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1. EXECUTIVE SUMMARY

In May 2016, in collaboration with the Office of Financial Management, the Slalom project team initiated
the Organizational Assessment of the Washington State Patrol (WSP) to identify management strategies
and recommendations that may improve overall engagement with employees and enhance culture.

The Process

The project team assessed the organizational culture and identified a number of key challenges and
opportunities for continual improvement through the following activities:

» Individual interviews with external stakeholders (e.g., legislators, legislative staff, etc.)

» Individual interviews with WSP executive management team

» Individual interviews with 40+ WSP staff across various bureaus, districts and divisions

» Focus groups with 60+ Troopers and Sergeants in D-1 Tacoma, D-3 Yakima, D-4 Spokane, D-5
Vancouver and D-7 Marysville

Y

All-employee survey of commissioned and noncommissioned staff with 1,500+ respondents

A\

Review of organizational documents (e.g., operational plans, organizational charts, etc.)
> Review of data (e.g., time and activity reporting, attrition trends, etc.)

Throughout the process, the project team developed a positive and collaborative working relationship
with the WSP executive team, management and staff. The WSP was very open to identifying and
discussing its key challenges and working toward continual improvement.

Key Findings and Recommendations

Through the JTC Recruitment and Retention Study process (completed in early 2016), several key
challenges relating to employee morale and organizational culture were highlighted. While there is still
room for improvement, the project team finds WSP continues to prioritize initiatives to better engage
employees and improve morale, which include, but are not limited to, the following:

> Making its Goal #1 to be “Build a culture of trust, collaboration and continuous performance
improvement.”

» Enhancing the Strategic Advancement Forum process to be more outcome-oriented, collaborative
and engaging.

» Enhancing the District and Divisional Operational Planning process to focus on key problem areas,
analysis and outcomes.

> Improving the management training and supervisor basic training courses.

The table below summarizes the overall percentage of WSP employees across the varying levels of
satisfaction based on the employee survey results:

Overall Negative Neutral Overall Positive
19% 22% 59%
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The following illustrates the survey statements with which WSP employees had the highest level of

agreement to the least level of agreement:

Highest » | know what is expected of me at work.
Levels of » | am encouraged to always do what is right at work.
Agreement . o .
» WSP makes a meaningful and positive impact on the state of Washington.
> | am excited about the direction of WSP.
Lowest » | have high confidence in the leadership and management of the WSP.
Levels of » WSP has an inclusive environment where different work style personalities
Agreement

and approaches are valued.

To address the main areas for improvement identified during the Organizational Assessment, the table
below summarizes the key recommendations to help improve employee culture:

Recommendation

Issue Area to Improve

A. WSP should continue to evolve its management and
organizational culture.

Build confidence that WSP is forward
looking and gaining organizational
efficiencies.

B. To address issues about the future direction of the organization,
WSP should refresh its strategic vision.

Better alignment across WSP toward
common vision, goal and objectives.

C. WSP bureau and district/division commanders should go through
a team-building assessment and training session.

Tools and insights on management styles,
identifying various work approaches, etc.

D. WSP should adopt an updated model to assess Field Operations
Bureau Trooper staffing levels and allocation.

Better insights on how to allocate staff
resources.

E. Field Operations Bureau Troopers should be more involved in the
planning of their proactive time activities and work closely with
Sergeants to measure those activities.

Increase engagement of line staff in
decision making, analytical thinking,
innovation, etc.

F. WSP should adopt a data analytics program to better leverage its
data systems and make reporting more efficient and effective.

Enhance use of data and analytics to make
decisions in a proactive manner, increase
efficiencies in data reporting.

G. WSP should implement a centralized and transparent SharePoint
repository for employee suggestions.

Providing a tool that allows staff to make
suggestions that are formally vetted.
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2. OVERVIEW OF THE WASHINGTON STATE PATROL
To provide public safety services to the state of Washington, WSP has approximately 2,200+ authorized

positions and an operating budget of approximately $626 million budget for the 2015-17 biennium.

WSP Organizational Structure

WSP is organized under the following Bureaus and Districts/Divisions:

Office of the

Chief
|
| 1 1 1 1 1
Field Investigative Commercial Technical Forensics . ]
h ; Vehicle ! Laboratory Fire Protection
Operations Services Enforcement Services Services
- Criminal |_|Budget and Fiscal - - I P | :
D-1 Tacoma Investigation Services Communications Crime Laboratory Prevention

- : i || Commercial - Electronic || Toxicology || Fire Training

D-2 Bellevue Criminal Records Vehicle Services Laboratory Academy

. Homeland Motor Carrier Human : -

—] D-3Yakima i~ Security | Safety 1 Resources | ] 'Mpaired Driving
- ) Investigative L Property || Information

D-4 Spokane Assistance Management Technology

Office of Risk
= D-5Vancouver |f= Professional —
Standards Management
= D-6 Wenatchee Special = Training
Operations

=1 D-7 Marysville
== D-8 Bremerton
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WSP Mission, Vision, Values, and Goals
The WSP mission, vision, values and goals are outlined in the following table:

Mission The Washington State Patrol makes a difference every day, enhancing the safety and
security of our state by providing the best in public safety services.

Vision To be the best public safety agency in the United States.

Values Every employee is a critical member of a team committed to earning the trust and
confidence of the public through:

Strong leadership

Effective partnerships

Professional excellence

Acting with integrity and accountability
Respecting and protecting individual rights
A culture of continuous improvement

YVVVVVYVY

Goal #1 Build a culture of trust, collaboration and continuous performance improvement.

1.1 Recruit, train and retain a qualified and diverse workforce committed to the
Washington State Patrol’s mission and values.

1.2 Uphold an ethical, nonbiased workforce that operates with integrity and
accountability.

1.3 Review compensation strategies to address issues of pay competitiveness.
1.4 Leverage Problem Oriented Policing Projects and Lean philosophies to build
effective partnerships, solve problems and improve processes.

1.5 Provide robust employee recognition and celebration programs.

1.6 Deliver high-quality training programs for the entire workforce.

1.7 Support the specialized work, training and certifications that enhance employee
development and agency capabilities.

1.8 Collaborate with those closest to the work being done.

Goal #2 Make people safe on Washington roadways.

2.1 Support Target Zero strategies to reduce injury and fatality collisions on state routes
and interstates.

a. Decrease the number of impaired driver fatality and injury collisions.

b. Decrease the number of speed-involved fatality and injury collisions.

c. Decrease the number of young drivers age 16-25 involved in traffic fatalities.

d. Decrease motorcycle fatalities.

e. Decrease nonbelted occupant-involvement in fatal collisions.

f. Decrease commercial motor vehicle-related collisions.

g. Decrease the number of distracted driver-involved fatalities.
2.2 Enhance safety and services to our citizens through targeted enforcement,
education, emergency communications, collision investigations, motorist assists and
other calls for service.
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Goal #3 Make people secure by reducing the risk of crime, terrorism, fire and other natural
disasters.

3.1 Identify, disrupt and dismantle organized criminal groups.

3.2 Reduce crime through specialized investigative services and criminal interdiction.
3.3 Maintain effective security measures on and around Washington State Ferry system
vessels and terminals.

3.4 Enhance agency-wide emergency response capabilities to all hazards in the state of
Washington.

3.5 Reduce fire deaths through licensing, education, inspections and plan review.

3.6 Efficiently mobilize resources for fires, disasters and other emergencies.

Goal #4 Deliver results-oriented, statewide public safety services.

4.1 Enhance analytic capability and capacity.

4.2 Improve interagency and intra-agency information sharing.

4.3 Provide state-of-the-art training and certifications for professional law enforcement,
fire protection and criminal justice personnel.

4.4 Enhance criminal and forensic investigative capability and capacity.

4.5 Provide services, training and support to assist in the recovery of missing adults and
children.

Goal #5 Improve and sustain agency infrastructure and business processes

5.1 Develop, improve, secure and sustain agency use of technology with computers,
operating systems, applications, networks, phone systems, radios and microwave
communication systems.

5.2 Implement and maintain a communication system that meets the Federal
Communications Commission narrowband requirements and enhances statewide
operable and interoperable communication for public safety agencies.

5.3 Evaluate and assess the functionality and safety of agency uniforms, vehicles and
equipment.

5.4 Improve our ability to provide business continuity for services, systems and facilities
that respond to disasters and other large-scale disruptions.

5.5 Manage and evaluate internal processes and work products to minimize risk and
obtain legal compliance, accuracy, completeness, timeliness and efficiency.

5.6 Develop a comprehensive capital plan to improve the condition and sustainability of
agency assets and facilities.
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Strategic Advancement Forum

The WSP conducts an
N N —

Strategic Advancement
Forums (SAF) multiple r
times per year involving
each bureau, district
and division, providing

Goal 1: Build a culture of trust, colfaboration, and continuous performance improvement.
Priority 1.4 Leverage POPS and Lean philosophies to build effective partnerships, solve prablems, and
imMprove processes.

Area of Interest: The SR 240 “Bypass Highway” high rate of distracted drivers.

. Analysis:
an opportunity for WSP > Troopers handling an average of 21 collisions per month Collisions by Month
to collaborate on in 2015.
. I di . » B7% population growth since 1990, current est. population

operational direction, 273,100 (2014 OFM.wa.gov). 3
key issues and ¥ Emphasis patrol effort resulted in “High” activity, little .

. . impact on collision reduction. 1
challenges, mitigation |
strategies, etc. Action Plan: S
Earlier in 2016' this # Expanded partnerships with area employers (Hanford, Energy NW, PNNL).
process was revamped # Partnerships with WTSC, WSDOT, and media partners.

to focus more on
outcomes and problem
solving (versus a focus
on statistical reporting),
and to support the alignment of operations to the WSP goals.

# POP’'s focus will explore other non-traditional responses.

For example, the table below highlights “areas of interest” for each of the bureaus:

Bureau SAF Areas of Interest (examples)

Commercial » More involved Facilities coordination and/or planning to improve the
Vehicle condition and sustainability of aging facilities.

Enforcement » Create an environment where division personnel are valued, empowered

and given the tools/training to assist with decision making.

Field Operations > Reliable data source for speed-or DUI-related fatal collisions.

» 9.3 percentincrease in injury collisions on interstates and state routes from
2014 to 2015.

An increase in fatalities in D2.

A\

» Generational/motivational differences among detachment members have
affected the detachment.

Fire Protection » Fire Training Academy (FTA) training water quality.

> Low staffing at the FTA.
Forensic » Deployment of the Draeger Alcotest 9510 evidential breath testing
Laboratory instrument.
Services > Increase drugs tested for in-house by 5 percent.

» Maintain turnaround time/scope of testing for all customers/case types.
Investigative » Purchase one high-end computer workstation and software capable of
Services supporting the 3D scanners for Multidisciplinary Accident Investigation

Teams and each Criminal Investigation Unit.
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A\

Improve Detective In-Service and Detective Basic training programs.

» Ascompared to other parts of CRD, lower employee satisfaction and higher
employee turnover in the Fingerprint Unit.

» Division leaders siloed off from one another, infighting, complaining, low

morale.
Technical » Specialty training received during cadet training is not being reflected on
Services training transcript.

> Supervisor basic training is not adequately preparing new supervisors for
success.

> Field Training Officer (FTO) program is struggling to keep up with demands
of cadet training and there is a lack of interest in becoming an FTO.

» Recognize staff in a timely manner for the above and beyond work they do
every day.
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3. SUMMARY OF THE EMPLOYEE SURVEY RESULTS

As part of the Organizational Assessment, the project team conducted an all-employee survey to identify
the key issues, challenges and opportunities for improvement. The survey was distributed electronically
on July 15, 2016, to 2,151 commissioned, partially commissioned and noncommissioned employees who
were given one week to respond. At the end of the survey period, there were 1,560 total respondents,

representing a response rate of approximately 73 percent.

The sections below highlight the overall results, with more detailed results found in the Appendix.

Ranking of WSP Goals

Early this year, WSP shifted the goal of “Build a culture of trust, collaboration and continuous
improvement” from Goal #5 to Goal #1 to prioritize the need to improve employee culture. To verify the
ranking of current WSP goals, the employee survey asked respondents to rank them in order of
importance (from Goal #1 to Goal #5), with the following result:

Make people safe on Washington roadways.
Build a culture of trust, collaboration and continuous improvement.
Make people secure by reducing the risk of crime, terrorism, fire and other natural disasters.

Deliver results-oriented, statewide public safety services.

vk wN e

Improve and sustain agency infrastructure and business processes.

While the culture goal is very important to employees, the overriding goal of making people safe on
Washington roadways was the most important for employees.

Perceptions of the Current State of WSP

The employee survey asked respondents to rate their level of agreement to a number of statements
relating to satisfaction and culture. Based on individual interviews, focus groups and identifying the most
agreed-to statements to the least agreed-to survey statements, we would characterize as follows:

The Positive The Negative

From a day to day perspective, WSP employees are | In terms of future direction, there is less understanding
clear about their work expectations, are passionate | and excitement about the strategic vision of WSP and
about doing the right thing and are proud of the | also there are opportunities to improve confidence in
positive public impact they are making. leadership and management.
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The table below ranks the statements from the most-agreed to statements to the least-agreed to

statements.
Rank Statement Disagree | Neutral Agree

1 | know what is expected of me at work. 5% 10% 85%

2 | am encouraged to always do what is right at work. 6% 11% 83%

3 WSP makes a meaningful and positive impact on the state of 3% 15% 82%
Washington.

4 | understand how my work helps WSP achieve its goals. 7% 16% 76%

5 | am proud to work at WSP. 7% 20% 73%

6 | can be open and honest with my direct supervisor. 14% 13% 73%

7 My role makes good use of my skills and abilities. 12% 18% 70%

8 | can see myself working at WSP until retirement. 13% 19% 69%

9 | am motivated to go above and beyond what is expected of me in 16% 17% 67%
my role.

10 | WSP values diversity (e.g. gender, ethnicity) among its employees. 7% 27% 66%

11 I have a clear understanding of the factors used to gauge my 15% 21% 64%
performance.

12 | The roles available at WSP have helped strengthen my skills and 15% 26% 59%
competencies.

13 My experience working at WSP is in line with my expectations. 17% 25% 58%

14 | I regularly receive feedback that helps me elevate my 20% 26% 54%
performance.

15 In the past year | have grown professionally as a result of working 21% 26% 54%
at WSP.

16 | have the equipment and resources | need to do my work well. 26% 21% 53%

17 | am encouraged to share my thoughts and ideas. 23% 25% 52%

18 | feel motivated to pursue professional development activities and 23% 26% 51%
experiences.

19 | have the support | need to pursue professional development 22% 28% 50%
activities and experiences.

20 | would recommend WSP as a great place to work. 23% 27% 50%

21 | feel like a valued member of WSP. 25% 26% 49%

22 | regularly receive praise and recognition for my work and 28% 25% 47%
contributions.

23 | Important changes and information are communicated effectively 32% 22% 46%
across our organization.

24 | receive effective coaching/mentoring to support my professional 27% 29% 45%
growth.

25 | am excited about the direction of WSP. 28% 35% 38%

26 I have high confidence in the leadership and management of WSP. 37% 26% 37%

27 | WSP has an inclusive environment where different work styles 38% 26% 36%

personalities and approaches are valued.
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Based on the level of agreement to the culture statements above, the table below identifies the bureaus

that have the highest overall level of agreement to the least overall level of agreement.

Rank | Bureau Overall Neutral Overall
Disagree Agree
1 Investigative Services 15.6% 20.7% 63.8%
2 Commercial Vehicle Enforcement 17.1% 21.2% 61.8%
3 Technical Services 17.9% 23.7% 58.3%
4 Fire Protection 20.8% 22.4% 56.8%
5 Field Operations 21.9% 21.9% 56.3%
6 Forensic Laboratory Services 19.9% 24.2% 55.9%

Level of Agreement per District/Division

Based on the level of agreement to the culture statements above, the table below identifies the district/

division that have the highest overall level of agreement to the least overall level of agreement.

1l1|Page

Rank | Division / District Overall Neutral Overall
Disagree Agree
1 Office of Professional Standards 4.4% 7.4% 88.2%
2 Risk Management Division 4.4% 17.5% 78.1%
3 Motor Carrier Division 8.0% 18.5% 73.5%
4 Headquarters 12.1% 15.7% 72.2%
5 District 5 8.9% 19.8% 71.3%
6 Criminal Records Division 11.3% 19.2% 69.6%
7 Investigative Assistance Division 13.1% 17.6% 69.3%
8 District 8 10.0% 22.6% 67.3%
9 Training Division 15.5% 18.9% 65.6%
10 Special Operations Division 14.8% 20.5% 64.7%
11 Information Technology Division 12.7% 23.1% 64.1%
12 Criminal Investigation Division 14.7% 23.7% 61.6%
13 Prevention Division 17.4% 21.6% 61.0%
14 Budget and Fiscal Services 17.7% 21.5% 60.8%
15 District 7 18.2% 21.3% 60.5%
16 Property Management Division 15.8% 24.4% 59.8%
17 District 3 16.9% 24.0% 59.1%
18 Grand Total 19.2% 22.2% 58.6%
19 Commercial Vehicle Division 23.5% 18.2% 58.3%
20 Crime Laboratory Division 20.0% 22.8% 57.2%
21 District 4 20.4% 23.5% 56.1%
22 Human Resources Division 21.7% 23.4% 54.9%
23 Electronic Services Division 18.5% 27.7% 53.8%
24 Communications Division 22.2% 27.4% 50.3%





25
26
27
28
29
30
31

Homeland Security Division

District 1

Toxicology Laboratory Division

Fire Training Academy

District 2

Impaired Driving Section

District 6

Level of Agreement per Classification

Based on the level of agreement to the culture statements above, the table below identifies the

26.0%
27.5%
18.8%
27.0%
32.1%
28.1%
33.0%

commission levels and non/partial commission-level of satisfaction:

25.6%
24.2%
33.1%
25.4%
21.8%
26.3%
23.5%

48.4%
48.3%
48.1%
47.6%
46.1%
45.6%
43.6%

Rank | Level Overall Neutral Overall
Disagree Agree
1 Captain 7.4% 5.6% 87.0%
2 Lieutenant 9.8% 17.8% 72.5%
3 Sergeant 16.5% 18.1% 65.4%
4 Non/Partial Commission 16.5% 22.4% 61.2%
5 Trooper 26.0% 24.0% 50.1%

Desired Culture

slalom

During the WSP focus groups, the project team identified specific adjectives to describe the desired future
culture. We then asked survey respondents to rank the adjectives (from the most desired to the least

desired), with the following result:

Rank Desired Culture Average Rank
1 Trusting 4.1
2 Supportive 4.2
3 Fair 4.5
4 Appreciative 54
5 Employee-centered 5.4
6 Family-oriented 5.7
7 Innovative 6.1
8 Open 6.2
9 Fun 6.6
10 Premier 6.9

As this indicates, a trusting, supportive and fair culture ranked the highest, which aligns to other survey
findings around employees not feeling that different work styles and approaches are valued. These results
also originate from the perception that employees are micromanaged and that management is “numbers
driven,” versus being in a culture where they are trusted and supported toward getting the job done and
achieving outcomes (versus metrics).
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Areas for Improvement

The table below shows the areas for improvement, ranked by the respondents as most important area to
improve to the least important area.

Rank | Key Area for Improvement Average Ranking
1 People 2.4
2 Organizational structure 2.9
3 Communications and collaboration 3.1
4 Tools and technology 3.3
5 Processes 3.4

As shown above, the respondents indicate that people-related issues (e.g., improving recruiting and
hiring, promoting the right people with the right skills and abilities, improving training, etc.) is the most
important area for improvement, followed by organizational structure, communications and
collaboration, tools and technology, and processes.

Ideas for Improvement

During the focus groups, the project team identified a number of specific suggestions that may improve
organizational culture. We then asked the survey respondents to rate their level of agreement on whether
the idea would have a positive impact. The table below ranks the various improvement ideas from the
most-agreed upon to the least-agreed upon in terms of potential to improve organizational culture.

Rank | Improvement Ideas Disagree = Neutral Agree

1 Leverage the best available technology used by other police 1% 18% 81%
agencies.

2 Improve radios and cell phones. 2% 20% 78%
Determine ways to be more flexible with technology based on 1% 23% 75%
specific roles.

4 Create an anonymous way to continually allow anyone to bring up 8% 21% 71%

“elephant in the room” topics for leadership to then openly talk
about and address.

5 Consider ways to streamline paperwork so Sergeants have more 2% 30% 68%
time in the field.

6 Consider ways to create more team building and sharing across 6% 26% 68%
Districts and Divisions.
Invest in outside training. 5% 27% 68%
Determine a road map to integrate systems. 2% 36% 63%
Update the Police Allocation Model (PAM) in order to more 2% 41% 57%
accurately reflect the number of troopers needed on the roads
today.

10 Improve the promotion tests and process. 2% 41% 57%

11 Explore ways for training to consider how to bring millennials into 12% 34% 54%
the culture in a way that aligns to the desired culture.

12 Better leverage veterans transitioning from active duty. 6% 43% 51%
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14
15

16
17
18
19

Invest in marketing collateral to better showcase the WSP career
versus other agencies.
Reconsider the residency policy.

Determine methods to have Lieutenants spend more time in the
field.
Reconsider drive time commute pay policy when in marked car.

Explore making training more paramilitary based.
Make the recruitment requirements more stringent.

Remove the cadet ranking.

15%

6%
11%

7%
21%
26%
44%

41%

50%
46%

52%
45%
44%
46%

slalom
45%

44%
43%

41%
34%
30%
10%

As shown above, employees had most agreement around the technology ideas being important as well as

implementing a tool to provide feedback and streamlining administrative processes.

WSP Employee Comments
The survey provided the opportunity for employees to identify issues and make suggestions for
improvement, for which 630+ employees provided comments. The project team reviewed the comments
and categorized comments into key areas. The table below summarizes the percentage of comments
relating to these areas:

Rank Category Percentage
of Total
Comments
1 Management and Supervision (e.g., improve future direction, enhance accountability, 26.6%
improve policies, improve consistency, etc.)
2 Compensation (e.g., more competitive salaries and benefits, merit pay, etc.) 22.1%
3 Recruitment, Retention, Promotion and Training (e.g., hire the right people with the right 21.0%
skills, improve training opportunities, etc.)
4 Noncommissioned Employees (e.g., increase investment in noncommissioned staff, 11.8%
focus more attention, etc.)
5 Safety (e.g., improve staffing, improve technology, etc.) 8.6%
6 Specific Positions and/or Individuals Cited 3.0%
Other 6.9%

To provide further context on the tone of the comments, the word cloud illustration below identifies the
key words that were most repeated by WSP employees:

Specialty Positions s..« Tasks xina FUtUre
mieage LAW Enforcement concept

Work the Roadwies INncrease
Detectives VWS P Work Load Pay Driven
Promote soars Non-commissioned

exec staf COMmMmand Staffcwo
Civil Service eimnae Lean scenmss
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4. KEY FINDINGS AND RECOMMENDATIONS

Based on review of WSP organizational documentation and data, individual interviews, focus groups and
employee survey results, this section provides a number of key findings and recommendations to be
considered. The focus of these initial areas is the extent to which they can be implemented and
operationalized in the near term.

A. WSP SHOULD CONTINUE TO EVOLVE ITS
MANAGEMENT AND ORGANIZATIONAL Issues to Address
STRUCTURE.
FOCUS ON STRATEGIC DIRECTION

TO PROMOTE CONFIDENCE ABOUT
LEADERSHIP AND DIRECTION

When assessing the WSP organizational structure, a number
of key factors should be considered, including the following:

» Complementary Functions: Are functions grouped consistent with periodic interaction as well as
common planning and scheduling approaches to deliver services?

> Degree of Coordination Required: This factor concerns the relationships within bureaus and
divisions. Many functions need closer alighment to maximize efficiency and/or effectiveness.

» Accountability: Does the organizational structure foster accountability among management and
supervisory staff?

> Degree of Organizational Risk: Generally, those performing higher risk functions are close in
contact with top management staff.

> Degree of Public Scrutiny: This factor is concerned with the degree to which public attention is
routinely paid to a given activity. For example, internal affairs (e.g., professional standards) is a
function whose work results in public scrutiny, and thus may be closer to top management.

» Management Responsibilities: This factor relates to whether key functions and responsibilities
have the appropriate level of dedication, versus supervisors and managers having other assigned
duties outside of their primary area.

