problem is increasing our personnel and resources to where they need to be to enable us to provide the services that our community deserves. We are striving to accomplish this in a responsible and incremental manner. We will be seeking another full time officer in 2006 and another in 2008. After eight years, by 2008, we will hopefully achieve a sense of parity with national, state and local personnel and resources. I believe this is both reasonable and incremental while addressing our needs.
Support personnel are important as well. As we add officers we will need to increase our office administrator’s hours. The plan is to increase our secretary’s hour’s 4 to 6 hours per week until we are able to make the position full time in 2008.

Along with our full time officers we continue to depend on our part time officers. We are working to change the on-call culture to a proactive patrol culture, which focuses on filling proactive shifts, especially on the weekends, with our part time officers. I would like to gradually increase the number of shifts worked each week in addition to our full time officers to 30 hours in 2007. By 2009, we plan to cover 7 AM to 1 AM seven days per week. However, this can only be accomplished by adding two full time officers (2006 and 2008). 

Action Item








Time Frame
New Patrolman







4-2006

New Patrolman







4-2008

Increase Secretary’ Hours








24 Hours







4-2005


30 Hours







4-2006


35 Hours







4-2007


40 Hours







4-2008


Shift Coverage (Part Time Officers)

1,040/Year (20/Week)





4-2005


1,300/Year (25/Week)





4-2006


1,560/Year (30/Week)





4-2007


There has been a significant change in accreditation for New Hampshire law enforcement in the past year. NH Police Standards and Training Council has been recognized as being an Alliance Member with CALEA. This means that our local accreditation association (NNEPAC) can complete On-Site Assessments to local departments. This has changed the system to a four level system, which is:

NH Recognition

CALEA Recognition

NH Accreditation

CALEA Accreditation

Most important, however, are the savings that will come with our alliance relationship. If we can become CALEA Recognized, which will cost $250.00, then it will cut our cost for CALEA Accreditation 44%. This represents significant savings and a more efficient process.

Since the system has changed we will need to transition to the new system. We have only one obstacle to meet and we will be ready for CALEA Recognition. The obstacle involves CALEA Standard 16.3.3, which speaks to part time officer training. We need to enhance our part time officer training in order to meet this standard. Fortunately, we have excellent part time officers who thrive on training and are invested in achieving the enhanced training. It will be positive for our officers and it will be positive for our community: it is a “win-win” situation.

The goal is to achieve this enhanced training during the summer and early fall of 2005. During this time we will also be completing our Self-Assessment. We applied for CALEA Recognition in December of 2004 and are preparing for a Mock On-Site Assessment in the fall of 2005 with a full On-Site Assessment in the early spring of 2006. Once we achieve CALEA Recognition we will immediately pursue CALEA Accreditation. There is no benefit to pursuing NH Accreditation, which is the next step (steps can be skipped). If we achieve CALEA Recognition it will save us 44% on our full Accreditation. 

Once we achieve CALEA Accreditation we will need to undergo re-accreditation every three years to maintain our status. This is the essence of continual self-improvement personified in the accreditation process.

Action Item








Time Frame
CALEA Recognition

Address Standard 16.3.3 (Enhanced Training)



10- 2005 

CALEA Recognition Application





12- 2004

CALEA Mock-On Site






11- 2005

CALEA On-Site







  3- 2006
CALEA Accreditation

CALEA Accreditation File Creation




 9- 2006
CALEA Accreditation Application





12-2006

CALEA Self-Assessment






 3-2007

CALEA Mock-On Site






 8- 2007

CALEA On-Site







 2-2008


Currently, we have 2 Full Time Officers, 1 Part Time Secretary, 5 Part Time Officers, 3 Auxiliary Officers and 1 Chaplain. We have four workstations with PC’s. We need to add a workstation in our Booking Room so that we can complete arrest reports during the booking process, which will increase efficiency significantly. In 2007, we plan on an addition, which will add more workstations complete with PC’s. All of this will increase demand on our current printer and copier. The following is a schedule for adding and replacing office equipment to keep pace with our growth. As our calls for service increase, our requests for reports from other agencies and insurance companies increases. Business supply expenses represent the cost of doing business. 