After review of the organizational structure and alignment of functions, as well as some of the key issues
stemming from the employee survey, the project team recommends potential alternative structures that
consolidate bureaus to better streamline operations and allow more focus on visioning and strategic
planning, innovation and external-stakeholder relationship building at the local, state and nation-wide
levels that are important to remain a law enforcement industry leader. Additionally, the concept of
“civilianization” should be considered that allows the WSP to better align roles and responsibilities and
provide additional career growth paths for noncommissioned staff.

Organizational Structure Alternative 1
The key changes in this organizational structure alternative are highlighted as follows:

1. Consolidation from six Bureaus to four Bureaus (Field Operations, Special Enforcement and
Investigations, Administrative Services and Fire Protection).

2. Convert one Assistant Chief position to fill the vacant Deputy Chief position (to focus more on
daily operations, while the Chief can focus on strategic vision and direction).

3. Re-allocate Divisions under the appropriate Bureau.
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Based on these key changes, the organizational chart is updated as follows:
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Organizational Structure Alternative 2
The key changes in this organizational structure alternative are highlighted as follows:

1. Consolidation from six Bureaus to five Bureaus (Field Operations, Special Enforcement and
Investigations, Technical Services, Administrative Operations and Fire Protection).

2. Convert one Assistant Chief position to fill the vacant Deputy Chief position (to focus more on
daily operations, while the Chief can focus on strategic vision and direction).

3. Create a noncommissioned Administrative Operations Director to manage such activities as
budget and finance, human resources, information technology, etc.

4. Re-allocate Divisions under the appropriate Bureau.
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Based on these key changes, the organizational chart is updated as follows:

Chief
Office of
Deputy Chief Professional
Standards
[ |
| 1 1 | 1
Special
Field Enforcement Technical Administrative ’ .
Operations and Services Operations LG
nvestigations
Criminal Information Budget and Fiscal ’
D-1 Tacoma Investigation Technology Services Prevention
Homeland Electronic Human Fire Training
D-2 Bellevue Security Services Resources Academy

- ; Investigative  ||_| - I

D-3 Yakima Assistance Communications Risk Managemen
I - Special L Property L .

D-4 Spokane Operations Management Training

= D-5Vancouver [J=Crime Laboratory

Toxicology

=4 D-6 Wenatchee | == Laboratory

== D-7 Marysville |= Impaired Driving

=4 D-8 Bremerton |%=Criminal Records

Commercial
Vehicle

Motor Carrier
Safety
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B. TO ADDRESS ISSUES ABOUT THE FUTURE
DIRECTION OF THE ORGANIZATION, WSP
SHOULD REFRESH ITS STRATEGIC VISION.
ALIGNMENT FROM MANAGEMENT

Given the recent changes of personnel at the executive TO STAFF TOWARD COMMON
management level (e.g., the vacant Deputy Chief position and GOALS AND OBJECTIVES

the relatively new Assistant Chiefs), there are many positive

indications that WSP has taken positive steps in terms of management style (i.e., updated Strategic
Advancement Forum approach), interpersonal skills and communications.

However, there continues to be room for improvement as the employee survey results indicate limited
levels of excitement about WSP future direction and limited levels of confidence in the leadership and
management of WSP.

Our recommendation is to develop a well-coordinated leadership alignment, communication and action
plan that builds upon the findings of the employee survey results (e.g., the importance of having a
supportive, trusting and fair culture). It would follow the assessment framework (communications and
collaboration, organizational structure, people, process, tools and technology) and put WSP Managers in
the driver’s seat, guided by executive leadership and supported by a communications and change
management plan. This process should include working sessions to design action plans and incorporate
those in WSP operations and activities to target the problem areas.

C. WSP BUREAU AND DISTRICT/DIVISION
COMMANDERS SHOULD GO THROUGH A TEAM- Issues to Address
BUILDING ~ ASSESSMENT ~ AND  TRAINING o (0 -0 o o =10 HELP BE

SESSION.
MORE INCLUSIVE ABOUT WORK

To achieve more effective WSP teams, strengthen team STYLES AND APPROACHES

communication, partnerships and relationships, build

supportive relationships and renew shared vision and commitments, the project team recommends
leveraging the DISC Behavioral Style Model, which can identify the varying leadership and behavioral
styles of each of the WSP senior management team members. The results of the exercise will show the
strengths and weaknesses of the team and can be used to identify approaches to enhance collaboration
and teamwork.

The model can determine which of the following characteristics is applicable to each management
member:

» Dominant

> Influential

> Steady

» Conscientious

The behavioral model is further illustrated as follows:
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Task-Oriented

Assertive

(Shapes Environment)

Drive to:
Be in control, achieve
results, overcome

Intent to:

Conquer D

Dominant

Drive to: C

Be right, sure, to
avoid trouble Conscientious

Intent to:
Be safe

Influential

Drive to:

Influence, express
and be heard,
to persuade

Intent to:
Persuade

People-Oriented

Drive to:
Be steady, consistent,
and support

Intent to:
Maintain Status Quo

Responsive
(Accommodates Environment)
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Leveraging the knowledge obtained from individual interviews, focus groups and the WSP employee
survey, we would distribute an online DISC assessment to include such behavioral questions as the

following:
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Are you task vs. people oriented?

TASK-ORIENTED PEOPLE-ORIENTED

/" Prefers working alone

/" Appears cooler, reserved

/" Less animated, fewer gestures

/' Less interested in small talk

/" Uses quantitative data and facts

/" Focuses on challenges, risks in a situation

/' Less trusting

Are you assertive vs. responsive?

/

/

/

Prefers working with others

Appears warmer, open

More animated, uses gestures

Enjoys small talk, building rapport

Uses stories and illustrations

Perceives situation as easily manageable

More trusting

ASSERTIVE (Active/Decisive) RESPONSIVE (Accommodating)

Measured pace and energy

/

/

Quick pace, high energy

Talkative, louder, tells more than asks
More intense, more direct

Openly expresses emotions or opinions

Extroverted

/

/

Talks less, quieter, asks more than tells

Less intense, less direct

Tentatively expresses emotions / opinions

Introverted
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WSP can obtain an understanding of the different behavior styles that are in place today among the
management team to assess such areas as leadership effectiveness, communication effectiveness, team
dynamics and delivery effectiveness. The summary of the DISC elements are illustrated below:

Dominance

Key to Motivating: Challenge
Fear: Being taken advantage of, losing control

environment
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Tendencies Preferred Environment Value to the Team
» Getting immediate results » Power and authority » Self-starter/take charge
» Accepting challenges » Prestige and challenge » Forward thinking
» Making quick decisions » Opportunities for »  Places high value on time,
» Taking authority accomplishment, efficiency
» Managing trouble advancement » Challenge-oriented
» Solving problems » Freedom from controls » Innovative
and supervision
» Many new and varied
activities
Influence
Key to Motivating: Recognition
Fear: Social rejection
Tendencies Preferred Environment Value to the Team
» Connecting with others, »  Public recognition » Optimism and enthusiasm
participating in a group » Freedom of expression » Creative problem solving
» Making a good impression » Group activities outside of » Motivate others toward
» Creating a motivational job goals
environment » Freedom from control and » Team player
» Entertaining people detail » Negotiates conflict
» Being optimistic » Coaching and counseling
Steadiness
Key to Motivating: Appreciation
Fear: Loss of security, rejection from the group
Tendencies Preferred Environment Value to the Team
» Helpful, patient » Predictable routines » Dependable team player
» Performing in a consistent » Minimal work » Patient and empathetic
manner infringement on home life » Logical step-wise thinker
» Showing loyalty » Sincere appreciation » Service-oriented
» Being a good listener » Identification with a group » Follows through
» Creating a stable work » Minimal conflict





Conscientiousness
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Key to Motivating: Security
Fear: Making mistakes, being criticized for work

Tendencies Preferred Environment Value to the Team
» Concentrating on key » Control of factors that » Maintains high standards
details affect performance » Detail oriented
» Being diplomatic » Clearly defined » Defines, clarifies, gets
» Checking for accuracy expectations information
» Adhering to key directives » Values quality, accuracy > Objective/realistic
and standards » Reserved, business-like » Comprehensive problem
atmosphere solver

» Recognition for specific
skills and achievements

The table below provides draft agenda topics for the training sessions using the results of the DISC
assessment. The DISC model is a rigorous assessment tool that will focus on building a profile of individual
personal strengths, style and temperament preferences, and then identify ways in which interpersonal
communication can be bolstered.

Topic

Summary

Leading with DISC

Facilitating Positive
Conflict

Influencing with DISC

Coaching and
Feedback

Creating an Inclusive
Environment

Effective Meeting
Facilitation

DISC and Change

DISC leadership styles: directing and delegating, assessing individual performance
readiness and evaluating individual motivation

A look at DISC styles and decision making, including techniques for minimizing conflict
and avoiding group think

How does your DISC style and the style of others affect your influencing behaviors?

How do you effectively coach people with different styles? How can you adapt your
style when coaching?

Building on DISC foundations: How do you create an environment in which everyone
and all styles can contribute?

Designing and facilitating meetings with DISC style awareness

How do different styles approach and react to change? How can you help people find
their own connection and buy-in?

The expected outcomes would be approaches and techniques for stronger team collaboration and
communication to better align the leaders with achieving WSP goals and objectives.
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D. WSP SHOULD ADOPT AN UPDATED MODEL TO
ASSESS FOB TROOPER STAFFING LEVELS AND

ALLOCATION

To provide patrol services across the state of Washington, the
FOB has 600+ Troopers assigned to the eight districts. The

slalom

Issues to Address

DETERMINE ADEQUACY OF
PROACTIVE TIME TO MEET PUBLIC
SAFETY GOALS AND OBIJECTIVES

allocation of staff is based on an outdated Patrol Allocation

Model that has not been updated to reflect the growing, diverse of demands on Trooper time. Without

an objective, analytical-based model in place, it is difficult for the WSP to quantify its needs.

As such, we recommend that WSP adopt a staffing and deployment model used by Matrix Consulting

Group, which is based on actual experience (proactive, reactive, administrative and leave time) and level

of service policy decisions made by the state of Washington. The analytical inputs of the model are

summarized in the following table:

Input / Calculation

Summary Description

Committed Time

Reactive Time

Proactive Time

Calls for Service
Workload

Staff Available

Shift Length

Gross Duty Time
Available

Administrative Time
Lost
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This includes:

o Primary unit time on-scene
o  Any report writing time

o Any arrest processing time

o Any time dedicated to the call

The product of the number of calls for service multiplied by the time required to
handle each call.

The remainder of time after all reactive, administrative and leave time is accounted
for.

The average number of calls for service (citizen-generated only) that are handled
within a given period of time.

Determined using shift logs or payroll records, or estimated based on use of leave
rate and current deployment.

Shows the average number of Troopers (does not count supervisors) available to
handle call for service workload.
The duration of the average shift worked in patrol.

Can be altered to reflect shorter-than-shift periods of time if such detail is desired in
an analysis.

Need to be careful to link workload to the appropriate period of time if non shift
length analyses are conducted.

Determined by multiplying the number of staff available multiplied by the length of
the shift (or whatever time period is being used).

Includes meals, shift briefing, vehicle/equipment preparation time, training, court,
meetings (department business only), etc.
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. Takes into account the gross time less the time lost on shift (i.e., administrative time).
Net Duty Time

Available

With these inputs, WSP can calculate the adequacy of Trooper staffing levels based on calls for service
workload demands and the desired level of proactive time. Basically, the proactive time target of 40
percent to 45 percent indicates adequate staffing levels. A proactive time of less than 40 percent is an

|II

indication of resources that are going “call to call” and thus limits time to be proactive. A proactive time

of more than 45 percent indicates resources have adequate time to be highly effective in their proactive

time and provides deployment and allocation alternatives for WSP.

This time range is explained further as follows:

40% Proactive Time

45% Proactive Time

¢ Below this level, proactive time begins to come in
blocks that are too small to be useful for proactive
engagement.

¢ At this level, Troopers should be able to engage in a
wide range of preventive activities, including directed
patrol, responding to noncriminal quality-of-life
complaints, engaging in traffic enforcement and other
activities.

¢ Ability to engage in community meetings and other
time-consuming efforts (which take resources out of
their patrol areas or make them unavailable for call) is
more constrained at these levels of uncommitted time.
¢ As with any effort, this requires active involvement of
supervisors. More of the time is dictated by the
necessity of handling calls for service.

¢ Above this level, proactive time comes in blocks that
are difficult to use in routine shift circumstances.

¢ At this level, resources should be able to engage in
the full range of activities described under the 40
percent target.

* In addition, WSP may be able to free up resources
from shift work to attend public meetings, engage in
public education and outreach efforts, etc., with little
impact on reactive capabilities.

e Investment in this level of proactive law
enforcement requires a strong commitment to

actively manage the use of this time, for

supervisors to be held accountable for their

utilization, etc.

The project team conducted a preliminary analysis based on the Time and Activity Recording System for
all hours recorded in the Field Operations Bureau between June 1, 2015, and May 31, 2016, (totaling
1,586,713 hours). Based on the key activity types, the table below identifies the percentage of time that
commissioned staff allocated to each type:

Percentage of Time Allocation

Type D-1 D-2 D-3 D-4 D-5 D-6 D-7 D-8
Administrative 20.1% 18.2% 18.5% 21.0% 24.7% 21.9% 21.2% 18.7%
Leave 26.5% 24.3% 22.6% 24.4% 25.7% 21.6% 21.6% 22.0%
Proactive 32.4% 34.6% 43.4% 39.1% 32.1% 37.8% 39.0% 42.3%
Reactive 21.0% 23.0% 15.4% 15.5% 17.6% 18.6% 18.2% 16.9%
Total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%
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Percentage of Time Allocation (excluding leave time)
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Type D-1 D-2 D-3 D-4 D-5 D-6 D-7 D-8
Administrative 25.2% 20.5% 24.6% 26.6% 33.0% 27.6% 26.0% 20.5%
Proactive 46.5% 48.6% 56.6% 53.4% 44.1% 49.7% 51.1% 58.5%
Reactive 28.3% 30.9% 18.8% 20.0% 22.9% 22.6% 22.9% 21.0%
Total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%

Based on this data, Districts 3, 4 and 7 have the highest levels of proactive time, while Districts 1 and 2
seem to be most busy in terms of calls for service. While this data provides the reader a general
understanding of how Troopers allocate their respective time, it is important to note this is preliminary
data analysis and provides context for further discussion about staffing models.

Staffing and workload models also exist for investigators/detectives that consider case assighment
policies and procedures, active case load metrics, clearance rates, etc. As such, determining proper
staffing levels for investigators/detectives is another area that can be examined by WSP.

E. FOB TROOPERS SHOULD BE MORE INVOLVED IN

THE PLANNING OF THEIR PROACTIVE TIME Lo (1o A

ACTIVITIES AND WORK CLOSELY WITH

SERGEANTS TO MEASURE THOSE ACTIVITIES. PROMOTE INNOVATION,
The implementation of the new Strategic Advancement Forum FLEXIBILITY AND INCREASE
approach has widely been perceived as a positive development TROOPER/SERGEANT
among the executive and management staff levels, as it is more COLLABORATION

collaborative and focused on outcomes. While this has been
effective at the HQ/District-Division management levels, it has yet to be fully “felt” down to the line staff.

As such, we recommend that Troopers continue to get more involved in the District Operational Planning
process, with their pre-appraisal expectations and job-appraisal process being enhanced to increase
Sergeant/Trooper engagement and provide a clearer connection as follows:

Trooper activities €= District Operational Plans €= Strategic Advancement Forums

Toward this, with the level of proactive time available to Troopers and the potential assignment to specific
Districts, WSP should develop programs and policies to provide stronger management of its proactive
time and provide a tool for sergeants and other sworn managers to measure activity. One tool is the
utilization of Tactical Action Plans (TAPs), which are developed by Troopers and essentially include the
following elements:

[EEN

A particular problem/issue that should be addressed in the Autonomous Patrol Area.

N

The Trooper’s plan to mitigate/reduce the problem/issue.

B W

)

)

) How success will be monitored and measured.

) Reviewed and approved by Trooper and supervisor (Sergeant).
)

ul

Regular review of TAPs during briefings.
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Additionally, the TAPs should address the following:

They need to be in a consistent format among the Troopers.

There should be a defined number of TAPs expected annually per Trooper.

There has to be accountability among sergeants to actively measure the performance and carrying
out the action plans for their Troopers.

Another similar tool familiar to the WSP is the utilization of POPPS (or Problem Oriented Policing Projects),

which are based on Trooper-initiated projects for which Sergeants and other supervisors review and

approve, as well as use as part of the performance evaluation process. The elements of the POPPS

approach are:

>

>

Scanning: this section introduces and defines the issue, such as excessive amount of calls for
service involving injury collisions.

Analysis: this section provides the analysis of the situation (identifying related enforcement,
education or engineering issues).

Response: this section defines the approach for the Trooper to address the issue, including the
times of the day and activities to be undertaken, including anticipated outcomes.

Response Assessment: this section defines the outcomes of the Trooper response to the defined
problem.

The project team finds that these tools could be an effective approach for WSP, but only if they are

consistently developed and used to address problems across the Districts, which can ultimately enhance

the performance and accountability of Troopers, better connect Troopers to overall goals and objectives,

increase involvement of Troopers in their own job planning (e.g., based on their respective interests,

career goals and objectives, etc.) and address the engagement and communication issues identified in

the employee survey. These types of tools should be just part of a larger approach which should be

implemented relating to WSP’s overall proactive enforcement strategy.
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F. WSP SHOULD ADOPT A DATA ANALYTICS
PROGRAM TO BETTER LEVERAGE ITS DATA
SYSTEMS AND MAKE REPORTING MORE
EFFICIENT AND EFFECTIVE.

slalom

Issues to Address

EFFICIENT AND EFFECTIVE

REPORTING TOOLS TO SUPPORT
BETTER DECISION MAKING

WSP has multiple outdated information management system
that it uses to input, track and report on data (e.g., crime and
incident data, time and activity reporting, etc.). The ability to

efficiently and effectively use the data to inform management and operational decisions is limited. As

such, the project team recommends implementing a data analytics and visualization tool to support

predictive crime analysis and human resource/talent management.

A tool such as Tableau is used by law enforcement agencies for crime analysis and data visualization,

illustrated as follows:

District

Crime Day of Week
Sunday I

AUTO AccESSORY THE.. [Jj] Monday
I

BUS. THEFT | Tuesday I
Wednesday I

o7 08 res. surcLARY [N Thursday
ces e e —

INCIID  CRIME Map

12000451  RES. BURGLARY

12000493  RES. BURGLARY

12001703 RES. THEFT

12002604  RES. BURGLARY

12003295  RES. BURGLARY

12003415 AUTO ACCESSORY THEFT

12003564  RES. BURGLARY

12004074  RES. BURGLARY

12004289  RES. BURGLARY

12006260  RES. BURGLARY ®

12007003  AUTO ACCESSORY THEFT

12007006  RES. BURGLARY

12007048  RES. BURGLARY

12007782 AUTO ACCESSORY THEFT

Hour of Day

1200

800

Shift

Shift & Shift B Shift C

CRIME
B AUTO ACCESS..

[l BUs. THEFT

Month
January

February

Additionally, data analytics and visualization are increasingly being used as a human resource

management tool. With the recruitment and retention issues being faced by WSP, human resource

analytics can help the organization be proactive with talent management, including:

» lIdentifying and planning for organizational skill and capability gaps
Understanding and reacting to flight risks and staffing shortfalls
Driving deeper intelligence from employee survey data

YV V V V

Measuring and acting upon employee inclusion and diversity programs

27|Page

Following a methodological, data-driven hiring, evaluation and retention processes





This type of talent management data visualization is illustrated as follows:
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G. WSP SHOULD IMPLEMENT A CENTRALIZED
AND TRANSPARENT SHAREPOINT
REPOSITORY FOR EMPLOYEE SUGGESTIONS.

One key area for improvement is the ability for employees to
provide suggestions in an open and transparent manner.
With a centralized SharePoint list, employees can make a
suggestion that can be subsequently analyzed via a pre-

defined workflow and approval process that includes the following elements:

Date

District/Division

Category (process, tool and technology, etc.)
Applicable WSP Goal and Priority

Comment Box

Difficulty of Implementation (High, Medium, Low)
Timeline of Implementation

Resources Needed

Intended Outcome

VVVVVYVYVVYY

Issues to Address
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PROVIDING A TRANSPARENT TOOL

AND PROCESS FOR EMPLOYEE
SUGGESTIONS

Management can then provide a determination (including reason) about the employee suggestion so
employees can understand the decision making process. Additionally, all suggestions can be historically

kept for future reference.
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An example illustration is as follows:

Eﬂ Bander's SharePoint Blog » Tasks » All Tasks -

Haimg | Ascheved

Tis Becycle Bin 1 @ Type Title Asgagned Ta Status Priority  Ouwe Oate % Complete  Predecessors

__'h All Sibe Comtent .

_'I BUG: Search does not return Bander Alsharfi | Hot Started (2
arry results 0w wormal

13 Visdedn d TSE: Configure Profile Store Bander Alsharfi | Completed {1) High
1A - T b import connecton O s
-
a TSE: Creabe spprova Bander Alsharfi [{ [n Progress {2} 112172001 50 %
workflow for Opportunibes tarmal
list Dse

BiMZ: Wab Part fals to query Bander Alsharfi [l Deferrad (1) Hgh 1171972001 0%
Cracls EBS omw

BUG: Excsl Wab Acteids Web Bander Alghart
Part fasls to randar tha
CAPEY sheat 0=

__'I TS Grant wide scoess to Bander Algharfi | Mot Stared (2 182272041 0%
Rarsa Saber on Polcies Karmal
dagument library 0w

B Add faw item

H100% -

The project team recommends this repository be centrally managed by HQ (e.g., Captain) who then works
with the appropriate Division or District, supervisor, etc., to vet the suggestion and provide a disposition.

Summary Road Map of Improvement Areas

A. Streamline Structure

B. Realign Vision

C. Train Leadership/Management

D. Identify Staffing Needs

E. Engage Employees Proactively

F. Use and Visualize Data

G. Provide Communication Tools
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APPENDIX — Employee Survey Results Data

As part of the Organizational Assessment, the project team conducted an all-employee survey to identify
the key issues, challenges and opportunities for improvement. The survey was distributed electronically
on July 15, 2016, to 2,151 commissioned, partially commissioned and noncommissioned employees who
were given one week to respond. At the end of the survey period, there were 1,560 total respondents,

representing a response rate of approximately 73 percent.

The sections below summarize the overall results for each of the survey areas.

Number of Responses per Bureau

The table below summarizes the number of responses per Bureau:

WSP Bureau # of % of
Responses Responses
Commercial Vehicle Enforcement Bureau 210 13.5%
Field Operations Bureau 528 33.8%
Fire Protection Bureau 40 2.6%
Forensic Laboratory Services Bureau 139 8.9%
Investigative Services Bureau 247 15.8%
Technical Services Bureau 274 17.6%
Other 122 7.8%
TOTAL 1,560 100%

Number of Responses per Division

The table below summarizes the number of responses per Division / District:

WSP Division / District # of % of
Responses Responses
Budget and Fiscal Services 33 2.1%
Commercial Vehicle Division 64 4.1%
Communications Division 74 4.7%
Crime Laboratory Division 91 5.8%
Criminal Investigation Division 64 4.1%
Criminal Records Division 82 5.3%
District 1 106 6.8%
District 2 118 7.6%
District 3 60 3.8%
District 4 73 4.7%
District 5 67 4.3%
District 6 67 4.3%
District 7 93 6.0%
District 8 57 3.7%
Electronic Services Division 22 1.4%
Fire Training Academy 8 0.5%
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Headquarters 32 2.1%
Homeland Security Division 47 3.0%
Human Resources Division 40 2.6%
Impaired Driving Section 10 0.6%
Information Technology Division 69 4.4%
Investigative Assistance Division 40 2.6%
Motor Carrier Division 35 2.2%
Office of Professional Standards 11 0.7%
Prevention Division 17 1.1%
Property Management Division 50 3.2%
Risk Management Division 14 0.9%
Special Operations Division 39 2.5%
Toxicology Laboratory Division 15 1.0%
Training Division 34 2.2%
Other 28 1.8%
TOTAL 1,560 100%

Number of Responses per Gender

The table below summarizes the number of responses per gender:

Gender # of % of
Responses Responses
Male 990 63.5%
Female 519 33.3%
Other / Prefer not to answer 51 3.3%
TOTAL 1,560 100%

Number of Responses per Age Range

The table below summarizes the number of responses across the generations:

Generation # of % of
Responses Responses
Born between 1923 and 1944 5 0.3%
Born between 1945 and 1960 250 16.0%
Born between 1961 and 1980 846 54.2%
Born between 1981 to 1995 451 28.9%
Born after 1995 8 0.5%
TOTAL 1,560 100%
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Number of Responses per Employee Classification

The table below summarizes the number of responses per classification:

slalom

Classification # of % of
Responses Responses
Non-Commissioned 759 48.7%
Partial-Commissioned 108 6.9%
Commissioned 693 44.4%
TOTAL 1,560 100%
Number of Responses per Non-Commissioned / Partially Commission Level
The table below summarizes the number of responses per level:
Classification # of % of
Responses Responses
Bureau Director 2 0.3%
Division / District Commander 0.8%
Middle level manager 50 6.3%
First line supervisor 102 12.8%
Front line employee 640 80.0%
TOTAL 800 100%
Number of Responses per Commissioned Rank
The table below summarizes the number of response per rank:
Rank % of # of
Responses Responses
Chief / Assistant Chief 5 0.7%
Captain 23 3.4%
Lieutenant 33 4.8%
Sergeant 119 17.3%
Trooper 506 73.8%
TOTAL 686 100%
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Number of Responses per Tenure

The table below summarizes the number of responses per tenure:

WSP Tenure # of % of
Responses Responses

Less than 2 years 196 12.7%
2 to 5 years 224 14.5%
5to 10 years 239 15.4%
10 to 15 years 223 14.4%
15 to 20 years 310 20.0%
More than 20 years 356 23.0%
TOTAL 1,548 100%

Ranking of WSP Goals
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The table below shows the number of respondents indicating what they think each existing WSP goal

should be ranked (from 1-highest priority to 5-lowest priority):

Average
WSP Goal 1 2 3 4 5 Rank
Build a culture of trust, 410 307 367 232 157 2.61
collaboration, and
continuous improvement
Make people safe on 560 398 225 139 151 2.27
Washington roadways
Make people secure by 222 372 414 304 161 2.87
reducing the risk of crime,
terrorism, fire, and other
natural disasters
Deliver results-oriented, 154 230 307 439 343 3.40
statewide public safety
services
Improve and sustain agency 127 166 160 359 661 3.86

infrastructure and business
processes

As shown above, the WSP goal of “Make people safe on Washington roadways” was perceived as the #1
goal of the Washington State Patrol, followed by “Build a culture of trust, collaboration, and continuous

improvement.”
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Bureau Build a culture of | Make people Make people Deliver results- Improve and
trust, safe on secure by oriented, sustain
collaboration, Washington reducing the risk | statewide public | agency
and continuous roadways of crime, safety services infrastructure
improvement terrorism, fire, and business

and other processes
natural disasters

Commercial 2.6 1.9 3.0 3.5 3.9

Vehicle

Enforcement

Field 2.6 2.0 2.9 3.5 3.9

Operations

Fire 2.7 33 2.4 2.7 3.9

Protection

Forensic 2.9 2.8 2.6 2.8 3.9

Laboratory

Services

Investigative 2.5 2.5 2.6 3.4 3.9

Services

Technical 2.6 2.2 3.2 33 3.7

Services

Ranking per Division / District
Division / Build a culture of | Make people Make Deliver results- Improve and
District trust, safe on people oriented, sustain agency
collaboration, Washington secure by statewide public | infrastructure
and continuous roadways reducing safety services and business
improvement the risk of processes
crime,
terrorism,
fire, and
other
natural
disasters

Budget and 2.5 2.3 2.8 3.6 3.9

Fiscal Services

Commercial 2.6 2.1 3.2 33 3.9

Vehicle Division

Communications 2.4 2.2 3.6 3.2 3.6

Division

Crime 2.9 3.2 2.5 2.6 3.8

Laboratory

Division

Criminal 2.4 2.7 2.6 3.7 3.7

Investigation

Division

Criminal 2.4 2.7 2.7 3.1 4.1

Records Division

District 1 2.5 2.1 2.9 3.6 3.9

District 2 2.7 2.0 2.9 3.5 3.9
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District 3
District 4
District 5
District 6
District 7
District 8
Electronic
Services Division
Fire Training
Academy
Headquarters

Homeland
Security Division
Human
Resources
Division
Impaired Driving
Section
Information
Technology
Division
Investigative
Assistance
Division
Motor Carrier
Division
Office of
Professional
Standards
Prevention
Division
Property
Management
Division

Risk
Management
Division
Special
Operations
Division
Toxicology
Laboratory
Division
Training Division

35|Page

2.2
2.8
2.4
2.4
2.8
2.8
2.7

2.4

2.5
2.7

23

2.6

2.8

2.6

2.5

1.8

2.7

2.7

2.7

2.9

3.5

2.9

24
2.0
2.0
1.9
2.3
1.9
1.8

4.1

2.7
2.3

2.3

1.6

2.2

2.4

1.7

1.7

3.0

2.4

1.9

2.4

1.8

1.7

2.9
2.9
3.0
2.9
2.8
2.8
3.6

2.4

3.0
2.3

3.0

3.1

3.0

2.6

2.9

3.3

2.0

3.0

2.7

2.6

3.1

3.1

3.7
3.5
3.5
4.1
33
3.6
3.1

2.3

3.1
3.6

3.6

3.8

33

3.4

3.9

3.7

2.9

33

3.2

3.4

2.7

3.7
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3.8
3.9
4.1
3.7
3.8
3.9
3.8

3.7

3.7
4.1

3.9

3.9

3.7

4.0

4.1

4.5

4.4

3.6

4.6

3.8

3.9

3.6





Ranking per Commissioned / Non-Commissioned
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Response Build a culture of Make people Make people Deliver results- Improve and
trust, safe on secure by oriented, sustain agency
collaboration, Washington reducing the risk | statewide public infrastructure
and continuous roadways of crime, safety services and business
improvement terrorism, fire, processes
and other
natural disasters
Commissioned 2.6 2.1 2.8 3.6 3.9
Non- 2.7 2.4 2.9 3.2 3.8
Commissioned
Partial- 2.5 1.7 3.1 3.6 4.2
Commissioned
Ranking per Tenure
Tenure Build a culture of | Make people Make people Deliver results- Improve and
trust, safe on secure by oriented, sustain agency
collaboration, Washington reducing the risk | statewide public | infrastructure
and continuous roadways of crime, safety services and business
improvement terrorism, fire, processes
and other
natural disasters
20+ years 25 2.2 3.0 3.6 3.8
15 to 20 years 2.6 2.3 2.8 3.4 3.8
10 to 15 years 2.7 2.3 2.9 3.3 3.9
5to 10 years 2.7 2.3 2.9 3.2 3.8
2 to 5 years 2.6 2.2 2.8 3.5 3.9
Less than 2 years 2.5 2.4 2.8 3.4 3.9
Ranking per Age Range
Generation Build a culture of | Make people Make people Deliver results- Improve and
trust, safe on secure by oriented, sustain agency
collaboration, Washington reducing the risk | statewide public | infrastructure
and continuous roadways of crime, safety services and business
improvement terrorism, fire, processes
and other
natural disasters
Born between 3.6 1.2 3.4 2.6 4.2
1923 and 1944
Born between 2.5 2.5 3.0 3.4 3.7
1945 and 1960
Born between 2.6 2.3 2.9 3.4 3.9
1961 and 1980
Born between 2.6 2.2 2.8 3.4 3.9
1981 to 1995
Born after 1995 2.0 2.7 2.4 3.6 4.3
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Perceptions of the Current State of WSP

All WSP Respondents
The table below ranks the statements from the highest level of agreement, to the lowest level of

slalom

agreement:
Rank Statement Disagree | Neutral Agree

1 | know what is expected of me at work. 5% 10% 85%

2 | am encouraged to always do what is right at work. 6% 11% 83%

3 WSP makes a meaningful and positive impact on the state of 3% 15% 82%
Washington.

4 | understand how my work helps WSP achieve its goals. 7% 16% 76%

5 | am proud to work at WSP. 7% 20% 73%

6 | can be open and honest with my direct supervisor. 14% 13% 73%

7 My role makes good use of my skills and abilities. 12% 18% 70%

8 | can see myself working at WSP until retirement. 13% 19% 69%

9 I am motivated to go above and beyond what is expected of me in 16% 17% 67%
my role.

10 | WSP values diversity (e.g. gender, ethnicity) among its employees. 7% 27% 66%

11 I have a clear understanding of the factors used to gauge my 15% 21% 64%
performance.

12 | The roles available at WSP have helped strengthen my skills and 15% 26% 59%
competencies.

13 My experience working at WSP is in line with my expectations. 17% 25% 58%

14 | Iregularly receive feedback that helps me elevate my 20% 26% 54%
performance.

15 In the past year | have grown professionally as a result of working 21% 26% 54%
at WSP.

16 | have the equipment and resources | need to do my work well. 26% 21% 53%

17 | am encouraged to share my thoughts and ideas. 23% 25% 52%

18 | feel motivated to pursue professional development activities and 23% 26% 51%
experiences.

19 I have the support | need to pursue professional development 22% 28% 50%
activities and experiences.

20 | would recommend WSP as a great place to work. 23% 27% 50%

21 | feel like a valued member of WSP. 25% 26% 49%

22 | regularly receive praise and recognition for my work and 28% 25% 47%
contributions.

23 Important changes and information are communicated effectively 32% 22% 46%
across our organization.

24 | receive effective coaching/mentoring to support my professional 27% 29% 45%
growth.

25 | am excited about the direction of WSP. 28% 35% 38%

26 I have high confidence in the leadership and management of WSP. 37% 26% 37%

27 | WSP has an inclusive environment where different work styles 38% 26% 36%

personalities and approaches are valued.
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Responses per Bureau
The table below provides the employee perceptions for each Bureau and each statement:

Statement Disagree | Neutral Agree

Important changes and information are communicated effectively
across our organization.

Commercial Vehicle Enforcement Bureau 31% 17% 52%
Field Operations Bureau 35% 21% 44%
Fire Protection Bureau 45% 16% 39%
Forensic Laboratory Services Bureau 30% 24% 46%
Investigative Services Bureau 24% 24% 52%
Other 29% 24% 47%
Technical Services Bureau 35% 25% 40%
Grand Total 32% 22% 46%

WSP has an inclusive environment where different work styles
personalities and approaches are valued.

Commercial Vehicle Enforcement Bureau 32% 28% 40%
Field Operations Bureau 47% 21% 32%
Fire Protection Bureau 37% 29% 34%
Forensic Laboratory Services Bureau 35% 29% 36%
Investigative Services Bureau 30% 27% 43%
Other 33% 18% 49%
Technical Services Bureau 36% 31% 33%
Grand Total 38% 25% 37%
I can see myself working at WSP until retirement.

Commercial Vehicle Enforcement Bureau 7% 18% 75%
Field Operations Bureau 12% 18% 70%
Fire Protection Bureau 11% 37% 53%
Forensic Laboratory Services Bureau 16% 22% 62%
Investigative Services Bureau 11% 12% 77%
Other 24% 22% 54%
Technical Services Bureau 14% 24% 63%
Grand Total 13% 19% 68%
| feel like a valued member of WSP.

Commercial Vehicle Enforcement Bureau 26% 20% 54%
Field Operations Bureau 26% 25% 49%
Fire Protection Bureau 32% 26% 42%
Forensic Laboratory Services Bureau 31% 30% 39%
Investigative Services Bureau 20% 25% 55%
Other 32% 27% 41%
Technical Services Bureau 22% 27% 51%
Grand Total 25% 25% 49%
| am motivated to go above and beyond what is expected of me in

my role.

Commercial Vehicle Enforcement Bureau 14% 17% 68%
Field Operations Bureau 21% 17% 62%
Fire Protection Bureau 13% 8% 79%
Forensic Laboratory Services Bureau 15% 19% 66%
Investigative Services Bureau 10% 16% 74%
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Other 18% 21% 61%
Technical Services Bureau 14% 17% 69%
Grand Total 16% 17% 67%
| am excited about the direction of the WSP.

Commercial Vehicle Enforcement Bureau 24% 32% 43%
Field Operations Bureau 30% 30% 40%
Fire Protection Bureau 21% 42% 37%
Forensic Laboratory Services Bureau 28% 47% 25%
Investigative Services Bureau 24% 35% 41%
Other 27% 31% 42%
Technical Services Bureau 29% 40% 31%
Grand Total 28% 35% 38%
I understand how my work helps WSP achieve its goals.

Commercial Vehicle Enforcement Bureau 8% 12% 80%
Field Operations Bureau 11% 22% 68%
Fire Protection Bureau 8% 13% 79%
Forensic Laboratory Services Bureau 6% 15% 79%
Investigative Services Bureau 6% 12% 82%
Other 5% 18% 77%
Technical Services Bureau 5% 15% 80%
Grand Total 8% 17% 76%
I would recommend WSP as a great place to work.

Commercial Vehicle Enforcement Bureau 21% 24% 56%
Field Operations Bureau 27% 27% 45%
Fire Protection Bureau 8% 53% 39%
Forensic Laboratory Services Bureau 25% 31% 45%
Investigative Services Bureau 25% 23% 52%
Other 23% 25% 51%
Technical Services Bureau 21% 27% 52%
Grand Total 24% 27% 49%
I am proud to work at WSP.

Commercial Vehicle Enforcement Bureau 7% 19% 75%
Field Operations Bureau 9% 20% 72%
Fire Protection Bureau 0% 18% 82%
Forensic Laboratory Services Bureau 8% 26% 65%
Investigative Services Bureau 7% 17% 76%
Other 10% 16% 74%
Technical Services Bureau 3% 22% 75%
Grand Total 7% 20% 73%

I regularly receive praise and recognition for my work and
contributions.

Commercial Vehicle Enforcement Bureau 27% 26% 47%
Field Operations Bureau 27% 25% 48%
Fire Protection Bureau 37% 29% 34%
Forensic Laboratory Services Bureau 35% 28% 38%
Investigative Services Bureau 25% 26% 49%
Other 32% 19% 49%
Technical Services Bureau 29% 25% 46%
Grand Total 28% 25% 47%

WSP values diversity (e.g. gender, ethnicity) among its employees.
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Commercial Vehicle Enforcement Bureau 5% 25% 70%
Field Operations Bureau 8% 26% 67%
Fire Protection Bureau 8% 18% 74%
Forensic Laboratory Services Bureau 13% 32% 55%
Investigative Services Bureau 5% 22% 72%
Other 8% 25% 67%
Technical Services Bureau 7% 31% 61%
Grand Total 7% 26% 66%
WSP makes a meaningful and positive impact on the State of

Washington.

Commercial Vehicle Enforcement Bureau 1% 14% 85%
Field Operations Bureau 5% 17% 77%
Fire Protection Bureau 5% 11% 84%
Forensic Laboratory Services Bureau 2% 10% 88%
Investigative Services Bureau 3% 12% 85%
Other 5% 15% 79%
Technical Services Bureau 2% 14% 84%
Grand Total 3% 15% 82%
| am encouraged to share my thoughts and ideas.

Commercial Vehicle Enforcement Bureau 22% 24% 54%
Field Operations Bureau 29% 25% 46%
Fire Protection Bureau 18% 24% 58%
Forensic Laboratory Services Bureau 18% 28% 54%
Investigative Services Bureau 21% 22% 57%
Other 24% 30% 46%
Technical Services Bureau 19% 22% 58%
Grand Total 23% 25% 52%
I can be open and honest with my direct supervisor.

Commercial Vehicle Enforcement Bureau 15% 10% 75%
Field Operations Bureau 17% 13% 70%
Fire Protection Bureau 11% 11% 79%
Forensic Laboratory Services Bureau 12% 17% 71%
Investigative Services Bureau 12% 11% 77%
Other 17% 18% 65%
Technical Services Bureau 13% 12% 76%
Grand Total 15% 13% 73%
I have high confidence in the leadership and management of the

WSP.

Commercial Vehicle Enforcement Bureau 32% 24% 44%
Field Operations Bureau 41% 26% 33%
Fire Protection Bureau 37% 16% 47%
Forensic Laboratory Services Bureau 41% 28% 31%
Investigative Services Bureau 36% 24% 40%
Other 33% 25% 41%
Technical Services Bureau 34% 29% 37%
Grand Total 37% 26% 37%
My role makes good use of my skills and abilities.

Commercial Vehicle Enforcement Bureau 14% 14% 72%
Field Operations Bureau 17% 20% 63%
Fire Protection Bureau 8% 16% 76%
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Forensic Laboratory Services Bureau 8% 19% 72%
Investigative Services Bureau 8% 16% 76%
Other 14% 19% 67%
Technical Services Bureau 10% 17% 72%
Grand Total 13% 18% 69%
My experience working at WSP is in line with my expectations.

Commercial Vehicle Enforcement Bureau 16% 25% 59%
Field Operations Bureau 21% 23% 56%
Fire Protection Bureau 13% 26% 61%
Forensic Laboratory Services Bureau 19% 26% 55%
Investigative Services Bureau 12% 24% 64%
Other 16% 29% 55%
Technical Services Bureau 15% 27% 59%
Grand Total 17% 25% 58%

The roles available at WSP have helped strengthen my skills and
competencies.

Commercial Vehicle Enforcement Bureau 13% 30% 57%
Field Operations Bureau 20% 23% 57%
Fire Protection Bureau 21% 18% 61%
Forensic Laboratory Services Bureau 15% 28% 57%
Investigative Services Bureau 9% 22% 69%
Other 10% 32% 58%
Technical Services Bureau 14% 29% 57%
Grand Total 15% 26% 59%
I have the equipment and resources | need to do my work well.

Commercial Vehicle Enforcement Bureau 20% 20% 60%
Field Operations Bureau 32% 20% 48%
Fire Protection Bureau 37% 29% 34%
Forensic Laboratory Services Bureau 18% 22% 61%
Investigative Services Bureau 21% 19% 61%
Other 23% 19% 58%
Technical Services Bureau 30% 23% 47%
Grand Total 26% 21% 53%
I am encouraged to always do what is right at work.

Commercial Vehicle Enforcement Bureau 4% 10% 87%
Field Operations Bureau 7% 11% 81%
Fire Protection Bureau 8% 8% 84%
Forensic Laboratory Services Bureau 5% 10% 85%
Investigative Services Bureau 5% 9% 85%
Other 9% 13% 78%
Technical Services Bureau 5% 12% 83%
Grand Total 6% 11% 83%
| know what is expected of me at work.

Commercial Vehicle Enforcement Bureau 6% 7% 87%
Field Operations Bureau 4% 11% 85%
Fire Protection Bureau 8% 13% 79%
Forensic Laboratory Services Bureau 3% 8% 88%
Investigative Services Bureau 5% 8% 87%
Other 6% 20% 74%
Technical Services Bureau 4% 11% 85%
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Grand Total 5% 10% 85%
I regularly receive feedback that helps me elevate my performance.

Commercial Vehicle Enforcement Bureau 18% 23% 59%
Field Operations Bureau 19% 26% 55%
Fire Protection Bureau 29% 21% 50%
Forensic Laboratory Services Bureau 27% 28% 45%
Investigative Services Bureau 18% 26% 57%
Other 23% 23% 53%
Technical Services Bureau 20% 28% 52%
Grand Total 20% 26% 54%
I have a clear understanding of the factors used to gauge my

performance.

Commercial Vehicle Enforcement Bureau 11% 22% 67%
Field Operations Bureau 19% 21% 60%
Fire Protection Bureau 21% 21% 58%
Forensic Laboratory Services Bureau 15% 25% 60%
Investigative Services Bureau 11% 17% 72%
Other 21% 19% 60%
Technical Services Bureau 17% 19% 63%
Grand Total 16% 20% 64%
| receive effective coaching / mentoring to support my professional

growth.

Commercial Vehicle Enforcement Bureau 24% 28% 48%
Field Operations Bureau 27% 29% 44%
Fire Protection Bureau 42% 18% 39%
Forensic Laboratory Services Bureau 35% 27% 38%
Investigative Services Bureau 23% 30% 47%
Other 24% 25% 50%
Technical Services Bureau 28% 27% 44%
Grand Total 27% 28% 45%

| feel motivated to pursue professional development activities and
experiences.

Commercial Vehicle Enforcement Bureau 21% 31% 49%
Field Operations Bureau 28% 24% 48%
Fire Protection Bureau 24% 29% 47%
Forensic Laboratory Services Bureau 26% 25% 49%
Investigative Services Bureau 17% 25% 58%
Other 24% 22% 54%
Technical Services Bureau 20% 29% 51%
Grand Total 23% 26% 51%

I have the support | need to pursue professional development
activities and experiences.

Commercial Vehicle Enforcement Bureau 21% 26% 52%
Field Operations Bureau 26% 25% 48%
Fire Protection Bureau 34% 34% 32%
Forensic Laboratory Services Bureau 25% 25% 49%
Investigative Services Bureau 17% 27% 56%
Other 20% 30% 50%
Technical Services Bureau 20% 31% 49%
Grand Total 23% 27% 50%
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In the past year | have grown professionally as a result of working at

WSP.

Commercial Vehicle Enforcement Bureau 21% 26% 53%
Field Operations Bureau 25% 24% 51%
Fire Protection Bureau 26% 21% 53%
Forensic Laboratory Services Bureau 25% 25% 51%
Investigative Services Bureau 15% 27% 58%
Other 21% 28% 51%
Technical Services Bureau 18% 27% 55%
Grand Total 21% 26% 53%

Responses per Division / District

Statement Disagree Neutral Agree

Important changes and information are communicated effectively
across our organization.

Budget and Fiscal Services 19.4% 9.7% 71.0%
Commercial Vehicle Division 44.4% 16.7% 38.9%
Communications Division 42.5% 26.0% 31.5%
Crime Laboratory Division 34.5% 18.4% 47.1%
Criminal Investigation Division 28.6% 26.8% 44.6%
Criminal Records Division 11.7% 23.4% 64.9%
District 1 49.5% 21.2% 29.3%
District 2 48.6% 19.6% 31.8%
District 3 29.6% 22.2% 48.1%
District 4 25.0% 29.4% 45.6%
District 5 14.8% 21.3% 63.9%
District 6 47.6% 15.9% 36.5%
District 7 28.4% 18.2% 53.4%
District 8 17.3% 23.1% 59.6%
Electronic Services Division 29.4% 29.4% 41.2%
Fire Training Academy 71.4% 0.0% 28.6%
Headquarters 31.0% 10.3% 58.6%
Homeland Security Division 50.0% 15.9% 34.1%
Human Resources Division 35.3% 32.4% 32.4%
Impaired Driving Section 40.0% 50.0% 10.0%
Information Technology Division 28.8% 25.8% 45.5%
Investigative Assistance Division 11.8% 26.5% 61.8%
Motor Carrier Division 15.2% 27.3% 57.6%
Office of Professional Standards 9.1% 18.2% 72.7%
Other 34.6% 23.1% 42.3%
Prevention Division 23.5% 29.4% 47.1%
Property Management Division 26.7% 17.8% 55.6%
Risk Management Division 18.2% 9.1% 72.7%
Special Operations Division 29.7% 27.0% 43.2%
Toxicology Laboratory Division 14.3% 50.0% 35.7%

43| Page





slalom

Training Division 37.9% 17.2% 44.8%
Grand Total 32.1% 22.0% 46.0%

WSP has an inclusive environment where different work styles
personalities and approaches are valued.

Budget and Fiscal Services 38.7% 22.6% 38.7%
Commercial Vehicle Division 44.4% 24.1% 31.5%
Communications Division 43.8% 32.9% 23.3%
Crime Laboratory Division 32.2% 33.3% 34.5%
Criminal Investigation Division 37.5% 33.9% 28.6%
Criminal Records Division 15.6% 19.5% 64.9%
District 1 47.5% 17.2% 35.4%
District 2 58.9% 15.9% 25.2%
District 3 38.9% 25.9% 35.2%
District 4 50.0% 23.5% 26.5%
District 5 24.6% 34.4% 41.0%
District 6 65.1% 15.9% 19.0%
District 7 35.2% 26.1% 38.6%
District 8 34.6% 23.1% 42.3%
Electronic Services Division 11.8% 41.2% 47.1%
Fire Training Academy 28.6% 28.6% 42.9%
Headquarters 34.5% 31.0% 34.5%
Homeland Security Division 56.8% 27.3% 15.9%
Human Resources Division 32.4% 41.2% 26.5%
Impaired Driving Section 70.0% 10.0% 20.0%
Information Technology Division 33.3% 28.8% 37.9%
Investigative Assistance Division 17.6% 29.4% 52.9%
Motor Carrier Division 24.2% 24.2% 51.5%
Office of Professional Standards 9.1% 27.3% 63.6%
Other 30.8% 23.1% 46.2%
Prevention Division 35.3% 35.3% 29.4%
Property Management Division 24.4% 26.7% 48.9%
Risk Management Division 18.2% 27.3% 54.5%
Special Operations Division 40.5% 13.5% 45.9%
Toxicology Laboratory Division 35.7% 14.3% 50.0%
Training Division 20.7% 24.1% 55.2%
Grand Total 38.1% 25.3% 36.6%
| can see myself working at WSP until retirement.