Action Item








Time Frame
Office Equipment




Copier (New Lease)







4-2006

Fax (Purchase)







4-2006

Phones (Purchase 4 New Phones- Expansion)



4-2006






Office Supplies




Copier Paper








Continual 


Copier Ink








Continual

Printer Cartridges







Continual

Stationary








Continual

Pens/Pencils








Continual



Postage








Continual


We were fortunate to be able to purchase a $24,000 information system with a grant in 2003. This is an excellent system that we are very pleased with, however, we purchased the most basic package. As we grow, our information system needs to grow as well. A quality information system is essential in law enforcement today. One important addition to our information system will be laptop computers for the cruisers. Most departments in this country have laptop computers in their cruisers. We need to move in this direction. This is especially important for our part time officers who do not have the day-to-day information available except through our information system. 

IMC does have annual maintenance fees, which are necessary to keep the system functioning.

Action Item








Time Frame
Hardware




3-PC’s (Addition of 2 Workstations)




4-2007

Laser Printer (Replacement)





4-2006

4-Panasonic Toughbooks (Laptops for Cruisers)


4-2006

Update PC’s (1 each year)






4-2005











4-2006











4-2007











4-2008











4-2009

Software





Administration Software (IMC)





4-2006

Maintenance




IMC









Annual Fee


In 2001, the Town hired its first full time Chief of Police and in 2003 it second full time officer. Early on we identified this “on-call” organizational culture as a culture in need of change. We are striving to move from a strictly reactive “on-call” to a proactive shift-coverage culture. Research clearly supports community-based and proactive patrol (Goldstein, 1979 and Trojanowizc, 2000). 

This change in culture is impacting the manner in which we use cruisers. Two factors currently face our fleet: age and repairs resulting from lack of use (“on-call” culture). The “on-call” approach resulted in cruisers being parked in part time officer’s driveways. When the officer handled a call the cruiser would be driven to the call and parked back at home until the next call for service. Many of our recent repairs are the direct result of this type of use, which stems from rusted undercarriages. 

Our fleet is aging. Another problem with the “on-call” culture is that very few miles were put on the cruisers, but they obviously aged every year. This has resulted in our 1997 cruiser having extensive rusting with only approximately 45,000 miles. Even with the low mileage the car is becoming unsafe because of the rust. Currently, our fleet is comprised of an 8, 5 and 3 year old cruiser. In our Master Plan and 5-Year Plan we have identified a 3-year turnover rate for our cruisers. However, we understand the need to balance mileage with age of vehicle and fiscal responsibility with safety. It must be understood that safety is paramount: Our officers will not drive unsafe vehicles.

Current police fleet management research reflects that the average police vehicle in this country is taken out of service after 2.5 years of service. The following is a sample of research on cruiser rotation:


Rotation Based on Years of Service


Agency


Number of Cruisers

Turnover Rate (Years)


Old Town ME


6 



2


Aransa County, TX


9



3


Seattle Washington


200



3


Altoona Pennsylvania

15



3


Colorado Highway Patrol

650



3.5 to 4


Minneapolis MN


225



3.5 to 4


Rotation Based on Cruiser Mileage


Agency


Number of Cruisers

Turnover Rate (Mileage)


Northampton County VA

28



100,000


Sarasota, FL



190



100,000


Wyoming Highway Patrol

200



100,000


Rocky Hill, CT


16



100,000


NH State Police


300



110,000


Michigan State Police

750



85,000


Arlington, TX



125



120,000


Combination of Cruiser Mileage and Years of Service


Agency


Number of Cruisers

Turnover Rate 


Laconia, NH



10


4 Years or 110,000 Miles

The conclusion is that is you defer spending money on new vehicles you will spend more on repair and operating expenses and the total coast will increase. (Police Fleet Manager, 2005)

In order to achieve a reasonable balance we have altered our strategic planning to achieve a 4-year or 110,000 miles rotation plan. We understand this CIP cycle includes only the next six years, but we have gone out to 2012 to clearly demonstrate our plan, which is as follows:

2006: 
Replace 1997 Cruiser

2007: 
Replace 1999 Cruiser

2008: 
Replace 2002 Cruiser

2009:
No Cruiser Replacement

2009:
Replace 2006 Cruiser

2010:
Replace 2007 Cruiser

2011:
Replace 2008 Cruiser

2012:
No Cruiser Replacement

This cruiser rotation focuses on balancing cruiser mileage with year of cruiser and fiscal responsibility with safety. Again, the safety of our officers and community is the overriding concern. One of our greatest areas of liability is the use of cruisers, both routine driving and emergency driving. Not only does the safety become compromised with an aging fleet, but also repair costs escalate. One of the benefits is that much of their repairs are covered under warranty. Almost none of our repairs are under warranty. The four-year or 110,000 miles turnover schedule will move most of our fleet under warranty. Our will both reduce maintenance costs and maintain safety.

Action Item








Time Frame
Cruisers






Replace 1997 Cruiser






4-2006

Replace 1999 Cruiser






4-2007

Replace 2002 Cruiser






4-2008

2009:
No Cruiser Replacement

Replace 2006 Cruiser






4-2009

Replace 2007 Cruiser






4-2010

Replace 2008 Cruiser






4-2011

2012:
No Cruiser Replacement

It is important to note that this plan goes beyond our 5-Year Plan. However, it was done to demonstrate our rotation plan. Also, there will come a time when we will need to add a cruiser to the marked fleet. We do not anticipate such a need during the period of this plan, however, it is not far beyond 2009.

Action Item








Time Frame
Cruiser Equipment



Digital Camera (Replacement)





4-2007




Measuring Tape/Rolatapes





4-2009
Evidence Collection







Quartermaster

Medical Supplies







Quartermaster

Lockout Tools







Quartermaster

Blankets








Quartermaster

Evidence Kit

Digital Camera







2005

Impression Cast Equipment





2005


Latent Print Lifting Equipment





2005

Evidence Kit Container






2005


The Public Safety Building needs renovations and additional space. While this is a joint effort, we will address our department’s needs here. There are three specific reasons why an addition is important: to create a professional work environment, to increase safety and to create a viable physical plant for both Fire and Police for at least 15 to 20 years.

Professional Work Environment

Three symbols of the police department strongly influence how we are perceived: our uniforms, our cruisers and our physical plant. Since 2001, we have worked to create a professional appearance with our uniforms, cruisers and physical plant. Our effort to become Accredited, and all that process includes, has accompanied the above-mentioned external improvements with the intent of facilitating an organizational culture change that stresses striving for excellence. Much of the physical plant improvements have been achieved with volunteer hours and effort. However, the needed improvements are beyond our ability to accomplish with volunteer labor. 

Safety

The safety of our community, our officers and department members and the people we have in custody is paramount. However, the safety of our physical plant is seriously compromised in two ways. First, there is a serious lack of security. Any member of the public can walk in to the station without restriction. Our Office Administrator, who is often alone in the building, has a panic alarm, but this does not offer protection from harm. Frankly, there are few departments that offer the public unrestricted access. Our addition will include exterior security doors and a main entrance that has a bullet resistant glass window that can offer the protection that is currently absent.

The next safety concern involves our booking facility and the best means of demonstrating this is to describe how we handle arrests. The procedure is as follows: 

When an officer makes an arrest he or she parks their cruiser in 

the general parking area. They walk approximately twenty yards to the 

public entrance. In the winter this entrance is not always shoveled. Once 

in the building the officer needs to turn on the lights and walk up one 

flight of stairs to shut off the alarm. The officer and prisoner then walk 

down two flights of stairs and turn on the downstairs lights, which is at 

the bottom of the stairs. The officer and prisoner wait mid way down the 

hallway while the officer has to unholster his or her firearm and secure it 

in our firearm security locker. Then the officer and prisoner walk down 

a hallway to booking, which has no secure door. In booking the exterior 

door has no security feature beyond a simple lock that anyone can 
open. This door leads directly to the schoolyard. If the prisoner needs to 

use the bathroom they have to go back upstairs past the public entrance 

to the only bathroom that we have, which serves the public our people 

and prisoners. This booking facility is not safe for the public, our officers, 

office administrator or the prisoner. 

Not only is this an unsafe procedure for all but it represents a serious liability for the Town.