Budget and Fiscal Services 16.1% 25.8% 58.1%
Commercial Vehicle Division 5.6% 16.7% 77.8%
Communications Division 26.0% 24.7% 49.3%
Crime Laboratory Division 18.4% 19.5% 62.1%
Criminal Investigation Division 3.6% 12.5% 83.9%
Criminal Records Division 19.5% 18.2% 62.3%
District 1 19.2% 17.2% 63.6%
District 2 22.4% 20.6% 57.0%
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District 3

District 4

District 5

District 6

District 7

District 8

Electronic Services Division

Fire Training Academy
Headquarters

Homeland Security Division
Human Resources Division
Impaired Driving Section
Information Technology Division
Investigative Assistance Division
Motor Carrier Division

Office of Professional Standards
Other

Prevention Division

Property Management Division
Risk Management Division
Special Operations Division
Toxicology Laboratory Division
Training Division

Grand Total

| feel like a valued member of WSP.

Budget and Fiscal Services
Commercial Vehicle Division
Communications Division
Crime Laboratory Division
Criminal Investigation Division
Criminal Records Division
District 1

District 2

District 3

District 4

District 5

District 6

District 7

District 8

Electronic Services Division
Fire Training Academy
Headquarters

Homeland Security Division
Human Resources Division
Impaired Driving Section

45|Page

7.4%
7.4%
4.9%
14.3%
17.0%
0.0%
11.8%
0.0%
10.3%
13.6%
17.6%
10.0%
4.5%
8.8%
6.1%
0.0%
15.4%
17.6%
8.9%
0.0%
2.7%
21.4%
3.4%
12.6%

25.8%
35.2%
41.1%
28.7%
23.2%
13.0%
33.3%
41.1%
22.2%
33.8%

9.8%
44.4%
23.9%

5.8%

5.9%
42.9%
10.3%
27.3%
29.4%
50.0%

20.4%
19.1%
14.8%
27.0%
15.9%
17.3%
23.5%
85.7%
20.7%

9.1%
26.5%
20.0%
30.3%

8.8%

6.1%

9.1%
11.5%
17.6%
24.4%
18.2%
13.5%
42.9%
13.8%
19.2%

29.0%
14.8%
27.4%
29.9%
17.9%
27.3%
31.3%
24.3%
27.8%
25.0%
21.3%
25.4%
25.0%
28.8%
41.2%
28.6%
27.6%
36.4%
11.8%
30.0%

slalom

72.2%
73.5%
80.3%
58.7%
67.0%
82.7%
64.7%
14.3%
69.0%
77.3%
55.9%
70.0%
65.2%
82.4%
87.9%
90.9%
73.1%
64.7%
66.7%
81.8%
83.8%
35.7%
82.8%
68.1%

45.2%
50.0%
31.5%
41.4%
58.9%
59.7%
35.4%
34.6%
50.0%
41.2%
68.9%
30.2%
51.1%
65.4%
52.9%
28.6%
62.1%
36.4%
58.8%
20.0%





Information Technology Division
Investigative Assistance Division
Motor Carrier Division

Office of Professional Standards
Other

Prevention Division

Property Management Division
Risk Management Division
Special Operations Division
Toxicology Laboratory Division
Training Division

Grand Total

| am motivated to go above and beyond what is expected of me in my

role.
Budget and Fiscal Services

Commercial Vehicle Division
Communications Division

Crime Laboratory Division
Criminal Investigation Division
Criminal Records Division
District 1

District 2

District 3

District 4

District 5

District 6

District 7

District 8

Electronic Services Division

Fire Training Academy
Headquarters

Homeland Security Division
Human Resources Division
Impaired Driving Section
Information Technology Division
Investigative Assistance Division
Motor Carrier Division

Office of Professional Standards
Other

Prevention Division

Property Management Division
Risk Management Division
Special Operations Division
Toxicology Laboratory Division
Training Division
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13.6%
17.6%
12.1%

9.1%
23.1%
17.6%
24.4%

9.1%
10.8%
42.9%
17.2%
25.5%

16.1%
27.8%
24.7%
13.8%
7.1%
9.1%
27.3%
30.8%
16.7%
17.6%
4.9%
27.0%
19.3%
1.9%
5.9%
28.6%
10.3%
20.5%
14.7%
20.0%
9.1%
0.0%
3.0%
0.0%
15.4%
11.8%
13.3%
0.0%
16.2%
21.4%
10.3%

30.3%
17.6%
21.2%

0.0%
19.2%
29.4%
15.6%
27.3%
27.0%
28.6%
27.6%
25.4%

12.9%
11.1%
20.5%
18.4%
14.3%
14.3%
15.2%
18.7%
16.7%
16.2%
16.4%
23.8%
15.9%
28.8%
11.8%

0.0%

3.4%
31.8%
14.7%
20.0%
21.2%
14.7%
18.2%

9.1%
15.4%

0.0%
13.3%

9.1%
18.9%
35.7%
13.8%

slalom

56.1%
64.7%
66.7%
90.9%
57.7%
52.9%
60.0%
63.6%
62.2%
28.6%
55.2%
49.2%

71.0%
61.1%
54.8%
67.8%
78.6%
76.6%
57.6%
50.5%
66.7%
66.2%
78.7%
49.2%
64.8%
69.2%
82.4%
71.4%
86.2%
47.7%
70.6%
60.0%
69.7%
85.3%
78.8%
90.9%
69.2%
88.2%
73.3%
90.9%
64.9%
42.9%
75.9%





slalom

Grand Total 16.2% 17.2% 66.6%
| am excited about the direction of the WSP.

Budget and Fiscal Services 22.6% 25.8% 51.6%
Commercial Vehicle Division 33.3% 25.9% 40.7%
Communications Division 34.2% 41.1% 24.7%
Crime Laboratory Division 32.2% 41.4% 26.4%
Criminal Investigation Division 41.1% 28.6% 30.4%
Criminal Records Division 6.5% 35.1% 58.4%
District 1 36.4% 35.4% 28.3%
District 2 51.4% 25.2% 23.4%
District 3 18.5% 33.3% 48.1%
District 4 29.4% 41.2% 29.4%
District 5 8.2% 36.1% 55.7%
District 6 50.8% 28.6% 20.6%
District 7 23.9% 33.0% 43.2%
District 8 19.2% 23.1% 57.7%
Electronic Services Division 35.3% 47.1% 17.6%
Fire Training Academy 28.6% 28.6% 42.9%
Headquarters 10.3% 31.0% 58.6%
Homeland Security Division 38.6% 38.6% 22.7%
Human Resources Division 26.5% 38.2% 35.3%
Impaired Driving Section 40.0% 40.0% 20.0%
Information Technology Division 22.7% 42.4% 34.8%
Investigative Assistance Division 11.8% 47.1% 41.2%
Motor Carrier Division 18.2% 27.3% 54.5%
Office of Professional Standards 9.1% 18.2% 72.7%
Other 26.9% 38.5% 34.6%
Prevention Division 17.6% 41.2% 41.2%
Property Management Division 20.0% 42.2% 37.8%
Risk Management Division 0.0% 36.4% 63.6%
Special Operations Division 21.6% 27.0% 51.4%
Toxicology Laboratory Division 7.1% 78.6% 14.3%
Training Division 20.7% 37.9% 41.4%
Grand Total 27.6% 34.9% 37.5%
I understand how my work helps WSP achieve its goals.

Budget and Fiscal Services 3.2% 19.4% 77.4%
Commercial Vehicle Division 11.1% 14.8% 74.1%
Communications Division 4.1% 19.2% 76.7%
Crime Laboratory Division 6.9% 13.8% 79.3%
Criminal Investigation Division 7.1% 14.3% 78.6%
Criminal Records Division 5.2% 9.1% 85.7%
District 1 12.1% 29.3% 58.6%
District 2 15.0% 27.1% 57.9%
District 3 9.3% 18.5% 72.2%
District 4 14.7% 17.6% 67.6%
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District 5

District 6

District 7

District 8

Electronic Services Division

Fire Training Academy
Headquarters

Homeland Security Division
Human Resources Division
Impaired Driving Section
Information Technology Division
Investigative Assistance Division
Motor Carrier Division

Office of Professional Standards
Other

Prevention Division

Property Management Division
Risk Management Division
Special Operations Division
Toxicology Laboratory Division
Training Division

Grand Total

| would recommend WSP as a great place to work.

Budget and Fiscal Services
Commercial Vehicle Division
Communications Division
Crime Laboratory Division
Criminal Investigation Division
Criminal Records Division
District 1

District 2

District 3

District 4

District 5

District 6

District 7

District 8

Electronic Services Division
Fire Training Academy
Headquarters

Homeland Security Division
Human Resources Division
Impaired Driving Section
Information Technology Division
Investigative Assistance Division
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6.6%
15.9%
5.7%
0.0%
0.0%
14.3%
6.9%
6.8%
14.7%
0.0%
3.0%
0.0%
0.0%
0.0%
7.7%
0.0%
8.9%
0.0%
5.4%
14.3%
6.9%
7.7%

12.9%
35.2%
31.5%
23.0%
26.8%
10.4%
31.3%
48.6%
22.2%
20.6%
13.1%
38.1%
26.1%
15.4%
17.6%
14.3%

6.9%
59.1%
20.6%
50.0%
10.6%
11.8%

8.2%
25.4%
17.0%
19.2%
17.6%
14.3%
10.3%
18.2%

8.8%
30.0%

3.0%

8.8%

6.1%

9.1%
19.2%
17.6%
11.1%
18.2%
18.9%
14.3%
10.3%
16.5%

29.0%
18.5%
24.7%
31.0%
32.1%
13.0%
34.3%
23.4%
24.1%
30.9%
18.0%
33.3%
25.0%
28.8%
23.5%
71.4%
24.1%
22.7%
32.4%
30.0%
36.4%
32.4%

slalom

85.2%
58.7%
77.3%
80.8%
82.4%
71.4%
82.8%
75.0%
76.5%
70.0%
93.9%
91.2%
93.9%
90.9%
73.1%
82.4%
80.0%
81.8%
75.7%
71.4%
82.8%
75.7%

58.1%
46.3%
43.8%
46.0%
41.1%
76.6%
34.3%
28.0%
53.7%
48.5%
68.9%
28.6%
48.9%
55.8%
58.8%
14.3%
69.0%
18.2%
47.1%
20.0%
53.0%
55.9%





Motor Carrier Division 6.1%
Office of Professional Standards 9.1%
Other 19.2%
Prevention Division 5.9%
Property Management Division 11.1%
Risk Management Division 0.0%
Special Operations Division 18.9%
Toxicology Laboratory Division 14.3%
Training Division 13.8%
Grand Total 23.9%
| am proud to work at WSP.

Budget and Fiscal Services 9.7%
Commercial Vehicle Division 9.3%
Communications Division 6.8%
Crime Laboratory Division 6.9%
Criminal Investigation Division 7.1%
Criminal Records Division 2.6%
District 1 10.1%
District 2 17.8%
District 3 7.4%
District 4 2.9%
District 5 1.6%
District 6 11.1%
District 7 9.1%
District 8 1.9%
Electronic Services Division 0.0%
Fire Training Academy 0.0%
Headquarters 6.9%
Homeland Security Division 15.9%
Human Resources Division 2.9%
Impaired Driving Section 20.0%
Information Technology Division 0.0%
Investigative Assistance Division 5.9%
Motor Carrier Division 3.0%
Office of Professional Standards 9.1%
Other 7.7%
Prevention Division 0.0%
Property Management Division 4.4%
Risk Management Division 0.0%
Special Operations Division 2.7%
Toxicology Laboratory Division 7.1%
Training Division 6.9%
Grand Total 7.0%

I regularly receive praise and recognition for my work and contributions.
Budget and Fiscal Services 41.9%
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15.2%

9.1%
26.9%
41.2%
33.3%

9.1%
27.0%
42.9%
24.1%
27.1%

22.6%
14.8%
24.7%
29.9%
19.6%
11.7%
26.3%
25.2%
16.7%
20.6%

9.8%
25.4%
19.3%

7.7%
17.6%
28.6%

6.9%
38.6%
26.5%
10.0%
25.8%

8.8%

9.1%

0.0%
23.1%
11.8%
15.6%

0.0%
18.9%
21.4%
10.3%
19.7%

12.9%

slalom

78.8%
81.8%
53.8%
52.9%
55.6%
90.9%
54.1%
42.9%
62.1%
49.0%

67.7%
75.9%
68.5%
63.2%
73.2%
85.7%
63.6%
57.0%
75.9%
76.5%
88.5%
63.5%
71.6%
90.4%
82.4%
71.4%
86.2%
45.5%
70.6%
70.0%
74.2%
85.3%
87.9%
90.9%
69.2%
88.2%
80.0%
100.0%
78.4%
71.4%
82.8%
73.2%

45.2%





Commercial Vehicle Division
Communications Division
Crime Laboratory Division
Criminal Investigation Division
Criminal Records Division
District 1

District 2

District 3

District 4

District 5

District 6

District 7

District 8

Electronic Services Division

Fire Training Academy
Headquarters

Homeland Security Division
Human Resources Division
Impaired Driving Section
Information Technology Division
Investigative Assistance Division
Motor Carrier Division

Office of Professional Standards
Other

Prevention Division

Property Management Division
Risk Management Division
Special Operations Division
Toxicology Laboratory Division
Training Division

Grand Total

WSP values diversity (e.g. gender, ethnicity) among its employees.

Budget and Fiscal Services
Commercial Vehicle Division
Communications Division
Crime Laboratory Division
Criminal Investigation Division
Criminal Records Division
District 1

District 2

District 3

District 4

District 5

District 6

District 7
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35.2%
39.7%
29.9%
19.6%
18.2%
36.4%
31.8%
33.3%
29.4%
14.8%
47.6%
21.6%

5.8%
35.3%
28.6%
31.0%
38.6%
38.2%
60.0%
22.7%
26.5%

9.1%

9.1%
23.1%
23.5%
24.4%

9.1%
29.7%
57.1%
17.2%
28.5%

0.0%
9.3%
4.1%
16.1%
5.4%
3.9%
10.1%
14.0%
3.7%
4.4%
1.6%
12.7%
3.4%

14.8%
16.4%
28.7%
28.6%
24.7%
26.3%
23.4%
25.9%
23.5%
26.2%
23.8%
30.7%
38.5%
35.3%
28.6%
10.3%
27.3%
14.7%
30.0%
19.7%
23.5%
33.3%
18.2%
26.9%
41.2%
26.7%
18.2%
24.3%
21.4%
37.9%
25.0%

32.3%
31.5%
39.7%
29.9%
30.4%
22.1%
31.3%
28.0%
18.5%
27.9%
19.7%
27.0%
29.5%

slalom

50.0%
43.8%
41.4%
51.8%
57.1%
37.4%
44.9%
40.7%
47.1%
59.0%
28.6%
47.7%
55.8%
29.4%
42.9%
58.6%
34.1%
47.1%
10.0%
57.6%
50.0%
57.6%
72.7%
50.0%
35.3%
48.9%
72.7%
45.9%
21.4%
44.8%
46.5%

67.7%
59.3%
56.2%
54.0%
64.3%
74.0%
58.6%
57.9%
77.8%
67.6%
78.7%
60.3%
67.0%





District 8

Electronic Services Division

Fire Training Academy
Headquarters

Homeland Security Division
Human Resources Division
Impaired Driving Section
Information Technology Division
Investigative Assistance Division
Motor Carrier Division

Office of Professional Standards
Other

Prevention Division

Property Management Division
Risk Management Division
Special Operations Division
Toxicology Laboratory Division
Training Division

Grand Total

WSP makes a meaningful and positive impact on the State of

Washington.
Budget and Fiscal Services

Commercial Vehicle Division
Communications Division

Crime Laboratory Division
Criminal Investigation Division
Criminal Records Division
District 1

District 2

District 3

District 4

District 5

District 6

District 7

District 8

Electronic Services Division

Fire Training Academy
Headquarters

Homeland Security Division
Human Resources Division
Impaired Driving Section
Information Technology Division
Investigative Assistance Division
Motor Carrier Division

Office of Professional Standards
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0.0%
0.0%
0.0%
10.3%
9.1%
23.5%
10.0%
6.1%
2.9%
0.0%
0.0%
23.1%
11.8%
4.4%
0.0%
2.7%
7.1%
13.8%
7.5%

0.0%
7.4%
2.7%
2.3%
3.6%
3.9%
5.1%
7.5%
0.0%
2.9%
3.3%
12.7%
4.5%
1.9%
5.9%
0.0%
0.0%
2.3%
5.9%
0.0%
0.0%
0.0%
0.0%
0.0%

17.3%
29.4%
28.6%
20.7%
34.1%
26.5%
40.0%
27.3%

8.8%
15.2%

0.0%
23.1%
17.6%
28.9%
18.2%
24.3%
50.0%

6.9%
26.4%

19.4%
14.8%
19.2%
8.0%
23.2%
9.1%
26.3%
24.3%
20.4%
16.2%
8.2%
25.4%
10.2%
7.7%
5.9%
14.3%
10.3%
15.9%
20.6%
20.0%
9.1%
8.8%
3.0%
0.0%

slalom

82.7%
70.6%
71.4%
69.0%
56.8%
50.0%
50.0%
66.7%
88.2%
84.8%
100.0%
53.8%
70.6%
66.7%
81.8%
73.0%
42.9%
79.3%
66.1%

80.6%
77.8%
78.1%
89.7%
73.2%
87.0%
68.7%
68.2%
79.6%
80.9%
88.5%
61.9%
85.2%
90.4%
88.2%
85.7%
89.7%
81.8%
73.5%
80.0%
90.9%
91.2%
97.0%
100.0%





Other

Prevention Division

Property Management Division
Risk Management Division
Special Operations Division
Toxicology Laboratory Division
Training Division

Grand Total

| am encouraged to share my thoughts and ideas.

Budget and Fiscal Services
Commercial Vehicle Division
Communications Division
Crime Laboratory Division
Criminal Investigation Division
Criminal Records Division
District 1

District 2

District 3

District 4

District 5

District 6

District 7

District 8

Electronic Services Division

Fire Training Academy
Headquarters

Homeland Security Division
Human Resources Division
Impaired Driving Section
Information Technology Division
Investigative Assistance Division
Motor Carrier Division

Office of Professional Standards
Other

Prevention Division

Property Management Division
Risk Management Division
Special Operations Division
Toxicology Laboratory Division
Training Division

Grand Total

| can be open and honest with my direct supervisor.

Budget and Fiscal Services
Commercial Vehicle Division
Communications Division

b2|Page

0.0%
11.8%
0.0%
0.0%
0.0%
0.0%
3.4%
3.5%

19.4%
25.9%
21.9%
16.1%
19.6%
13.0%
32.3%
40.2%
20.4%
35.3%

9.8%
52.4%
23.9%
11.5%
17.6%
28.6%

6.9%
43.2%
32.4%
10.0%
10.6%
23.5%
12.1%

0.0%
23.1%
11.8%
13.3%

0.0%
18.9%
28.6%
20.7%
23.4%

19.4%
16.7%
19.2%

7.7%
11.8%
6.7%
0.0%
8.1%
7.1%
10.3%
14.5%

19.4%
24.1%
37.0%
27.6%
28.6%
14.3%
34.3%
23.4%
35.2%
20.6%
24.6%
14.3%
23.9%
34.6%
41.2%
28.6%
27.6%
22.7%
14.7%
20.0%
19.7%
17.6%
21.2%

0.0%
19.2%
17.6%
28.9%

9.1%
24.3%
35.7%
13.8%
24.5%

19.4%
7.4%
23.3%

slalom

92.3%
76.5%
93.3%
100.0%
91.9%
92.9%
86.2%
82.0%

61.3%
50.0%
41.1%
56.3%
51.8%
72.7%
33.3%
36.4%
44.4%
44.1%
65.6%
33.3%
52.3%
53.8%
41.2%
42.9%
65.5%
34.1%
52.9%
70.0%
69.7%
58.8%
66.7%
100.0%
57.7%
70.6%
57.8%
90.9%
56.8%
35.7%
65.5%
52.1%

61.3%
75.9%
57.5%





Crime Laboratory Division
Criminal Investigation Division
Criminal Records Division
District 1

District 2

District 3

District 4

District 5

District 6

District 7

District 8

Electronic Services Division

Fire Training Academy
Headquarters

Homeland Security Division
Human Resources Division
Impaired Driving Section
Information Technology Division
Investigative Assistance Division
Motor Carrier Division

Office of Professional Standards
Other

Prevention Division

Property Management Division
Risk Management Division
Special Operations Division
Toxicology Laboratory Division
Training Division

Grand Total

I have high confidence in the leadership and management of the WSP.

Budget and Fiscal Services
Commercial Vehicle Division
Communications Division
Crime Laboratory Division
Criminal Investigation Division
Criminal Records Division
District 1

District 2

District 3

District 4

District 5

District 6

District 7

District 8

Electronic Services Division
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12.6%
7.1%
11.7%
17.2%
29.0%
14.8%
8.8%
8.2%
25.4%
13.6%
13.5%
17.6%
28.6%
3.4%
11.4%
17.6%
30.0%
6.1%
17.6%
0.0%
0.0%
19.2%
5.9%
15.6%
0.0%
18.9%
7.1%
6.9%
14.5%

25.8%
40.7%
39.7%
42.5%
48.2%
22.1%
55.6%
59.8%
38.9%
38.2%
14.8%
60.3%
31.8%
21.2%
47.1%

13.8%
14.3%
11.7%
13.1%
9.3%
18.5%
16.2%
4.9%
22.2%
17.0%
11.5%
5.9%
0.0%
6.9%
15.9%
5.9%
10.0%
7.6%
5.9%
15.2%
9.1%
3.8%
11.8%
11.1%
0.0%
10.8%
21.4%
6.9%
12.6%

25.8%
20.4%
30.1%
25.3%
17.9%
32.5%
23.2%
19.6%
25.9%
25.0%
42.6%
14.3%
29.5%
30.8%
29.4%

slalom

73.6%
78.6%
76.6%
69.7%
61.7%
66.7%
75.0%
86.9%
52.4%
69.3%
75.0%
76.5%
71.4%
89.7%
72.7%
76.5%
60.0%
86.4%
76.5%
84.8%
90.9%
76.9%
82.4%
73.3%
100.0%
70.3%
71.4%
86.2%
72.9%

48.4%
38.9%
30.1%
32.2%
33.9%
45.5%
21.2%
20.6%
35.2%
36.8%
42.6%
25.4%
38.6%
48.1%
23.5%





Fire Training Academy
Headquarters

Homeland Security Division
Human Resources Division
Impaired Driving Section
Information Technology Division
Investigative Assistance Division
Motor Carrier Division

Office of Professional Standards
Other

Prevention Division

Property Management Division
Risk Management Division
Special Operations Division
Toxicology Laboratory Division
Training Division

Grand Total

My role makes good use of my skills and abilities.

Budget and Fiscal Services
Commercial Vehicle Division
Communications Division

Crime Laboratory Division
Criminal Investigation Division
Criminal Records Division
District 1

District 2

District 3

District 4

District 5

District 6

District 7

District 8

Electronic Services Division

Fire Training Academy
Headquarters

Homeland Security Division
Human Resources Division
Impaired Driving Section
Information Technology Division
Investigative Assistance Division
Motor Carrier Division

Office of Professional Standards
Other

Prevention Division

Property Management Division
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42.9%
20.7%
61.4%
44.1%
70.0%
24.2%
17.6%
12.1%

9.1%
30.8%
23.5%
28.9%

0.0%
29.7%
21.4%
27.6%
37.1%

12.9%
14.8%
4.1%
9.2%
5.4%
15.6%
21.2%
22.4%
13.0%
19.1%
3.3%
20.6%
12.5%
11.5%
11.8%
14.3%
3.4%
6.8%
14.7%
0.0%
12.1%
5.9%
6.1%
0.0%
15.4%
11.8%
17.8%

14.3%
10.3%
25.0%
26.5%
20.0%
31.8%
32.4%
21.2%

9.1%
19.2%
29.4%
26.7%

9.1%
27.0%
50.0%
34.5%
25.9%

3.2%
13.0%
19.2%
19.5%
17.9%
16.9%
21.2%
21.5%
27.8%
16.2%
11.5%
17.5%
27.3%
11.5%
11.8%
14.3%

3.4%
20.5%
23.5%
10.0%
13.6%
14.7%
15.2%

0.0%
19.2%
17.6%
22.2%

slalom

42.9%
69.0%
13.6%
29.4%
10.0%
43.9%
50.0%
66.7%
81.8%
50.0%
47.1%
44.4%
90.9%
43.2%
28.6%
37.9%
37.0%

83.9%
72.2%
76.7%
71.3%
76.8%
67.5%
57.6%
56.1%
59.3%
64.7%
85.2%
61.9%
60.2%
76.9%
76.5%
71.4%
93.1%
72.7%
61.8%
90.0%
74.2%
79.4%
78.8%
100.0%
65.4%
70.6%
60.0%





Risk Management Division
Special Operations Division
Toxicology Laboratory Division
Training Division

Grand Total

My experience working at WSP is in line with my expectations.

Budget and Fiscal Services
Commercial Vehicle Division
Communications Division
Crime Laboratory Division
Criminal Investigation Division
Criminal Records Division
District 1

District 2

District 3

District 4

District 5

District 6

District 7

District 8

Electronic Services Division

Fire Training Academy
Headquarters

Homeland Security Division
Human Resources Division
Impaired Driving Section
Information Technology Division
Investigative Assistance Division
Motor Carrier Division

Office of Professional Standards
Other

Prevention Division

Property Management Division
Risk Management Division
Special Operations Division
Toxicology Laboratory Division
Training Division

Grand Total

The roles available at WSP have helped strengthen my skills and

competencies.
Budget and Fiscal Services

Commercial Vehicle Division
Communications Division
Crime Laboratory Division
Criminal Investigation Division

55|Page

18.2%

5.4%
14.3%
10.3%
12.7%

9.7%
29.6%

6.8%
19.5%
10.7%

6.5%
27.3%
31.8%
13.0%
16.2%

8.2%
31.7%
20.5%

5.8%
23.5%
14.3%

3.4%
29.5%
20.6%
20.0%
12.1%
14.7%
15.2%

0.0%
11.5%
11.8%
13.3%

9.1%
10.8%
21.4%
10.3%
17.1%

12.9%
9.3%
13.7%
17.2%
5.4%

27.3%
21.6%
28.6%

6.9%
17.9%

25.8%

9.3%
42.5%
24.1%
21.4%
26.0%
25.3%
25.2%
33.3%
35.3%
18.0%
23.8%
20.5%
17.3%

5.9%
57.1%
24.1%
27.3%
23.5%
40.0%
24.2%
17.6%
15.2%

9.1%
30.8%
17.6%
33.3%
36.4%
24.3%
28.6%
20.7%
24.9%

35.5%
27.8%
45.2%
26.4%
26.8%

slalom

54.5%
73.0%
57.1%
82.8%
69.5%

64.5%
61.1%
50.7%
56.3%
67.9%
67.5%
47.5%
43.0%
53.7%
48.5%
73.8%
44.4%
59.1%
76.9%
70.6%
28.6%
72.4%
43.2%
55.9%
40.0%
63.6%
67.6%
69.7%
90.9%
57.7%
70.6%
53.3%
54.5%
64.9%
50.0%
69.0%
58.0%

51.6%
63.0%
41.1%
56.3%
67.9%





Criminal Records Division
District 1

District 2

District 3

District 4

District 5

District 6

District 7

District 8

Electronic Services Division

Fire Training Academy
Headquarters

Homeland Security Division
Human Resources Division
Impaired Driving Section
Information Technology Division
Investigative Assistance Division
Motor Carrier Division

Office of Professional Standards
Other

Prevention Division

Property Management Division
Risk Management Division
Special Operations Division
Toxicology Laboratory Division
Training Division

Grand Total

I have the equipment and resources | need to do my work well.

Budget and Fiscal Services
Commercial Vehicle Division
Communications Division
Crime Laboratory Division
Criminal Investigation Division
Criminal Records Division
District 1

District 2

District 3

District 4

District 5

District 6

District 7

District 8

Electronic Services Division
Fire Training Academy
Headquarters
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9.1%
27.3%
29.9%
13.0%
13.2%

8.2%
23.8%
19.3%

5.8%
11.8%
14.3%
10.3%
11.4%
17.6%
20.0%
15.2%

8.8%
12.1%

0.0%
19.2%
29.4%
15.6%

9.1%

2.7%

7.1%
10.3%
15.2%

25.8%
22.2%
39.7%
17.2%
19.6%
13.0%
40.4%
43.0%
25.9%
23.5%
13.1%
39.7%
33.0%
23.1%
52.9%
57.1%
13.8%

23.4%
25.3%
23.4%
25.9%
26.5%
23.0%
33.3%
18.2%
25.0%
35.3%
42.9%

6.9%
31.8%
26.5%
20.0%
21.2%
14.7%
21.2%

9.1%
19.2%

5.9%
40.0%
36.4%
13.5%
42.9%
24.1%
25.8%

12.9%
24.1%
31.5%
18.4%
28.6%
14.3%
16.2%
19.6%
20.4%
23.5%
19.7%
20.6%
19.3%
21.2%
23.5%
14.3%
20.7%

slalom

67.5%
47.5%
46.7%
61.1%
60.3%
68.9%
42.9%
62.5%
69.2%
52.9%
42.9%
82.8%
56.8%
55.9%
60.0%
63.6%
76.5%
66.7%
90.9%
61.5%
64.7%
44.4%
54.5%
83.8%
50.0%
65.5%
59.0%

61.3%
53.7%
28.8%
64.4%
51.8%
72.7%
43.4%
37.4%
53.7%
52.9%
67.2%
39.7%
47.7%
55.8%
23.5%
28.6%
65.5%





Homeland Security Division
Human Resources Division
Impaired Driving Section
Information Technology Division
Investigative Assistance Division
Motor Carrier Division

Office of Professional Standards
Other

Prevention Division

Property Management Division
Risk Management Division
Special Operations Division
Toxicology Laboratory Division
Training Division

Grand Total

| am encouraged to always do what is right at work.

Budget and Fiscal Services
Commercial Vehicle Division
Communications Division

Crime Laboratory Division
Criminal Investigation Division
Criminal Records Division
District 1

District 2

District 3

District 4

District 5

District 6

District 7

District 8

Electronic Services Division

Fire Training Academy
Headquarters

Homeland Security Division
Human Resources Division
Impaired Driving Section
Information Technology Division
Investigative Assistance Division
Motor Carrier Division

Office of Professional Standards
Other

Prevention Division

Property Management Division
Risk Management Division
Special Operations Division
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34.1%
17.6%
20.0%
15.2%
20.6%
12.1%

9.1%
26.9%
35.3%
26.7%
27.3%
21.6%
14.3%
17.2%
26.5%

6.5%
7.4%
6.8%
5.7%
3.6%
7.8%
8.1%
10.3%
0.0%
5.9%
0.0%
9.5%
9.1%
1.9%
5.9%
0.0%
0.0%
4.5%
11.8%
10.0%
6.1%
11.8%
0.0%
0.0%
11.5%
11.8%
6.7%
0.0%
0.0%

18.2%
29.4%
20.0%
22.7%
14.7%

9.1%

9.1%
19.2%
29.4%
22.2%
18.2%
16.2%
50.0%
13.8%
20.5%

19.4%
11.1%
8.2%
3.4%
10.7%
9.1%
16.2%
15.0%
3.7%
8.8%
4.9%
23.8%
11.4%
5.8%
17.6%
0.0%
10.3%
15.9%
11.8%
10.0%
13.6%
5.9%
3.0%
0.0%
15.4%
5.9%
6.7%
9.1%
10.8%

slalom

47.7%
52.9%
60.0%
62.1%
64.7%
78.8%
81.8%
53.8%
35.3%
51.1%
54.5%
62.2%
35.7%
69.0%
53.0%

74.2%
81.5%
84.9%
90.8%
85.7%
83.1%
75.8%
74.8%
96.3%
85.3%
95.1%
66.7%
79.5%
92.3%
76.5%
100.0%
89.7%
79.5%
76.5%
80.0%
80.3%
82.4%
97.0%
100.0%
73.1%
82.4%
86.7%
90.9%
89.2%





Toxicology Laboratory Division
Training Division
Grand Total

| know what is expected of me at work.

Budget and Fiscal Services
Commercial Vehicle Division
Communications Division
Crime Laboratory Division
Criminal Investigation Division
Criminal Records Division
District 1

District 2

District 3

District 4

District 5

District 6

District 7

District 8

Electronic Services Division

Fire Training Academy
Headquarters

Homeland Security Division
Human Resources Division
Impaired Driving Section
Information Technology Division
Investigative Assistance Division
Motor Carrier Division

Office of Professional Standards
Other

Prevention Division

Property Management Division
Risk Management Division
Special Operations Division
Toxicology Laboratory Division
Training Division

Grand Total

I regularly receive feedback that helps me elevate my performance.

Budget and Fiscal Services
Commercial Vehicle Division
Communications Division
Crime Laboratory Division
Criminal Investigation Division
Criminal Records Division
District 1

District 2
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0.0%
3.4%
6.1%

3.2%
11.1%
5.5%
2.3%
5.4%
2.6%
3.0%
15.0%
1.9%
4.4%
0.0%
6.3%
2.3%
0.0%
17.6%
14.3%
6.9%
2.3%
5.9%
0.0%
1.5%
11.8%
0.0%
0.0%
7.7%
5.9%
4.4%
0.0%
2.7%
7.1%
6.9%
4.9%

25.8%
24.1%
30.1%
24.1%

7.1%
13.0%
26.3%
27.1%

21.4%
10.3%
10.7%

19.4%
7.4%
13.7%
9.2%
7.1%
11.7%
15.2%
14.0%
9.3%
8.8%
6.6%
17.5%
6.8%
13.5%
0.0%
28.6%
3.4%
11.4%
5.9%
10.0%
16.7%
2.9%
3.0%
0.0%
7.7%
11.8%
4.4%
0.0%
13.5%
7.1%
10.3%
10.4%

19.4%
20.4%
28.8%
27.6%
35.7%
19.5%
30.3%
31.8%

slalom

78.6%
86.2%
83.2%

77.4%
81.5%
80.8%
88.5%
87.5%
85.7%
81.8%
71.0%
88.9%
86.8%
93.4%
76.2%
90.9%
86.5%
82.4%
57.1%
89.7%
86.4%
88.2%
90.0%
81.8%
85.3%
97.0%
100.0%
84.6%
82.4%
91.1%
100.0%
83.8%
85.7%
82.8%
84.7%

54.8%
55.6%
41.1%
48.3%
57.1%
67.5%
43.4%
41.1%





District 3

District 4

District 5

District 6

District 7

District 8

Electronic Services Division

Fire Training Academy
Headquarters

Homeland Security Division
Human Resources Division
Impaired Driving Section
Information Technology Division
Investigative Assistance Division
Motor Carrier Division

Office of Professional Standards
Other

Prevention Division

Property Management Division
Risk Management Division
Special Operations Division
Toxicology Laboratory Division
Training Division

Grand Total

| have a clear understanding of the factors used to gauge my

performance.
Budget and Fiscal Services

Commercial Vehicle Division
Communications Division
Crime Laboratory Division
Criminal Investigation Division
Criminal Records Division
District 1

District 2

District 3

District 4

District 5

District 6

District 7

District 8

Electronic Services Division
Fire Training Academy
Headquarters

Homeland Security Division
Human Resources Division
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11.1%
20.6%

6.6%
33.3%
14.8%
11.5%
23.5%
42.9%
17.2%
29.5%
29.4%
60.0%
12.1%
20.6%

6.1%

9.1%
23.1%
23.5%
20.0%

0.0%
18.9%
28.6%
17.2%
20.3%

9.7%
20.4%
19.2%
13.8%

7.1%

6.5%
25.3%
29.9%
14.8%
13.2%
11.5%
33.3%

6.8%

9.6%
11.8%
28.6%
13.8%
13.6%
20.6%

27.8%
17.6%
23.0%
30.2%
20.5%
25.0%
35.3%
14.3%
13.8%
36.4%
26.5%
20.0%
30.3%
11.8%
24.2%

0.0%
30.8%
17.6%
24.4%
18.2%
24.3%
42.9%
27.6%
25.7%

32.3%
16.7%
21.9%
24.1%
21.4%
15.6%
21.2%
26.2%
16.7%
19.1%
16.4%
15.9%
18.2%
25.0%
35.3%
42.9%

6.9%
29.5%
20.6%

slalom

61.1%
61.8%
70.5%
36.5%
64.8%
63.5%
41.2%
42.9%
69.0%
34.1%
44.1%
20.0%
57.6%
67.6%
69.7%
90.9%
46.2%
58.8%
55.6%
81.8%
56.8%
28.6%
55.2%
54.0%

58.1%
63.0%
58.9%
62.1%
71.4%
77.9%
53.5%
43.9%
68.5%
67.6%
72.1%
50.8%
75.0%
65.4%
52.9%
28.6%
79.3%
56.8%
58.8%





Impaired Driving Section
Information Technology Division
Investigative Assistance Division
Motor Carrier Division

Office of Professional Standards
Other

Prevention Division

Property Management Division
Risk Management Division
Special Operations Division
Toxicology Laboratory Division
Training Division

Grand Total

I receive effective coaching / mentoring to support my professional

growth.
Budget and Fiscal Services

Commercial Vehicle Division
Communications Division

Crime Laboratory Division
Criminal Investigation Division
Criminal Records Division
District 1

District 2

District 3

District 4

District 5

District 6

District 7

District 8

Electronic Services Division

Fire Training Academy
Headquarters

Homeland Security Division
Human Resources Division
Impaired Driving Section
Information Technology Division
Investigative Assistance Division
Motor Carrier Division

Office of Professional Standards
Other

Prevention Division

Property Management Division
Risk Management Division
Special Operations Division
Toxicology Laboratory Division
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40.0%
12.1%
14.7%
3.0%
9.1%
23.1%
11.8%
4.4%
0.0%
16.2%
7.1%
34.5%
16.0%

32.3%
35.2%
28.8%
34.5%
12.5%
18.2%
34.3%
34.6%
22.2%
25.0%
16.4%
41.3%
19.3%
11.5%
29.4%
57.1%
27.6%
40.9%
32.4%
50.0%
19.7%
29.4%
18.2%

0.0%
38.5%
29.4%
28.9%

0.0%
21.6%
35.7%

30.0%
19.7%

8.8%
24.2%

0.0%
11.5%
17.6%
28.9%

0.0%
21.6%
28.6%
13.8%
20.4%

16.1%
20.4%
26.0%
24.1%
37.5%
32.5%
29.3%
21.5%
35.2%
42.6%
26.2%
27.0%
28.4%
36.5%
35.3%
14.3%
13.8%
29.5%
29.4%
40.0%
31.8%
17.6%
21.2%
18.2%
23.1%
23.5%
37.8%
27.3%
27.0%
35.7%

slalom

30.0%
68.2%
76.5%
72.7%
90.9%
65.4%
70.6%
66.7%
100.0%
62.2%
64.3%
51.7%
63.6%

51.6%
44.4%
45.2%
41.4%
50.0%
49.4%
36.4%
43.9%
42.6%
32.4%
57.4%
31.7%
52.3%
51.9%
35.3%
28.6%
58.6%
29.5%
38.2%
10.0%
48.5%
52.9%
60.6%
81.8%
38.5%
47.1%
33.3%
72.7%
51.4%
28.6%





slalom

Training Division 24.1% 20.7% 55.2%
Grand Total 27.1% 28.2% 44.8%

| feel motivated to pursue professional development activities and
experiences.

Budget and Fiscal Services 29.0% 22.6% 48.4%
Commercial Vehicle Division 27.8% 22.2% 50.0%
Communications Division 20.5% 34.2% 45.2%
Crime Laboratory Division 26.4% 21.8% 51.7%
Criminal Investigation Division 12.5% 26.8% 60.7%
Criminal Records Division 15.6% 20.8% 63.6%
District 1 37.4% 23.2% 39.4%
District 2 35.5% 23.4% 41.1%
District 3 18.5% 29.6% 51.9%
District 4 32.4% 27.9% 39.7%
District 5 11.5% 27.9% 60.7%
District 6 44.4% 22.2% 33.3%
District 7 26.1% 25.0% 48.9%
District 8 17.3% 28.8% 53.8%
Electronic Services Division 17.6% 52.9% 29.4%
Fire Training Academy 42.9% 14.3% 42.9%
Headquarters 10.3% 20.7% 69.0%
Homeland Security Division 25.0% 27.3% 47.7%
Human Resources Division 20.6% 23.5% 55.9%
Impaired Driving Section 30.0% 30.0% 40.0%
Information Technology Division 13.6% 25.8% 60.6%
Investigative Assistance Division 17.6% 20.6% 61.8%
Motor Carrier Division 9.1% 36.4% 54.5%
Office of Professional Standards 0.0% 9.1% 90.9%
Other 23.1% 19.2% 57.7%
Prevention Division 23.5% 29.4% 47.1%
Property Management Division 17.8% 33.3% 48.9%
Risk Management Division 0.0% 27.3% 72.7%
Special Operations Division 16.2% 27.0% 56.8%
Toxicology Laboratory Division 21.4% 50.0% 28.6%
Training Division 17.2% 24.1% 58.6%
Grand Total 23.4% 26.0% 50.6%

I have the support | need to pursue professional development activities
and experiences.

Budget and Fiscal Services 22.6% 19.4% 58.1%
Commercial Vehicle Division 27.8% 16.7% 55.6%
Communications Division 16.4% 35.6% 47.9%
Crime Laboratory Division 26.4% 23.0% 50.6%
Criminal Investigation Division 10.7% 30.4% 58.9%
Criminal Records Division 16.9% 23.4% 59.7%
District 1 34.3% 24.2% 41.4%
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District 2

District 3

District 4

District 5

District 6

District 7

District 8

Electronic Services Division

Fire Training Academy
Headquarters

Homeland Security Division
Human Resources Division
Impaired Driving Section
Information Technology Division
Investigative Assistance Division
Motor Carrier Division

Office of Professional Standards
Other

Prevention Division

Property Management Division
Risk Management Division
Special Operations Division
Toxicology Laboratory Division
Training Division

Grand Total

In the past year | have grown professionally as a result of working at

WSP.
Budget and Fiscal Services

Commercial Vehicle Division
Communications Division
Crime Laboratory Division
Criminal Investigation Division
Criminal Records Division
District 1

District 2

District 3

District 4

District 5

District 6

District 7

District 8

Electronic Services Division
Fire Training Academy
Headquarters

Homeland Security Division
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36.4%
24.1%
26.5%
11.5%
42.9%
25.0%
11.5%
29.4%
57.1%

6.9%
22.7%
17.6%
10.0%
15.2%
17.6%

9.1%

9.1%
23.1%
35.3%
20.0%

0.0%
10.8%
28.6%
24.1%
22.7%

16.1%
22.2%
26.0%
27.6%
10.7%
13.0%
33.3%
33.6%
16.7%
29.4%

8.2%
38.1%
15.9%
11.5%
23.5%
28.6%
13.8%
27.3%

22.4%
33.3%
30.9%
19.7%
28.6%
22.7%
30.8%
52.9%
14.3%
31.0%
29.5%
32.4%
70.0%
25.8%
29.4%
36.4%

0.0%
19.2%
35.3%
40.0%
36.4%
27.0%
21.4%
24.1%
27.3%

29.0%
33.3%
27.4%
24.1%
32.1%
19.5%
24.2%
16.8%
35.2%
25.0%
31.1%
25.4%
20.5%
30.8%
41.2%
28.6%
17.2%
34.1%

slalom

41.1%
42.6%
42.6%
68.9%
28.6%
52.3%
57.7%
17.6%
28.6%
62.1%
47.7%
50.0%
20.0%
59.1%
52.9%
54.5%
90.9%
57.7%
29.4%
40.0%
63.6%
62.2%
50.0%
51.7%
50.0%

54.8%
44.4%
46.6%
48.3%
57.1%
67.5%
42.4%
49.5%
48.1%
45.6%
60.7%
36.5%
63.6%
57.7%
35.3%
42.9%
69.0%
38.6%





slalom

Human Resources Division 20.6% 38.2% 41.2%
Impaired Driving Section 20.0% 30.0% 50.0%
Information Technology Division 13.6% 19.7% 66.7%
Investigative Assistance Division 5.9% 26.5% 67.6%
Motor Carrier Division 3.0% 27.3% 69.7%
Office of Professional Standards 9.1% 9.1% 81.8%
Other 30.8% 15.4% 53.8%
Prevention Division 23.5% 17.6% 58.8%
Property Management Division 22.2% 35.6% 42.2%
Risk Management Division 0.0% 27.3% 72.7%
Special Operations Division 24.3% 16.2% 59.5%
Toxicology Laboratory Division 21.4% 21.4% 57.1%
Training Division 13.8% 24.1% 62.1%
Grand Total 21.3% 25.6% 53.1%

Responses per Commission / Non-Commission

Classification Disagree | Neutral | Agree

Important changes and information are communicated effectively across
our organization.

Commissioned 36.4% 20.7% 42.9%
Non-Commissioned 29.2% 22.4% 48.4%
Partial-Commissioned 25.8% 27.8% 46.4%
Grand Total 32.1% 22.0% 45.9%

WSP has an inclusive environment where different work styles
personalities and approaches are valued.

Commissioned 49.1% 23.2% 27.7%
Non-Commissioned 28.9% 27.5% 43.6%
Partial-Commissioned 33.0% 22.7% 44.3%
Grand Total 38.1% 25.3% 36.7%
| can see myself working at WSP until retirement.

Commissioned 9.2% 16.2% 74.6%
Non-Commissioned 16.3% 22.5% 61.2%
Partial-Commissioned 7.2% 15.5% 77.3%
Grand Total 12.6% 19.3% 68.2%
| feel like a valued member of WSP.

Commissioned 26.6% 25.4% 48.0%
Non-Commissioned 24.1% 25.9% 50.0%
Partial-Commissioned 27.8% 21.6% 50.5%
Grand Total 25.4% 25.4% 49.2%
| am motivated to go above and beyond what is expected of me in my

role.

Commissioned 21.5% 18.3% 60.3%
Non-Commissioned 12.3% 15.3% 72.4%
Partial-Commissioned 11.3% 21.6% 67.0%
Grand Total 16.3% 17.0% 66.7%
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I am excited about the direction of the WSP.
Commissioned

Non-Commissioned

Partial-Commissioned

Grand Total

| understand how my work helps WSP achieve its goals.
Commissioned

Non-Commissioned

Partial-Commissioned

Grand Total

| would recommend WSP as a great place to work.
Commissioned

Non-Commissioned

Partial-Commissioned

Grand Total

| am proud to work at WSP.

Commissioned

Non-Commissioned

Partial-Commissioned

Grand Total

I regularly receive praise and recognition for my work and contributions.

Commissioned

Non-Commissioned

Partial-Commissioned

Grand Total

WSP values diversity (e.g. gender, ethnicity) among its employees.
Commissioned

Non-Commissioned

Partial-Commissioned

Grand Total

WSP makes a meaningful and positive impact on the State of
Washington.
Commissioned

Non-Commissioned

Partial-Commissioned

Grand Total

| am encouraged to share my thoughts and ideas.
Commissioned

Non-Commissioned

Partial-Commissioned

Grand Total

| can be open and honest with my direct supervisor.
Commissioned

Non-Commissioned

Partial-Commissioned
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34.3%
23.1%
17.5%
27.7%

10.8%
5.5%
4.1%
7.8%

33.1%
17.3%
13.4%
24.0%

10.2%
4.7%
4.1%
7.1%

29.3%
28.5%
23.7%
28.5%

8.7%
6.7%
5.2%
7.5%

5.4%
2.1%
1.0%
3.5%

29.9%
17.6%
23.7%
23.4%

16.2%
13.2%
13.4%

29.9%
39.7%
32.0%
34.8%

20.0%
14.2%
11.3%
16.6%

27.5%
26.8%
25.8%
27.0%

21.3%
19.0%
15.5%
19.8%

27.0%
22.5%
30.9%
25.1%

24.8%
28.5%
22.7%
26.5%

18.0%
11.9%
11.3%
14.5%

24.8%
24.1%
25.8%
24.5%

11.3%
13.7%
12.4%

slalom

35.8%
37.3%
50.5%
37.5%

69.2%
80.3%
84.5%
75.7%

39.4%
55.9%
60.8%
49.0%

68.5%
76.3%
80.4%
73.2%

43.7%
49.0%
45.4%
46.4%

66.5%
64.9%
72.2%
66.1%

76.6%
86.0%
87.6%
82.0%

45.3%
58.4%
50.5%
52.1%

72.5%
73.1%
74.2%





slalom

Grand Total 14.5% 12.6% 72.9%
I have high confidence in the leadership and management of the WSP.