Planning Viable Space

The third reason for this addition is to create a more functional space that will be viable for at least 15 to 20 years.  With this addition the police would increase archival space, storage space, a secure area for large evidence and utilize wasted space.. 

We believe the addition to our, Police and Fire, space will make this Public Safety Building viable for at least 15 to 20 years barring any unforeseen growth or development. Instead of searching for land that is centrally located and seeking to build a new Public Safety Building that would cost well in excess of 1 million dollars, we believe this is the most financially responsible approach. Professional space, reducing safety problems and liability for the Town and creating long term viable space for both departments is in the Town’s best interest.

Action Item








Time Frame
Architectural Design & Plan





4-2006

Construction 








4-2007


Our DARE program has been in existence since 2002. Teaching DARE was one of our first priorities. It is important to have officers from the community teach DARE to the community’s children. DARE is not simply a drug and risky behavior resistance program, more important is the relationship building between officer and child. This program is important to our community and will continue to be a priority. There is an annual cost for DARE tee shirts and a small graduation ceremony.

We need to do a better job with Officer Friendly programming. Each year we go into the school to do presentations for the Law Enforcement Torch Run to every class, but we need to increase this to relevant safety issues.

Action Item








Time Frame
DARE





Shirts









Annual

Graduation








Annual

Officer Friendly




Program Material







Annual

Senior Program







Annual

We follow a Quartermaster System for uniform and equipment issue. When an officer has a part of his or her uniform that is damaged or worn, he or she turns it in for a new item. This is more cost-effective than a yearly stipend system. With a stipend system each officer is given a set amount of money ($500) for replacement costs. Most departments who had such a system have changed to a Quartermaster system. 

Stipend-based systems run into unnecessary discipline problems when officer’s uniforms do not meet standards and they have no more money to replace them. If we gave each sworn officer $500 and our auxiliary officers $250 per year, it would cost $3,750 per year. We spend considerably less than that for our Quartermaster system. In 2003 we spent $3,681 on our Quartermaster system and purchased new Fall/Spring windshirts and purchased a new uniform, which will save money in the long run. The new windshirts and uniforms cost approximately $1,200. 

The bottom line with uniforms is that it is essential for our officers to look professional. Substandard appearance is not acceptable. We have made improvements in our officer’s uniforms and equipment in the last few years. We need to continue to encourage professional appearance.

Lastly, we need to start rotating the purchase of bullet resistance vests for our officers. Vests are issued to each officer and they need to be replaced every four to five years, because their ballistic value decreases significantly over time. If we establish a rotation so that we only purchase one vest each year it will help keep the cost manageable. Vests cost approximately $1,000.

Action Item








Time Frame
Uniforms




Shirts









Quartermaster


Pants









Quartermaster


Coats









Quartermaster

Hats









Quartermaster

Web Gear








Quartermaster

Bullet Resistant Vests






4-2006 (1 Vest)











4-2007 (1 Vest)











4-2008 (1 Vest)











4-2009 (1 Vest)

Weapons

Handguns








Beyond 2009

Ultrasonic Cleaner 







2005

Long Guns











Mini 14







Beyond 2009


Shotgun







Beyond 2009

Ammo









Annual

ASP









Beyond 2009

O.C.









Quartermaster


Training is essential. We need to encourage our people to continue to improve themselves through training. This is good for the Town and good for our people: training represents a “win-win” situation. High quality departments send their people to training opportunities and encourage them to teach as well. I plan on sending each member to at least one outside training opportunity each year. A good example is our secretary. She is attending the year long Leadership Certificate Program sponsored by the NH Municipal Trust. 
Action Item








Time Frame
IACP









Annual Fee

MCPCA








Annual Fee

Major School (1 per Officer)





Annual

Firearms (New Standards) Qualification




Annual

Minimum of 30 Hours per Officer 





Annual

We hope that this strategic planning document demonstrates our intent to move deliberately, incrementally and responsibility forward with a focus on providing excellent service to our community. Again, if anyone has any comments or suggestions we welcome them. Our e-mail address is: dunbartonpd@gsinet.net or our phone number: 774-5500. 

Sincerely,








Revised










7-2005

Jeffrey S. Nelson

Chief of Police  
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