Commissioned 47.4% 23.8% 28.8%
Non-Commissioned 29.9% 26.9% 43.2%
Partial-Commissioned 23.7% 30.9% 45.4%
Grand Total 37.2% 25.8% 37.0%
My role makes good use of my skills and abilities.

Commissioned 13.8% 18.1% 68.0%
Non-Commissioned 11.6% 17.6% 70.8%
Partial-Commissioned 13.4% 17.5% 69.1%
Grand Total 12.7% 17.8% 69.5%
My experience working at WSP is in line with my expectations.

Commissioned 21.6% 23.2% 55.2%
Non-Commissioned 13.5% 26.8% 59.8%
Partial-Commissioned 14.4% 21.6% 63.9%
Grand Total 17.1% 24.9% 58.0%

The roles available at WSP have helped strengthen my skills and
competencies.

Commissioned 16.9% 23.5% 59.6%
Non-Commissioned 14.4% 27.9% 57.6%
Partial-Commissioned 10.3% 24.7% 64.9%
Grand Total 15.2% 25.8% 59.0%
| have the equipment and resources | need to do my work well.

Commissioned 25.2% 22.8% 52.0%
Non-Commissioned 17.9% 21.8% 60.2%
Partial-Commissioned 12.9% 19.4% 67.7%
Grand Total 20.7% 22.1% 57.2%
| am encouraged to always do what is right at work.

Commissioned 6.7% 11.4% 81.9%
Non-Commissioned 5.9% 10.3% 83.7%
Partial-Commissioned 3.1% 9.3% 87.6%
Grand Total 6.1% 10.8% 83.2%
I know what is expected of me at work.

Commissioned 5.6% 10.0% 84.4%
Non-Commissioned 4.4% 11.5% 84.1%
Partial-Commissioned 4.1% 5.2% 90.7%
Grand Total 4.9% 10.4% 84.7%
I regularly receive feedback that helps me elevate my performance.

Commissioned 20.7% 27.7% 51.7%
Non-Commissioned 21.2% 24.2% 54.5%
Partial-Commissioned 11.3% 24.7% 63.9%
Grand Total 20.3% 25.8% 53.9%
I have a clear understanding of the factors used to gauge my

performance.

Commissioned 20.2% 20.7% 59.1%
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Non-Commissioned 13.2% 20.7% 66.1%

Partial-Commissioned 9.3% 17.5% 73.2%

Grand Total 16.0% 20.5% 63.5%

I receive effective coaching / mentoring to support my professional

growth.

Commissioned 27.8% 29.9% 42.3%

Non-Commissioned 27.9% 27.1% 45.0%

Partial-Commissioned 16.5% 25.8% 57.7%

Grand Total 27.1% 28.2% 44.7%

| feel motivated to pursue professional development activities and

experiences.

Commissioned 27.5% 24.6% 47.9%

Non-Commissioned 20.7% 26.6% 52.7%

Partial-Commissioned 16.5% 29.9% 53.6%

Grand Total 23.4% 26.0% 50.6%

| have the support | need to pursue professional development activities

and experiences.

Commissioned 25.9% 26.1% 48.0%

Non-Commissioned 20.7% 27.6% 51.7%

Partial-Commissioned 17.5% 33.0% 49.5%

Grand Total 22.8% 27.3% 49.9%

In the past year | have grown professionally as a result of working at

WSP.

Commissioned 24.0% 24.6% 51.4%

Non-Commissioned 20.0% 26.6% 53.4%

Partial-Commissioned 13.4% 23.7% 62.9%

Grand Total 21.3% 25.6% 53.1%
Responses per Commission Rank

Disagree | Neutral Agree

Important changes and information are communicated effectively across

our organization.

Captain 15.0% 5.0% 80.0%

Lieutenant 13.3% 13.3% 73.3%

Sergeant 27.7% 21.4% 50.9%

Trooper 41.4% 21.7% 36.9%

Grand Total 32.1% 22.0% 45.9%

WSP has an inclusive environment where different work styles

personalities and approaches are valued.

Captain 30.0% 5.0% 65.0%

Lieutenant 26.7% 30.0% 43.3%

Sergeant 39.3% 23.2% 37.5%

Trooper 54.4% 23.6% 21.9%

Grand Total 38.1% 25.3% 36.7%

I can see myself working at WSP until retirement.
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Captain

Lieutenant

Sergeant

Trooper

Grand Total

| feel like a valued member of WSP.
Captain

Lieutenant

Sergeant

Trooper

Grand Total

| am motivated to go above and beyond what is expected of me in my
role.

Captain

Lieutenant

Sergeant

Trooper

Grand Total

| am excited about the direction of the WSP.
Captain

Lieutenant

Sergeant

Trooper

Grand Total

I understand how my work helps WSP achieve its goals.
Captain

Lieutenant

Sergeant

Trooper

Grand Total

I would recommend WSP as a great place to work.
Captain

Lieutenant

Sergeant

Trooper

Grand Total

I am proud to work at WSP.
Captain

Lieutenant

Sergeant

Trooper

Grand Total

I regularly receive praise and recognition for my work and contributions.

Captain
Lieutenant
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0.0%
0.0%
6.3%
11.1%
12.6%

5.0%
13.3%
16.1%
31.5%
25.4%

5.0%
6.7%
7.1%
26.9%
16.3%

5.0%
6.7%
28.6%
38.8%
27.7%

5.0%
3.3%
4.5%
13.2%
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5.0%
10.0%
26.8%
37.5%
24.0%

0.0%
3.3%
8.9%
11.5%
7.1%

5.0%
26.7%

5.0%
10.0%
8.0%
18.7%
19.3%

10.0%
10.0%
19.6%
28.6%
25.4%

5.0%
10.0%
19.6%
18.9%
17.0%

15.0%
16.7%
21.4%
33.8%
34.8%

5.0%
10.0%
16.1%
22.3%
16.6%

10.0%
13.3%
25.0%
30.2%
27.0%

5.0%
16.7%
8.0%
25.6%
19.8%

5.0%
26.7%
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95.0%
90.0%
85.7%
70.3%
68.2%

85.0%
76.7%
64.3%
39.9%
49.2%

90.0%
83.3%
73.2%
54.2%
66.7%

80.0%
76.7%
50.0%
27.3%
37.5%

90.0%
86.7%
79.5%
64.4%
75.7%

85.0%
76.7%
48.2%
32.3%
49.0%

95.0%
80.0%
83.0%
62.9%
73.2%

90.0%
46.7%
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Sergeant 22.3% 33.0% 44.6%
Trooper 32.8% 26.9% 40.3%
Grand Total 28.5% 25.1% 46.4%
WSP values diversity (e.g. gender, ethnicity) among its employees.

Captain 20.0% 10.0% 70.0%
Lieutenant 13.3% 13.3% 73.3%
Sergeant 6.3% 16.1% 77.7%
Trooper 8.7% 28.6% 62.7%
Grand Total 7.5% 26.5% 66.1%
WSP makes a meaningful and positive impact on the State of Washington.

Captain 0.0% 0.0% @ 100.0%
Lieutenant 0.0% 23.3% 76.7%
Sergeant 3.6% 11.6% 84.8%
Trooper 6.5% 20.0% 73.5%
Grand Total 3.5% 14.5% 82.0%
| am encouraged to share my thoughts and ideas.

Captain 10.0% 5.0% 85.0%
Lieutenant 13.3% 13.3% 73.3%
Sergeant 17.0% 18.8% 64.3%
Trooper 35.6% 28.4% 36.0%
Grand Total 23.4% 24.5% 52.1%
I can be open and honest with my direct supervisor.

Captain 5.0% 0.0% 95.0%
Lieutenant 10.0% 13.3% 76.7%
Sergeant 17.0% 8.9% 74.1%
Trooper 17.4% 12.4% 70.3%
Grand Total 14.5% 12.6% 72.9%
I have high confidence in the leadership and management of the WSP.

Captain 10.0% 0.0% 90.0%
Lieutenant 10.0% 20.0% 70.0%
Sergeant 31.3% 21.4% 47.3%
Trooper 55.7% 26.0% 18.2%
Grand Total 37.2% 25.8% 37.0%
My role makes good use of my skills and abilities.

Captain 5.0% 0.0% 95.0%
Lieutenant 3.3% 16.7% 80.0%
Sergeant 11.6% 12.5% 75.9%
Trooper 15.8% 20.4% 63.8%
Grand Total 12.7% 17.8% 69.5%
My experience working at WSP is in line with my expectations.

Captain 5.0% 0.0% 95.0%
Lieutenant 6.7% 16.7% 76.7%
Sergeant 14.3% 21.4% 64.3%
Trooper 25.6% 25.2% 49.2%
Grand Total 17.1% 24.9% 58.0%
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The roles available at WSP have helped strengthen my skills and
competencies.

Captain

Lieutenant

Sergeant

Trooper

Grand Total

I have the equipment and resources | need to do my work well.
Captain

Lieutenant

Sergeant

Trooper

Grand Total

| am encouraged to always do what is right at work.
Captain

Lieutenant

Sergeant

Trooper

Grand Total

I know what is expected of me at work.

Captain

Lieutenant

Sergeant

Trooper

Grand Total

I regularly receive feedback that helps me elevate my performance.

Captain

Lieutenant

Sergeant

Trooper

Grand Total

I have a clear understanding of the factors used to gauge my
performance.

Captain

Lieutenant

Sergeant

Trooper

Grand Total

| receive effective coaching / mentoring to support my professional
growth.

Captain

Lieutenant

Sergeant

Trooper

Grand Total
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7.6%
6.1%
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10.0%
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10.0%
10.0%
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16.0%

10.0%
10.0%
25.0%
31.0%
27.1%

0.0%
6.7%
19.6%
26.7%
25.8%

5.0%
13.3%
18.8%
22.3%
20.5%

5.0%
6.7%
7.1%
13.0%
10.8%

5.0%
6.7%
6.3%
11.3%
10.4%

15.0%
23.3%
25.9%
29.3%
25.8%

0.0%
23.3%
22.3%
20.8%
20.5%

20.0%
40.0%
26.8%
30.6%
28.2%

slalom

100.0%
90.0%
70.5%
52.7%
59.0%

75.0%
60.0%
58.0%
42.1%
53.1%

90.0%
93.3%
87.5%
79.4%
83.2%

90.0%
90.0%
88.4%
82.9%
84.7%

75.0%
60.0%
55.4%
48.6%
53.9%

90.0%
66.7%
61.6%
56.4%
63.5%

70.0%
50.0%
48.2%
38.4%
44.7%





| feel motivated to pursue professional development activities and
experiences.

slalom

Captain 0.0% 10.0% 90.0%
Lieutenant 10.0% 30.0% 60.0%
Sergeant 21.4% 18.8% 59.8%
Trooper 31.9% 26.2% 41.9%
Grand Total 23.4% 26.0% 50.6%
I have the support | need to pursue professional development activities

and experiences.

Captain 10.0% 0.0% 90.0%
Lieutenant 10.0% 26.7% 63.3%
Sergeant 14.3% 24.1% 61.6%
Trooper 31.0% 27.5% 41.4%
Grand Total 22.8% 27.3% 49.9%
In the past year | have grown professionally as a result of working at WSP.

Captain 0.0% 5.0% 95.0%
Lieutenant 6.7% 30.0% 63.3%
Sergeant 17.0% 12.5% 70.5%
Trooper 28.4% 28.0% 43.6%
Grand Total 21.3% 25.6% 53.1%

Responses per Age Generation

Statement Disagree | Neutral Agree
Important changes and information are communicated effectively across

our organization.

Born between 1923 and 1944 20.0% 20.0% 60.0%
Born between 1945 and 1960 27.5% 21.6% 50.9%
Born between 1961 and 1980 32.3% 21.3% 46.4%
Born between 1981 to 1995 34.2% 23.6% 42.2%
Born after 1995 28.6% 14.3% 57.1%
Grand Total 32.1% 22.0% 46.0%
WSP has an inclusive environment where different work styles

personalities and approaches are valued.

Born between 1923 and 1944 20.0% 20.0% 60.0%
Born between 1945 and 1960 28.8% 24.3% 46.8%
Born between 1961 and 1980 41.2% 25.3% 33.5%
Born between 1981 to 1995 37.7% 25.9% 36.3%
Born after 1995 14.3% 28.6% 57.1%
Grand Total 38.1% 25.3% 36.6%
I can see myself working at WSP until retirement.

Born between 1923 and 1944 0.0% 20.0% 80.0%
Born between 1945 and 1960 5.0% 14.9% 80.2%
Born between 1961 and 1980 11.6% 17.9% 70.5%
Born between 1981 to 1995 18.9% 23.8% 57.3%
Born after 1995 0.0% 28.6% 71.4%
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Grand Total

| feel like a valued member of WSP.
Born between 1923 and 1944

Born between 1945 and 1960

Born between 1961 and 1980

Born between 1981 to 1995

Born after 1995

Grand Total

| am motivated to go above and beyond what is expected of me in my
role.
Born between 1923 and 1944

Born between 1945 and 1960
Born between 1961 and 1980
Born between 1981 to 1995
Born after 1995

Grand Total

| am excited about the direction of the WSP.
Born between 1923 and 1944
Born between 1945 and 1960
Born between 1961 and 1980
Born between 1981 to 1995
Born after 1995

Grand Total

I understand how my work helps WSP achieve its goals.
Born between 1923 and 1944
Born between 1945 and 1960
Born between 1961 and 1980
Born between 1981 to 1995
Born after 1995

Grand Total

I would recommend WSP as a great place to work.
Born between 1923 and 1944
Born between 1945 and 1960
Born between 1961 and 1980
Born between 1981 to 1995
Born after 1995

Grand Total

I am proud to work at WSP.
Born between 1923 and 1944
Born between 1945 and 1960
Born between 1961 and 1980
Born between 1981 to 1995
Born after 1995

Grand Total

I regularly receive praise and recognition for my work and contributions.
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12.6%

0.0%
23.9%
27.3%
23.1%
28.6%
25.5%

0.0%
7.7%
17.7%
18.4%
14.3%
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20.0%
22.5%
30.3%
25.7%
14.3%
27.6%

0.0%
4.5%
7.7%
9.7%
0.0%
7.7%

0.0%
17.6%
27.6%
21.0%
14.3%
23.9%

0.0%
3.6%
9.5%
4.2%
14.3%
7.0%

19.2%

20.0%
21.6%
24.4%
29.2%
28.6%
25.4%

20.0%
15.8%
17.3%
17.7%
14.3%
17.2%

0.0%
35.6%
35.6%
33.7%
28.6%
34.9%

0.0%
15.3%
16.4%
17.2%
42.9%
16.5%

20.0%
22.1%
28.2%
27.6%
28.6%
27.1%

0.0%
19.4%
20.7%
18.2%
28.6%
19.7%
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68.1%

80.0%
54.5%
48.3%
47.6%
42.9%
49.2%

80.0%
76.6%
65.1%
63.9%
71.4%
66.6%

80.0%
41.9%
34.1%
40.6%
57.1%
37.5%

100.0%
80.2%
75.9%
73.1%
57.1%
75.7%

80.0%
60.4%
44.2%
51.4%
57.1%
49.0%

100.0%
77.0%
69.7%
77.6%
57.1%
73.2%





Born between 1923 and 1944
Born between 1945 and 1960
Born between 1961 and 1980
Born between 1981 to 1995
Born after 1995

Grand Total

WSP values diversity (e.g. gender, ethnicity) among its employees.
Born between 1923 and 1944
Born between 1945 and 1960
Born between 1961 and 1980
Born between 1981 to 1995
Born after 1995

Grand Total

WSP makes a meaningful and positive impact on the State of Washington.

Born between 1923 and 1944

Born between 1945 and 1960

Born between 1961 and 1980

Born between 1981 to 1995

Born after 1995

Grand Total

| am encouraged to share my thoughts and ideas.
Born between 1923 and 1944

Born between 1945 and 1960

Born between 1961 and 1980

Born between 1981 to 1995

Born after 1995

Grand Total

I can be open and honest with my direct supervisor.
Born between 1923 and 1944

Born between 1945 and 1960

Born between 1961 and 1980

Born between 1981 to 1995

Born after 1995

Grand Total

I have high confidence in the leadership and management of the WSP.

Born between 1923 and 1944

Born between 1945 and 1960

Born between 1961 and 1980

Born between 1981 to 1995

Born after 1995

Grand Total

My role makes good use of my skills and abilities.
Born between 1923 and 1944

Born between 1945 and 1960

Born between 1961 and 1980
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0.0%
25.2%
32.2%
24.1%

0.0%
28.5%

0.0%
8.6%
8.5%
5.2%
0.0%
7.5%

0.0%
1.8%
4.6%
2.4%
0.0%
3.5%

20.0%
20.7%
24.5%
22.9%
14.3%
23.4%

0.0%
12.2%
15.2%
14.6%
14.3%
14.5%

20.0%
24.8%
40.6%
37.5%
28.6%
37.1%

20.0%
11.7%
11.2%

40.0%
24.8%
23.3%
27.6%
57.1%
25.0%

0.0%
23.0%
26.2%
29.0%
28.6%
26.4%

0.0%
13.1%
15.3%
13.7%
28.6%
14.5%

0.0%
20.7%
24.0%
27.8%
28.6%
24.5%

0.0%
15.3%
12.2%
11.8%
28.6%
12.6%

0.0%
28.4%
23.5%
29.2%
28.6%
25.9%

0.0%
17.6%
17.4%
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60.0%
50.0%
44.5%
48.3%
42.9%
46.5%

100.0%
68.5%
65.3%
65.8%
71.4%
66.1%

100.0%
85.1%
80.0%
84.0%
71.4%
82.0%

80.0%
58.6%
51.5%
49.3%
57.1%
52.1%

100.0%
72.5%
72.6%
73.6%
57.1%
72.9%

80.0%
46.8%
36.0%
33.3%
42.9%
37.0%

80.0%
70.7%
71.4%





Born between 1981 to 1995
Born after 1995
Grand Total

My experience working at WSP is in line with my expectations.

Born between 1923 and 1944
Born between 1945 and 1960
Born between 1961 and 1980
Born between 1981 to 1995
Born after 1995

Grand Total

The roles available at WSP have helped strengthen my skills and

competencies.
Born between 1923 and 1944

Born between 1945 and 1960
Born between 1961 and 1980
Born between 1981 to 1995
Born after 1995

Grand Total

| have the equipment and resources | need to do my work well.

Born between 1923 and 1944

Born between 1945 and 1960

Born between 1961 and 1980

Born between 1981 to 1995

Born after 1995

Grand Total

I am encouraged to always do what is right at work.
Born between 1923 and 1944

Born between 1945 and 1960

Born between 1961 and 1980

Born between 1981 to 1995

Born after 1995

Grand Total

Count of | know what is expected of me at work.
Born between 1923 and 1944

Born between 1945 and 1960

Born between 1961 and 1980

Born between 1981 to 1995

Born after 1995

Grand Total

I regularly receive feedback that helps me elevate my performance.

Born between 1923 and 1944
Born between 1945 and 1960
Born between 1961 and 1980
Born between 1981 to 1995
Born after 1995
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15.6%
28.6%
12.7%

0.0%
11.3%
18.4%
17.9%
14.3%
17.1%

20.0%
13.5%
16.4%
14.2%

0.0%
15.2%

40.0%
24.3%
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0.0%
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0.0%
6.1%

0.0%
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4.0%
14.3%
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0.0%
19.4%
22.4%
17.5%

0.0%

18.9%
28.6%
17.9%

20.0%
24.8%
24.6%
25.5%
28.6%
24.9%

0.0%
28.8%
27.2%
22.2%
14.3%
25.8%

20.0%
16.2%
21.8%
19.8%
57.1%
20.5%

0.0%
11.3%
12.1%

8.0%
14.3%
10.7%

0.0%
9.5%
11.0%
9.7%
28.6%
10.4%

20.0%
23.0%
28.2%
22.9%
14.3%
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65.6%
42.9%
69.5%

80.0%
64.0%
57.0%
56.6%
57.1%
58.0%

80.0%
57.7%
56.4%
63.7%
85.7%
59.0%

40.0%
59.5%
51.2%
53.5%
28.6%
53.0%

100.0%
83.8%
81.3%
86.1%
85.7%
83.2%

100.0%
86.5%
83.5%
86.3%
57.1%
84.7%

80.0%
57.7%
49.4%
59.7%
85.7%
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Grand Total 20.3% 25.7% 54.0%
I have a clear understanding of the factors used to gauge my

performance.

Born between 1923 and 1944 0.0% 40.0% 60.0%
Born between 1945 and 1960 12.6% 18.0% 69.4%
Born between 1961 and 1980 17.4% 21.6% 61.0%
Born between 1981 to 1995 15.6% 19.1% 65.3%
Born after 1995 0.0% 28.6% 71.4%
Grand Total 16.0% 20.4% 63.6%
| receive effective coaching / mentoring to support my professional

growth.

Born between 1923 and 1944 20.0% 0.0% 80.0%
Born between 1945 and 1960 24.8% 32.4% 42.8%
Born between 1961 and 1980 30.5% 28.6% 40.9%
Born between 1981 to 1995 22.2% 25.5% 52.4%
Born after 1995 14.3% 28.6% 57.1%
Grand Total 27.1% 28.2% 44.8%

| feel motivated to pursue professional development activities and
experiences.

Born between 1923 and 1944 20.0% 0.0% 80.0%
Born between 1945 and 1960 23.0% 33.8% 43.2%
Born between 1961 and 1980 26.4% 26.5% 47.0%
Born between 1981 to 1995 18.4% 21.0% 60.6%
Born after 1995 0.0% 42.9% 57.1%
Grand Total 23.4% 26.0% 50.6%

| have the support | need to pursue professional development activities
and experiences.

Born between 1923 and 1944 20.0% 40.0% 40.0%
Born between 1945 and 1960 23.0% 29.3% 47.7%
Born between 1961 and 1980 24.0% 29.0% 47.0%
Born between 1981 to 1995 20.5% 23.1% 56.4%
Born after 1995 14.3% 14.3% 71.4%
Grand Total 22.7% 27.3% 50.0%
In the past year | have grown professionally as a result of working at WSP.

Born between 1923 and 1944 20.0% 0.0% 80.0%
Born between 1945 and 1960 22.5% 32.9% 44.6%
Born between 1961 and 1980 23.6% 27.4% 49.0%
Born between 1981 to 1995 16.5% 18.9% 64.6%
Born after 1995 14.3% 14.3% 71.4%
Grand Total 21.3% 25.6% 53.1%
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Responses per Gender
Disagree | Neutral Agree

Important changes and information are communicated effectively across
our organization.

Female 26.8% 24.1% 49.1%
Male 33.8% 20.5% 45.7%
Other / Prefer not to answer 55.8% 27.9% 16.3%
Grand Total 32.1% 22.0% 46.0%

WSP has an inclusive environment where different work styles
personalities and approaches are valued.

Female 31.1% 26.6% 42.3%
Male 41.2% 24.5% 34.3%
Other / Prefer not to answer 51.2% 27.9% 20.9%
Grand Total 38.1% 25.3% 36.6%
| can see myself working at WSP until retirement.

Female 16.9% 23.3% 59.8%
Male 9.9% 16.2% 73.8%
Other / Prefer not to answer 20.9% 37.2% 41.9%
Grand Total 12.6% 19.2% 68.1%
| feel like a valued member of WSP.

Female 25.2% 24.9% 49.9%
Male 25.2% 24.9% 49.9%
Other / Prefer not to answer 34.9% 39.5% 25.6%
Grand Total 25.5% 25.4% 49.2%
| am motivated to go above and beyond what is expected of me in my

role.

Female 12.2% 14.2% 73.6%
Male 18.2% 18.5% 63.2%
Other / Prefer not to answer 20.9% 20.9% 58.1%
Grand Total 16.2% 17.2% 66.6%
I am excited about the direction of the WSP.

Female 22.7% 37.3% 40.0%
Male 30.0% 33.0% 37.0%
Other / Prefer not to answer 32.6% 46.5% 20.9%
Grand Total 27.6% 34.9% 37.5%
I understand how my work helps WSP achieve its goals.

Female 4.9% 14.0% 81.0%
Male 9.4% 17.0% 73.6%
Other / Prefer not to answer 4.7% 34.9% 60.5%
Grand Total 7.7% 16.5% 75.7%
| would recommend WSP as a great place to work.

Female 17.9% 26.8% 55.3%
Male 26.8% 26.6% 46.6%
Other / Prefer not to answer 30.2% 39.5% 30.2%
Grand Total 23.9% 27.1% 49.0%
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I am proud to work at WSP.

Female 5.2% 19.0% 75.9%
Male 8.2% 19.0% 72.8%
Other / Prefer not to answer 4.7% 44.2% 51.2%
Grand Total 7.0% 19.7% 73.2%
I regularly receive praise and recognition for my work and contributions.

Female 28.5% 21.4% 50.1%
Male 28.1% 26.8% 45.0%
Other / Prefer not to answer 34.9% 27.9% 37.2%
Grand Total 28.5% 25.0% 46.5%
WSP values diversity (e.g. gender, ethnicity) among its employees.

Female 8.5% 27.0% 64.5%
Male 6.5% 25.8% 67.7%
Other / Prefer not to answer 16.3% 32.6% 51.2%
Grand Total 7.5% 26.4% 66.1%
WSP makes a meaningful and positive impact on the State of

Washington.

Female 2.5% 13.0% 84.5%
Male 4.1% 14.8% 81.1%
Other / Prefer not to answer 2.3% 25.6% 72.1%
Grand Total 3.5% 14.5% 82.0%
| am encouraged to share my thoughts and ideas.

Female 17.9% 23.9% 58.1%
Male 25.9% 24.7% 49.3%
Other / Prefer not to answer 30.2% 27.9% 41.9%
Grand Total 23.4% 24.5% 52.1%
I can be open and honest with my direct supervisor.

Female 13.8% 15.5% 70.7%
Male 14.8% 10.8% 74.4%
Other / Prefer not to answer 16.3% 18.6% 65.1%
Grand Total 14.5% 12.6% 72.9%
I have high confidence in the leadership and management of the WSP.

Female 29.3% 27.8% 42.9%
Male 40.8% 24.4% 34.8%
Other / Prefer not to answer 46.5% 34.9% 18.6%
Grand Total 37.1% 25.9% 37.0%
My role makes good use of my skills and abilities.

Female 9.3% 17.5% 73.2%
Male 14.9% 17.1% 68.0%
Other / Prefer not to answer 4.7% 37.2% 58.1%
Grand Total 12.7% 17.9% 69.5%
My experience working at WSP is in line with my expectations.

Female 13.2% 27.2% 59.6%
Male 19.0% 23.3% 57.7%
Other / Prefer not to answer 20.9% 32.6% 46.5%
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Grand Total 17.1% 24.9% 58.0%

The roles available at WSP have helped strengthen my skills and
competencies.

Female 13.0% 28.5% 58.6%
Male 16.3% 23.8% 59.8%
Other / Prefer not to answer 16.3% 37.2% 46.5%
Grand Total 15.2% 25.8% 59.0%
I have the equipment and resources | need to do my work well.

Female 21.9% 20.2% 57.9%
Male 29.0% 21.0% 50.0%
Other / Prefer not to answer 25.6% 14.0% 60.5%
Grand Total 26.5% 20.5% 53.0%
I am encouraged to always do what is right at work.

Female 5.8% 9.3% 84.9%
Male 6.1% 10.9% 83.0%
Other / Prefer not to answer 9.3% 23.3% 67.4%
Grand Total 6.1% 10.7% 83.2%
| know what is expected of me at work.

Female 4.1% 10.1% 85.8%
Male 5.3% 9.6% 85.1%
Other / Prefer not to answer 4.7% 30.2% 65.1%
Grand Total 4.9% 10.4% 84.7%
I regularly receive feedback that helps me elevate my performance.

Female 20.4% 22.3% 57.3%
Male 19.6% 27.3% 53.1%
Other / Prefer not to answer 32.6% 32.6% 34.9%
Grand Total 20.3% 25.7% 54.0%
I have a clear understanding of the factors used to gauge my

performance.

Female 13.2% 19.6% 67.2%
Male 17.3% 20.6% 62.0%
Other / Prefer not to answer 18.6% 25.6% 55.8%
Grand Total 16.0% 20.4% 63.6%
| receive effective coaching / mentoring to support my professional

growth.

Female 24.7% 26.4% 48.9%
Male 27.7% 29.1% 43.2%
Other / Prefer not to answer 39.5% 27.9% 32.6%
Grand Total 27.1% 28.2% 44.8%

| feel motivated to pursue professional development activities and
experiences.

Female 17.5% 26.8% 55.7%
Male 26.0% 25.3% 48.7%
Other / Prefer not to answer 32.6% 32.6% 34.9%
Grand Total 23.4% 26.0% 50.6%
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I have the support | need to pursue professional development activities
and experiences.

Female 18.1%
Male 24.9%
Other / Prefer not to answer 27.9%
Grand Total 22.7%
In the past year | have grown professionally as a result of working at

WSP.

Female 18.4%
Male 22.1%
Other / Prefer not to answer 37.2%
Grand Total 21.3%

Desired Culture

26.6%
27.3%
34.9%
27.3%

26.0%
25.3%
27.9%
25.6%
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55.3%
47.8%
37.2%
50.0%

55.7%
52.6%
34.9%
53.1%

The table below shows the overall ranking of the desired culture. The respondents were asked to rank
the ten adjectives to describe the desired future culture (from 1 — the most desired, to 10 — the least

desired):
Rank Desired Culture Average Rank
1 Trusting 4.1
2 Supportive 4.2
3 Fair 4.5
4 Appreciative 54
5 Employee-Centered 5.4
6 Family-Oriented 5.7
7 Innovative 6.1
8 Open 6.2
9 Fun 6.6
10 Premier 6.9
Desired Culture per Bureau
Bureau Premier | Family- Employee- Innovative | Trusting | Fair Supportive | Appreciative | Open Fun
Oriented | Centered
Commercial 7.2 5.4 5.4 6.4 3.9 4.3 4.2 5.4 6.2 6.7
Vehicle
Enforcement
Field 6.8 53 5.4 6.2 4.2 4.8 4.4 53 6.4 6.2
Operations
Fire 6.3 4.8 5.0 5.4 3.8 4.8 5.0 6.2 6.0 7.8
Protection
Forensic 7.3 7.0 5.2 5.7 4.1 4.1 3.6 5.0 5.7 7.2
Laboratory
Services
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Investigative 6.7 5.6 5.6 6.0 4.0 4.3 4.2 5.8 6.3 6.5
Services
Technical 7.0 6.2 5.4 5.9 4.1 4.4 3.9 5.1 6.2 6.9
Services
Desired Culture per Division / District
Division / District | Premier | Family- Employe | Innovati | Trusting | Fair Supporti | Apprecia | Open Fun
Oriented | e- ve ve tive
Centered
Budget and 7.7 5.9 6.1 6.6 3.5 3.6 3.5 5.2 5.7 7.2
Fiscal Services
Commercial 6.6 5.3 5.2 6.1 4.3 4.7 4.4 5.1 6.2 7.0
Vehicle Division
Communications 7.7 5.6 4.6 6.6 4.4 4.1 3.7 4.8 6.6 6.8
Division
Crime 7.1 7.1 5.2 5.5 4.3 4.0 3.5 5.0 5.8 7.5
Laboratory
Division
Criminal 6.5 5.4 5.8 6.3 3.4 4.5 4.2 6.3 6.3 6.3
Investigation
Division
Criminal Records 7.4 5.9 4.6 5.5 4.4 4.3 4.2 5.2 6.2 7.2
Division
District 1 6.5 5.5 4.7 6.3 4.6 5.2 4.0 5.2 6.5 6.5
District 2 7.0 5.8 5.7 6.2 4.2 4.9 4.3 5.2 6.4 5.3
District 3 6.6 5.5 6.1 6.1 4.0 4.9 4.4 5.0 6.0 6.2
District 4 6.9 4.8 5.2 6.4 4.5 4.0 4.6 5.8 6.5 6.3
District 5 6.7 5.5 4.8 6.2 4.3 5.0 4.6 5.3 6.2 6.5
District 6 7.3 5.1 5.3 6.8 3.8 4.4 4.0 5.3 6.0 6.9
District 7 7.2 5.4 5.7 6.3 4.0 4.4 4.2 5.4 6.4 6.0
District 8 5.9 5.5 5.5 5.9 3.9 4.9 5.0 5.7 6.4 6.4
Electronic 7.1 6.5 6.6 6.4 4.8 4.8 3.6 4.6 5.1 5.5
Services Division
Fire Training 7.1 5.0 5.6 4.0 4.6 4.7 5.6 6.7 5.6 6.1
Academy
Headquarters 6.8 4.9 5.1 54 3.4 4.8 4.8 6.5 5.6 7.7
Homeland 6.9 5.7 5.7 7.1 3.9 3.7 4.2 5.4 6.1 6.4
Security Division
Human 7.1 5.7 5.6 6.6 3.1 5.4 3.8 4.8 6.5 6.3
Resources
Division
Impaired Driving 5.6 6.8 7.3 5.8 2.5 49 4.6 5.6 6.2 5.7
Section
Information 7.2 6.3 5.3 5.4 4.3 4.3 3.8 5.3 6.0 7.1
Technology
Division
Investigative 7.5 6.0 4.8 5.3 3.4 3.9 4.7 5.9 6.8 6.6
Assistance
Division
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Motor Carrier 7.5 5.1 49 6.3
Division

Office of 5.8 4.9 6.2 7.1
Professional

Standards

Other 6.2 6.6 5.6 4.9

Prevention 6.0 5.4 4.9 4.9
Division

Property 7.3 5.3 6.4 5.9
Management

Division

Risk 6.5 6.3 5.0 5.7
Management

Division

Special 6.4 5.3 5.6 5.4
Operations

Division

Toxicology 8.5 6.1 6.0 6.4
Laboratory

Division

Training Division 6.9 6.0 53 6.1

Desired Culture per Commissioned / Non-Commissioned

Classification Premier | Family- Employe | Innovati
Oriented | e- ve
Centered

3.3

4.2

3.5
3.6

4.0

3.3

4.0

4.6

4.0

Trusting

Fair

4.5

4.6

4.4
4.6

3.5

2.7

4.4

4.5

5.6

4.2

2.9

4.3
5.2

4.2

4.1

4.7

3.1

3.9

Supporti
ve

5.9

5.8

6.1
6.2

5.7

6.2

5.7

3.5

4.6

Apprecia
tive

slalom

Open

6.6

6.0

5.5
6.0

6.3

7.6

6.8

5.7

6.0

Fun

6.8

7.5

7.8
8.1

6.4

7.6

6.7

6.6

6.7

Commissioned 6.5 5.4 5.6 6.2

Non- 7.4 6.1 5.3 5.9
Commissioned
Partial- 6.7 4.7 4.8 6.4
Commissioned

Desired Culture per Age Range

Generation | Premier | Family- Employee- | Innovative | Trusting

Oriented | Centered

4.0
4.1

4.2

Fair

4.7
4.2

5.0

4.5
3.9

4.6

5.6
5.1

5.7

Supportive | Appreciative

Open

6.4
6.1

6.4

Fun

6.2
7.0

6.5

Born 6.6 7.6 7.4 4.0
between

1923 and

1944

Born 6.6 6.1 5.3 5.6
between

1945 and

1960

Born 6.8 5.8 5.6 6.1
between

1961 and

1980

Born 7.3 5.1 5.0 6.3
between
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4.0

4.0

4.2

4.4

4.3

4.4

4.8

5.0

4.0

4.2

43

7.0

5.5

54

5.4

4.4

6.1

6.1

6.4

5.0

7.5

6.6

6.1
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1981 to
1995
Born after 6.0 6.0 6.9 5.6 3.1 4.6 3.9 4.3 7.4
1995
Improvement Areas
The table shows the areas for improvement, ranked by the respondents as most important area to
improve, to the least important area.
Rank | Key Area for Improvement Average
Ranking
1 People (e.g., improving recruiting and hiring, promoting the right people with the right 2.4
skills and abilities, improving training opportunities, etc.)
2 Organizational Structure (e.g., better allocating staff resources to match workload 2.9
demands, consolidating divisions or functions, etc.)
3 Communications and Collaboration (e.g., increasing opportunities to interact with co- 3.1
workers and build stronger working relationships, increasing coaching and mentoring, etc.)
4 Tools and Technology (e.g., modernizing and integrating our information management 33
systems)
5 Processes (e.g., streamlining our business processes, reducing burdensome administrative 34
tasks, etc.)
Improvement Areas per Bureau
Bureau Communications Organizational People Processes Tools and
and Collaboration Structure Technology
Commercial 3.0 2.9 2.4 3.3 3.4
Vehicle
Enforcement
Field 33 2.9 2.5 3.2 3.2
Operations
Fire 2.9 3.3 2.3 3.4 3.2
Protection
Forensic 3.2 2.6 2.5 3.3 3.4
Laboratory
Services
Investigative 2.9 2.9 2.3 3.5 3.4
Services
Technical 3.1 3.0 2.4 3.6 3.0
Services
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Improvement Areas per Division / District

Division / District Communications | Organizational People Processes Tools and

and Collaboration | Structure Technology
Budget and Fiscal 2.9 2.9 2.4 3.7 3.1
Services
Commercial Vehicle 3.1 2.8 2.7 3.0 3.4
Division
Communications 3.2 2.8 2.0 4.0 3.1
Division
Crime Laboratory 33 2.7 2.4 33 3.3
Division
Criminal 3.6 2.4 2.3 33 3.4
Investigation
Division
Criminal Records 2.6 3.3 2.5 3.4 3.2
Division
District 1 3.1 3.1 2.4 33 3.2
District 2 3.0 2.8 2.4 3.4 3.4
District 3 3.1 2.6 2.5 3.4 3.4
District 4 3.3 2.9 2.3 3.2 3.4
District 5 3.3 3.0 2.4 3.2 3.1
District 6 3.1 2.7 2.3 3.3 3.6
District 7 3.2 2.9 2.8 3.1 3.1
District 8 3.9 2.6 2.4 3.1 2.9
Electronic Services 2.8 3.6 3.1 3.2 2.2
Division
Fire Training 2.6 3.7 1.4 3.4 3.9
Academy
Headquarters 2.9 3.6 2.6 3.4 2.6
Homeland Security 2.6 2.8 2.3 3.7 3.7
Division
Human Resources 2.8 2.9 2.5 3.1 3.7
Division
Impaired Driving 3.1 2.2 2.9 3.4 3.4
Section
Information 33 3.0 2.6 33 2.8
Technology Division
Investigative 2.9 2.2 2.5 3.8 3.6
Assistance Division
Motor Carrier 3.0 2.6 2.0 3.5 3.8
Division
Office of 2.7 34 2.1 3.4 3.5
Professional
Standards
Prevention Division 3.2 3.2 2.5 3.4 2.8
Property 3.1 3.2 2.1 3.3 3.4
Management
Division
Risk Management 3.6 3.0 2.1 3.5 2.8

Division
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Special Operations 2.7 3.5
Division

Toxicology 3.1 1.8
Laboratory Division

Training Division 2.8 3.3

Improvement Areas per Commission / Non-Commission

Classification Communications Organizational People
and Collaboration | Structure

2.2

2.3

2.1

Processes

slalom

3.3 3.2
3.5 4.4

3.6 3.3

Tools and
Technology

Commissioned 3.3 2.8

Non- 3.0 2.9
Commissioned
Partial- 2.8 3.1
Commissioned

Improvement Areas per Tenure

Tenure Communications and Organizational People
Collaboration Structure

2.4
2.4

2.3

Processes

3.2 3.3
3.5 3.2

3.4 3.4

Tools and
Technology

More 3.1 2.9
than 20

years

15to0 20 2.9 2.9
years

10 to 15 3.1 2.8
years

5to 10 3.3 2.8
years

2to5 3.2 2.8
years

Less than 3.0 3.2
2 years

Improvement Areas per Age Range

Generation | Communications and Organizational People
Collaboration Structure

2.4

2.4

2.5

2.3

2.4

2.4

Processes

3.3 3.3

3.4 3.3
3.3 3.3
3.3 3.2
3.4 3.2

3.4 3.0

Tools and
Technology

Born 4.2 2.0
between

1923 and

1944

Born 2.9 3.0
between

1945 and

1960

Born 3.1 2.9
between

1961 and

1980
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2.6

2.4

3.4 3.6

3.4 3.2

3.4 33





Born
between
1981 to
1995

Born after
1995

3.3 2.8 2.4

2.6 3.3 3.0

Ideas to Improve Culture

The table below ranks the various improvement ideas from the

upon, in terms of potential to improve organizational culture.

3.3

3.7

slalom

most agreed upon, to the least agreed

Rank | Improvement Ideas Disagree = Neutral Agree

1 Leverage the best available technology used by other police 1% 18% 81%
agencies.

2 Improve radios and cell phones. 2% 20% 78%
Determine ways to be more flexible with technology based on 1% 23% 75%
specific roles.

4 Create an anonymous way to continually allow anyone to bring up 8% 21% 71%
“elephant in the room” topics for leadership to then openly talk
about and address.

5 Consider ways to streamline paperwork so Sergeants have more 2% 30% 68%
time in the field.

6 Consider ways to create more team building and sharing across 6% 26% 68%
Districts and Divisions.

Invest in outside training. 5% 27% 68%
Determine a road map to integrate systems. 2% 36% 63%
Update the Police Allocation Model (PAM) in order to more 2% 41% 57%
accurately reflect the number of troopers needed on the roads

today.

10 Improve the promotion tests and process. 2% 41% 57%

11 Explore ways for training to consider how to bring millennials into 12% 34% 54%
the culture in a way that aligns to the desired culture.

12 Better leverage veterans transitioning from active duty. 6% 43% 51%

13 Invest in marketing collateral to better showcase the WSP career 15% 41% 45%
versus other agencies.

14 Reconsider the residency policy. 6% 50% 44%

15 Determine methods to have Lieutenants spend more time in the 11% 46% 43%
field.

16 Reconsider drive time commute pay policy when in marked car. 7% 52% 41%

17 Explore making training more paramilitary based. 21% 45% 34%

18 Make the recruitment requirements more stringent. 26% 44% 30%

19 Remove the cadet ranking. 44% 46% 10%
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[WASHINGTON STATE PATROL ACTION PLAN FOR RECRUITMENT

AND RETENTION]

Mission Statement:

The Washington State Patrol makes a difference every day, enhancing the safety and security of our

state by providing the best in public safety services.

Vision:

To be the best public safety agency in the United States.

Motto:

Service with Humility

Values:

Every employee is a critical member of a team committed to earning the trust and confidence of the
public through:

Strong leadership

Effective partnerships

Professional excellence

Acting with integrity and accountability
Respecting and protecting individual rights
A culture of continuous improvement

Build a culture of trust, participation and continuous performance improvement.

Make people safe on Washington roadways.

Make people secure by reducing the risk of crime, terrorism, fire and other natural disasters.
Deliver results-oriented, statewide public safety services.

Improve and sustain agency infrastructure and business processes.

(Appendix A contains complete list of goals and strategies)
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[WASHINGTON STATE PATROL ACTION PLAN FOR RECRUITMENT
AND RETENTION]

Problem:
How can the Washington State Patrol (WSP) maximize the recruitment and retention of Troopers?
Overview:

The WSP is budgeted for 2,424 employees. The workforce is about evenly split between sworn
employees and civilian employees. When fully staffed, the agency employs 1,127 sworn employees and
1,297 civilian employees.

As of January 1, 2016 the agency has 96 openings in the Field Operations Bureau (FOB). The FOB is
budgeted for 671 Trooper positions. Troopers and Sergeants in the FOB are responsible for patrolling
the more than 18,000 lane miles of state roadways and are charged with protecting the estimated
7,061,530 residents of the State of Washington. (US Census Bureau 2014 population estimate)

In 2015, 106 commissioned personnel left the agency. This is an average of about nine troopers a
month. Out of the 106 troopers who left, 62 retired and 31 resigned to work at other agencies. By
comparison, in 2010, 19 troopers separated from the agency.

If this trend continues, by June 2016 the WSP will have 150 vacancies in the FOB and by 2025 the FOB
will have one-half the current staffing levels.

Table 1-A: Field Operations Bureau Yearly Staffing Levels

Field 2015 2014 2013 2012 2011 2010 2009
Operations

Bureau

Budgeted 671 671 671 671 671 671 671
Positions

Staff Levels 575 581 605 624 626 627 639
Vacancies 96 90 66 47 45 44 32
Vacancy % 14.3% 13.4% 9.8% 7.0% 6.7% 6.5% 4.8%

A retirement bubble is also looming. Nearly 40 percent of the commissioned staff is eligible to retire
within the next ten years. Further exasperating the vacancy rate is the historically low level of cadets
graduating from the Academy classes. The most recent class graduated 25 Troopers. The previous five
classes graduated 32 Troopers. The average for the prior 35 classes was 37 graduates.

On January 7, 2016 the PFM Group delivered a 187 page Washington State Patrol Trooper Recruitment
and Retention Study. The $240,000 study investigated the reasons behind the WSP’s recruitment and
retention issues. The report details two major themes, compensation and employee satisfaction. The
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[WASHINGTON STATE PATROL ACTION PLAN FOR RECRUITMENT
AND RETENTION]

report made 30 recommendations. This Response to Recommendations section following the Strategies
and Action Plan will specifically address all of the finding in the report.

Strategies and Action Steps

The WSP is actively working to address the root cause issues that are affecting the retention and
recruitment of troopers. These strategies and action steps will address the two main themes of
compensation and employee satisfaction.

Action Step 1: Leadership 360 Evaluations.

o The WSP has been in active talks with the Washington State University Division of Governmental
Studies and Services (WSU DGSS) regarding conducting 360 Evaluations.
o The 360 Evaluations would systematically compare employee self-assessments and assessments
by each person's respective supervisors, peers, relevant staff and clients.
o The six-level assessment process focuses on:
= Ethics
= Respectful treatment of others
= |nnovation promotion
= Collaborative problem solving
= Achievement motivation.
o The evaluations would center primarily on leadership competencies which key in on agency
capacity and can lead to targeted training.
o Estimated cost is $75,000 to $150,000.

Action Step 2- Total Organizational Management Review

o In conjunction with the 360 Evaluations, the WSP is in active talks with WSU regarding
performing a Management Review of the organization.
o Discussions include parameters of the project and timelines.

Action Step 3-New Executive Leadership Team

In last half of 2015, four Captains were promoted to Assistant Chiefs.
New Executive Leadership Team has the right skills to move the agency forward.
Two of the four new Assistant Chiefs came from the Field Operations Bureau, where they

oversaw troopers patrolling the roadways.

o One Assistant Chief was the commander of the Training Division and the fourth had extensive
experience in the Commercial Vehicle Division.

o This group of young, energetic and highly capable Chiefs is making a difference in the WSP
leadership team.
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AND RETENTION]

Action Step 4-Deploy Cell phones to Field Operations Bureau Troopers

O

In mid-2016, the agency will deploy software on troopers’ laptops/tablets allowing troopers to
make cell phone calls from the field.

Modify the existing in-car computers which are part of our Mobile Office Platform system that
was funded through the legislature over the last few years.

The cost to implement for all vehicles using this method is $135,000

Supplement Field Operations Bureau Sergeants Blackberry’s that were authorized in 2013.

Action Step 4-Introduce New Enhanced Uniform Prototypes

O O O O O

This spring troopers will begin testing the prototypes of the enhanced uniforms in each district.
The enhanced uniforms will be wash-and-wear and multifunctional.

Volunteer troopers will evaluate the uniforms effectiveness.

A survey of troopers will be conducted to gather trooper feedback.

The cost of outfitting the 1005 commissioned staff would be $1.67 million or about $1660 per
employee.

Action Step 5-Expand the Use of Alternative Schedules

o O O

O
@)
@)
@)

In 2016, the East Tacoma APA will begin shift bidding on schedules.

On January 3, 2016, South King County APA began shift bidding.

In District 3, one half of the APA approved shift bidding which allows troopers to select their
day/night shifts then rotate as a detachment every 56 days.

Shifting bidding will begin in 2016 for Chehalis, Goldendale and Morton APAs.

Okanogan already using shift-bidding.

On January 16, 2016 the Marysville APA began shift bidding

Multiple APA’s already used 4/10- scheduling to cover shifts.

Action Step 6-Refocus Agency with New Goals and Priorities

O
@)
@)
O
@)
(@)

In January 2016, Executive Leadership Team developed new agency goals and priorities.
Recruitment and retention of troopers becomes agency’s new top priority.

Review compensation strategies to address issues of pay competitiveness.

Provide robust employee recognition and celebration programs.

Deliver high quality training programs for the entire workforce.

Collaborate with those closest to the work being done in order to sustain successes, encourage
innovation, and identify emerging problems.

4|Page





[WASHINGTON STATE PATROL ACTION PLAN FOR RECRUITMENT

AND RETENTION]

Action Step 7-Introduce New Website

O

In January 2016, Information Technology Division began work on a complete redesign of current
WSP website.

New website will move from HTML programming into a Content Management System allowing
for quick updates and a more user friendly experience.

New website will more accurately reflect the branding of the agency.

31% of new troopers discovered the agency through the WSP website.

Action Step 8- Improve Management Training

In January 2016, management began revamping the Supervisor Basic Training.

Next month, a survey will be sent out to gain insight on current management challenges and
needs within our organization and will be used to inform curriculum.

This data will guide our next steps.

June 1, 2016, new Mid-Management Training will be introduced which has been updated to
focus on improving relations between supervisor and employee and on leadership/emotional

intelligence.

Action Step 9- Improve Recruitment

O

This month 43 new cadets began Trooper Basic Training Class. They are expected to graduate in
July.

We are projecting 60 more cadets will be hired for the next training academy in September.
The Executive Team is looking at launching two academy classes a year.

Working with outside vendors to launch new marketing, advertising and outreach campaign for

next recruitment class.

Action Step 10-Review Disqualification Rate of Psychological Testing

In 2015, the Human Resource Division completed a review of all phases of recruiting and hiring.
The agency completed a review of the psychological testing disqualification rate to discover the
root causes of why the WSP DQ rate appears to be higher than other police agencies.
As a result of the review, a new testing instrument was introduced that more closely aligns with
the standards of other law enforcement agencies.
This new instrument includes new revised gender and ethnic minority scales and is expected to
reduce the invalid test results by 50%.
An internal appeals process was created so the HRD Captain can appeal any candidates that fail
the psychological test.
An additional psychologist can be used to screen candidates based on availability and
scheduling.

o Cost is potentially $100,000 or more.
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Action Step 11- Review Cadet Entry Requirements

O

O

Last year, the WSP reviewed and adjusted disqualifiers to align them with other law
enforcement agencies.

Currently, the WSP uses a holistic approach by examining individual candidates as a whole
person.

Misdemeanor drug convictions or past drug usage can be reviewed on a case by case basis.

Action Step 12—Improve Performance Reviews

O

Improving current Strategic Advancement Forum (SAF) bimonthly report outs which will focus
on:

o Outcomes

o Strategies

o Operations Plans
Changing monthly trooper review meetings to quarterly.
Activity spreadsheets will be discontinued and replaced by more encompassing job reviews that
will include specialty time.
A committee of troopers, from various districts, is working to review current activity awards.
Recently introduced web based performance reviews encompass activity as just one of 10
criteria used to evaluate performance.
All Sergeants must complete International Association of Chiefs of Police Leadership In Police
Organizations training

Action Step-13 Compensation

O O O O

The WSP supports the California Highway Patrol (CHP) compensation model.

The CHP salaries are tied to top 5 comparable law enforcement agencies

Salaries auto adjust based on comparable salaries.

Currently, 27% gap between WSP Trooper’s pay and median of top 5 Washington comparable
law enforcement agencies.
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Response to Study Recommendations

The Washington State Patrol Trooper Recruitment and Retention Study made 30 recommendations to
the agency to improve its recruitment and retention issues. Some of the recommendations have already
been enacted while others are currently in the process of being reviewed or implemented.

Some of the recommendations are within the agency’s authority and ability to implement. Others would
require legislative appropriation or approval. A few of the recommendations would require changes to
the current collective bargaining agreements and/or changes to current state statute regarding
retirement benefits.

Below is a summary of the action steps taken by the WSP regarding these recommendations. Some of
the action steps are duplications of current action steps detailed above but are included for clarity.

Recommendation 1.1 The State should commission an organizational assessment to identify specific
management strategies and recommendations that will improve overall engagement with line staff.

WSP Action:

Action Step 2- Total Organizational Management Review

o In conjunction with the 360 Evaluations, the WSP is in active talks with WSU regarding
performing a Management Review of the organization.
o Discussions include parameters of the project and timelines.
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Recommendation 2.1 The WSP executive staff should work with its Human Resource Division
and/or the State Human Resources Division within the Office of Financial Management to
conduct performance evaluations, 34 of all management staff with the rank of Lieutenant and
above. This should include 360 degree reviews. The results of these evaluations should be used
to identify opportunities to improve management performance.

WSP Action:
Action Step 1: Leadership 360 Evaluations.

o The WSP has been in active talks with the Washington State University Division of Governmental
Studies and Services (WSU DGSS) regarding conducting 360 Evaluations.
o The 360 Evaluations would systematically compare employee self-assessments and assessments
by each person's respective supervisors, peers, relevant staff and clients.
o The six-level assessment process focuses on:
= Ethics
= Respectful treatment of others
= |nnovation promotion
= Collaborative problem solving
= Achievement motivation.
o The evaluations would center primarily on leadership competencies which key in on agency
capacity and can lead to targeted training.
o Estimated cost is $75,000 to $150,000.

Recommendation 3.1 Performance metrics provide important feedback, and their active use should be
continued, but refined. As this occurs, and as specific measures are reevaluated, the WSP executive
team should reinforce the focus of Trooper work activity around improving public safety outcomes
(e.qg., reduced traffic fatalities) rather than focusing on specific enforcement outputs (e.g. issuing
tickets).

WSP Action:
Action Step 12—Improve Performance Reviews

o Improving current Strategic Advancement Forum (SAF) bimonthly report outs which will focus
on:
o Outcomes
o Strategies
o Operations Plans
Changing monthly trooper review meetings to quarterly.
Activity review sheets will be discontinued and replaced by more encompassing job review
sheets that will include specialty time.
o A committee of troopers, from various districts, is working to review current activity awards.

8|Page





[WASHINGTON STATE PATROL ACTION PLAN FOR RECRUITMENT
AND RETENTION]

Recommendation 4.1 The WSP should engage commissioned employees across all ranks to review
uniform options and recommend changes to style and fabric for executive management consideration.
Engagement of Troopers in this evaluation can begin to address the communication problems
identified in the survey responses of current Troopers.

WSP Action:
Action Step 4-Introduce New Enhanced Uniform Prototypes

This spring troopers will begin testing the prototypes of the enhanced uniforms in each district.
The enhanced uniforms will be wash-and-wear and multifunctional.

Volunteer troopers will evaluate the uniforms effectiveness.

A survey of troopers will be conducted to gather trooper feedback.

The cost of outfitting the 1005 commissioned staff would be $1.67 million or about $1660 per
employee.

O O O O O

Recommendation 5.1 WSP management should encourage the development of experimental shifts -
designed by detachment personnel - to create more stability in and Trooper control over choosing
their schedules. Experimental shifts might include an annual shift bid by seniority with fixed shifts and
days off. This could potentially help to reduce fatigue and improve work week efficiencies of a 4-10
schedules. This type of schedule may not fit all Districts, and remote areas of the State may require
alternative schedules. Most local and state benchmark agencies use shift-bid schedules.

WSP Action:
Action Step 5-Expand the Use of Alternative Schedules

In 2016, the East Tacoma APA will begin shift bidding on schedules.

On January 3, 2016, South King County APA began shift bidding.

In District 3, one half of the APA approved shift bidding which allows troopers to select their
day/night shifts then rotate as a detachment every 56 days.

Shifting bidding will begin in 2016 for Chehalis, Goldendale and Morton APAs.

Okanogan already using shift-bidding.

On January 16, 2016 the Marysville APA began shift—bidding

Multiple APA’s already used 4/10- scheduling to cover shifts.

O O O O
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Recommendation 6.1 Working with the Office of Financial Management, WSP should develop a long
term compensation plan to address issues of pay competiveness within the context of the State’s
ability to pay. Creating such a compensation plan, even if it takes several years to fully fund and
achieve, can help to address existing dissatisfaction and concerns. While there will be appropriate
constraints on what can be included within such a longer-term compensation plan (e.g., internal
equity considerations across State agencies, the overall level of resources available for the WSP, and
the need to receive legislative approval for compensation increases), having a plan will allow Troopers
to know that they are moving in a competitive direction and can help to initiate productive discussions
on the compensation levels needed to sustain FOB Trooper levels.

WSP Action Step:

o Work with OFM, Governor and State Legislators this session to develop short-term and long-
term compensation plan.
o Could be subject to collective bargaining or require memorandum of understanding (MOU)

Recommendation 7.1 The WSP should review its geographic pay practices to both expand counties
they cover as well as to potentially increase the rates for geographic pay. Providing higher pay on a
geographic basis could provide additional incentive to stay with the WSP for Troopers where pay is a
primary issue. This will also help attract new recruits from more populated areas where there are
many other law enforcement choices.

WSP Action Step:

o Subject to collective bargaining.
o Significant financial impact.

Recommendation 8.1 The WSP should consider merging specialty pays, certification pays, and shift
differentials into base pay. This will serve to increase the base pay levels presented in pay
comparisons, while limiting pay differences among Troopers. This would increase base pay by
approximately 2.5 percent. In total, this percent of pay is nearly identical for Troopers and Sergeants
in the FOB and other bureaus. Taking pay out of the equation for specialty assignments could also help
to reduce issues with accessibility to specialty assignments.

WSP Action Step:

o Subject to collective bargaining.
o Policy impact must be assessed.
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Recommendation 8.2. Institute a new promotional class of Trooper. The WSP could offer a
promotional opportunity for Troopers to an advanced level (a Senior and/or Master Trooper, for
example) with additional duties and expectations. This will add a higher-paid, non-supervisory level
(or two, if both Intermediate and Advanced levels were established)) that could be reached.

WSP Action Step:

o Subject to collective bargaining.
o Policy impact must be assessed.
o Could impact job duties by other union bargaining units

Option 9.1 Increase Pay for Retirement-Eligible Troopers. After 20 years of service, a Trooper does not
receive any additional pay increases beyond general cost-of-living increases provided to all Troopers.
Increasing pay after 25 years of service can provide an incentive for Troopers to remain in the Field
Force. Any pay increase would affect both base salary and FAS over a two to five year period
(depending on whether a Trooper is in WSPRS Plan 1 or 2). This would provide an incentive to stay
beyond retirement eligibility.

WSP Action Step:
o Requires legislative action.
o Subject to collective bargaining.
o Policy impact must be assessed.
o Retirement system financial impacts must be assessed

Option 9.2 Offer a retention bonus. An alternative to providing longevity pay is to provide a one-time
or annual cash bonus for every year after a Trooper stays after reaching retirement-eligibility. Such a
bonus would not add to FAS for pension purposes.

WSP Action Step:

Requires legislative action.
Subject to collective bargaining.
Policy impact must be assessed.

O O O O

Retirement system financial impacts must be assessed.
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Option 9.3 Increase retirement eligibility to 30 years of service. Changing the WSPRS eligibility for full
retirement from 25 years to 30 years of service (or to a plan similar to the LEOFF eligibility) would
more closely align with the pension benefits available to local Washington State law enforcement,
would be consistent with longer life spans and working careers, and could generate long-term savings
that could help to fund improved cash compensation. At the same time, such a change would result in
some future Troopers working longer prior to retirement. Increasing the time required to reach
retirement eligibility, thereby increasing average tenure and the proportion of experienced Troopers
in active service, should bring more stability to the workforce

WSP Action Step:
o Requires legislative action.
o Subject to collective bargaining
o Policy impact must be assessed.
o Retirement system financial impacts must be assessed

Option 9.4 Increase Pension Accrual after 25 years of service. Increasing the pension accrual rate after
reaching 25 years of service may be another way to incent retirement-eligible Troopers to remain in
the force for several more years. Increasing the accrual rate from the current 2.0 percent to 2.2
percent per year say, would increase the total retirement formula by 1 percent of FAS for a Trooper
opting to stay for an additional five years of service—retirement amount increased by 11 percent of
FAS vs. a 10 percent increase without this change.

WSP Action Step:
o Requires legislative action.
o Subject to collective bargaining
o Policy impact must be assessed.
o Retirement system financial impacts must be assessed.

Option 9.5 Evaluate a Limited-Duration DROP. A Deferred Retirement Option Program (DROP) can be
used to incentivize Troopers nearing retirement to stay a few years beyond becoming retirement
eligible. These programs also provide current employees close to retirement some certainty regarding
their retirement date and allow them to continue to accrue retirement benefits after they have
“maxed out” their benefit under their current pension plan.

WSP Action Step:
o Requires legislative action.
o Subject to collective bargaining
o Subject to legislative approval
o Retirement system financial impacts must be assessed
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Option 9.6 Create a Trooper Reserve Program. A Trooper Reserve program could be designed to allow
Troopers in good standing at the time of retirement to be reemployed by the WSP in a part time, non-
benefit, non-career status performing functions allowed by law and required by the WSP. Unlike a
DROP program, a Reserve Trooper would have retired from the WSP and return in a limited status to
assist with tasks as defined by the WSP such as security at the Governor’s Mansion, assisting with
investigations, additional staffing during special events or enforcement efforts, or any other function
that the WSP determines to be appropriate, in compliance with the law, and not in conflict with
collective bargaining agreements. Hiring retired Troopers back to perform background checks and
other time-limited tasks is currently done by the WSP.

WSP Action Step:

o Human Resource Division currently employs 7 full-time Long-Term Limited-Duty Troopers to
conduct background checks for candidates.
o 15 part-time retired Troopers work to supplement background checks on candidates
o In 2016, hiring 8 additional part-time retired Troopers for background checks.
o Subject to collective bargaining.
o Policy impact must be assessed.
o Financial impacts must be assessed.

Recommendation 10.1 The WSP should create a system that allows candidates during the initial
application process to prioritize district assignments and, prior to employment or early in the training
process, to be assigned to a district. This assignment may not coincide with the Cadet’s initial choice if
assignments are not available in that location. For example, the Spokane District has over 70 current
Troopers who desire to transfer to that district, and it would not be appropriate to place a new recruit
there.

WSP Action Step:
o Policy impact must be assessed

Recommendation 11.1 The WSP should consider increasing pay to levels that improve the WSP’s
competitive position relative to local law enforcement agencies. Increasing Cadet pay is one way to
address this, and movement toward a single rate for the first year of service (both at the Academy and
afterward) could be a means to achieve this.

WSP Action Plan

o Propose increasing pay effective July 1, 2016.
o Expected cost to increase Cadet Pay to match entry level Troopers would be $419,000 per year.
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Recommendation 12.1 The WSP needs to take a close look how it can align its culture to the
contemporary approach favored by many current recruits while still maintaining its “service with
humility” mission. The issue of cultural realignment impacts the entire recruitment process and is
central to other recommendations provided in the Recruitment chapter of this Report.

WSP Action Plan
Action Step 6-Refocus Agency with New Goals and Priorities

In January 2016, Executive Leadership Team developed new agency goals and priorities.
Recruitment and retention of troopers becomes agency’s new top priority.

Review compensation strategies to address issues of pay competitiveness.

Provide robust employee recognition and celebration programs.

Deliver high quality training programs for the entire workforce.

O O O O O O

Collaborate with those closest to the work being done in order to sustain successes, encourage
innovation, and identify emerging problems.

Recommendation 13.1 The WSP should develop a comprehensive outreach and marketing strategic
plan that expands on the success of current strategies and looks for ways to tap into groups of
individuals that do not currently show an interest in the WSP or law enforcement as a career, such as
women and minorities. This will require the use of non-traditional marketing and outreach methods.

WSP Action Plan:

Creating marketing plan for September Cadet Class

Expected cost estimate is between $300,000 and $350,000 per biennium for advertising,
marketing and consulting.

Previous marketing campaigns funded by vacancy savings in Field Operations Bureau.

In the current biennium, our vacancy savings was removed in the Transportation Budget.

Recommendation 14.1 The WSP should consider reinstating the Explorer program or a similar youth
outreach program, in order to expose teens to the possibility of a career with the WSP. This may
require the expansion of work currently done by recruiters in District offices.

WSP Action Step:

o Predicted cost to restart the program is $250,000
o Determined to not be cost effective based on other agency priorities
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Recommendation 15.1 Identify staff who have the skills, ability, and desire to function as both formal
and informal recruiters. Not everyone desires to be a recruiter nor does everyone have the skills to
undertake that role. The pool of Troopers used for recruitment activities should be increased and the
role enhanced to include higher levels of youth and community engagement. Additionally, Troopers
should be trained, evaluated, and rewarded on recruitment techniques and efforts. The job of
recruiting should not be shouldered solely by the recruitment officers, but by all who have the ability
to role model, mentor, and coach.

WSP Action Step:

o InJune 2015, launched Recruitment Incentive Award (RIA) of $200.00 to WSP employees who
successfully recruit applicants to the following unique agency positions: Trooper Cadet,
Commercial Vehicle Enforcement Officer, Communications Officer, and Forensic Scientist.

o The employee would be eligible for the RIA once the applicant is provided and accepts a
conditional offer of employment.

o The WSP currently employs a larger number of recruiters than comparable law enforcement
agencies.

Recommendation 16.1 Recruitment staff should continue tracking how applicants find the WSP as well
as how successful each outreach method is in terms of yielding new Troopers (for example, a higher
percentage of hired Cadets found out about the WSP from the website than did the general applicant
population). This feedback spanning the steps from applicant to successful Cadet to Trooper should
then be used to inform future outreach efforts and help direct the limited resources of the agency.

WSP Action Step:

o Currently cadets are surveyed and the information is collected and reviewed by the Human
Resource Division.
Cadet feedback is collected and used to inform future outreach efforts.
Using cadet feedback to drive 2016 media campaign targeting the 19-year-old to 40-year-old
demographic:
e Internet Radio (Pandora, iHeart, and tune in)
e Social Media (Facebook, Twitter, etc.)
e Billboards (digital, revolving, and fixed)
e Internet geo-targeting and traditional print advertising
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Recommendation 17.1 The WSP should redesign its website to engage viewers with an emphasis on
creating a positive and welcoming environment. The WSP should include videos that demonstrate the
full range of duties performed by the Patrol.

Action Step 7-Introduce New Website

o InJanuary 2016, Information Technology Division began work on a complete redesign of current
WSP website.

o New website will move from HTML programming into a Content Management System allowing
for quick updates and a more user friendly experience.
New website will more accurately reflect the branding of the agency.
31% of new troopers discovered the agency through the WSP website.

Recommendation 18.1 Except as required by law, the WSP should change their criteria from an
absolute rejection of a candidate for any and all misdemeanor convictions and drug use to a case-by-
case review of the individual’s circumstances. This allows for consideration of extenuating
circumstances without lowering any ethical standard. The background check follows the polygraph
exam, and issues raised in the polygraph can be followed up and addressed, if necessary.

Action Step 11- Review Cadet Entry Requirements

o Last year, the WSP reviewed and adjusted disqualifiers to align them with other law
enforcement agencies.

o Currently, the WSP uses a holistic approach by examining individual candidates as a whole
person.

o Misdemeanor drug convictions or past drug usage can be reviewed on a case by case basis.
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Recommendation 19.1 The WSP should review the psychological testing portion of the selection
process to bring the testing protocols in line with contemporary national standards as well as to
determine possible causes for the high failure rate. The review should include possible trends in
applicant failures, the number of testing providers, the test administered, and the process as
compared to other jurisdictions.

WSP Action Step:
Action Step 10-Review Disqualification Rate of Psychological Testing

In 2015, the Human Resource Division completed a review of all phases of recruiting and hiring.
The agency completed a review of the psychological testing disqualification rate to discover the
root causes of why the WSP DQ rate appears to be higher than other police agencies.

o Asaresult of the review, a new testing instrument was introduced that more closely aligns with
the standards of other law enforcement agencies.

o This new instrument includes new revised gender and ethnic minority scales and is expected to
reduce the invalid test results by 50%.

o Aninternal appeals process was created so the HRD Captain can appeal any candidates that fail
the psychological test.

o An additional psychologist can be used to screen candidates based on availability and
scheduling.

o Cost is potentially $100,000 or more.
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Recommendation 20.1 The WSP should contract with outside Psychologists to assist the WSP’s
Psychologist during peak hiring times and eliminate delays in the overall process. Additionally, the
WSP should consider transitioning away from an employee provider to a contract provider. (Note: this
recommendation is only related to the psychological testing portion of the selection process which
happens once or twice a year, and is not a recommendation to eliminate the State Psychologist
position).

WSP Action Step:
Action Step 10-Review Disqualification Rate of Psychological Testing

In 2015, the Human Resource Division completed a review of all phases of recruiting and hiring.
The agency completed a review of the psychological testing disqualification rate to discover the
root causes of why the WSP DQ rate appears to be higher than other police agencies.

o Asaresult of the review, a new testing instrument was introduced that more closely aligns with
the standards of other law enforcement agencies.

o This new instrument includes new revised gender and ethnic minority scales and is expected to
reduce the invalid test results by 50%.

o Aninternal appeals process was created so the HRD Captain can appeal any candidates that fail
the psychological test.

o An additional psychologist can be used to screen candidates based on availability and
scheduling.

o Cost is potentially $100,000 or more.

Recommendation 21.1 The WSP should merge the Arming Class and Trooper Basic Academy into a
single class and move all Cadets through this program and into Trooper positions as soon as possible.
Merging the Arming Class and Trooper Basic Academy into a single course will provide the WSP with
more flexibility in terms of the number of training academies it can run, but will also require a
different model to staff the contracted security positions, such as hiring retired Troopers.

WSP Action Step:

o Would significantly impact mandate to protect Governor, Governor’s Mansion and Capitol
Campus.
Classes do not repeat material so no time savings.
No cost savings.
Break between classes provides observational field learning with troopers to improve Academy
performance and graduation rates.
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Recommendation 21.2 The WSP should continue using the Cadet job classification to allow for entry
level employment into the agency, but should consider repurposing Cadets who are too young
(Troopers must be 21), or otherwise not ready to be a Trooper, into District-level positions that
perform duties currently performed by Troopers that do not require law enforcement officer
certification. Similar to a Community Service Officer position in some municipal agencies, this system
will allow the WSP to increase the workforce in district offices, addressing current vacancy issues. Job
duties of a Cadet in the field should be designed to prepare the employee for the job of Trooper while
also reducing the workload of Troopers to allow for more time engaged in higher priority activities,
community engagement (e.g., Explorer groups), and problem solving.

WSP Action Step:
o Financial impacts could be significant

Recommendations 22.1: The WSP should run two academies per year for a period of time in order to
replace current and projected vacancies in the field. The agency has run academies twice a year in the
past, and this increase in capacity will improve the pipeline to replace retiring Troopers.

WSP Action Step:

Executive team studying doubling number of academies per year.
Would require legislative action to approve new budget.

Currently budgeted for one class per year.

Cost estimated to be $4,500,000 for every additional academy class.

O O O O O

May significantly impact other training such as Communication Officer Training, Manager Basic

training, CVEO Basic, and LPO.

o May impact revenue from outside agencies renting the academy 18 weeks a year to conduct
EVOC training and collision investigation training.

o Increases strain/burnout on finite academy staff.

Recommendation 23.1 The WSP should review elements of the training protocols that create a
perception of the warrior-style of academy and deemphasized them. Guardian elements of the
Academy and the job should be emphasized. This will serve to mitigate potentially negative
perceptions of potential Cadets and better reflect the actual Academy training style.

WSP Action Step:

o Training Academy currently utilizes theories and techniques spelled out in the Leadership in
Police Organizations, (LPO) on group socialization and cohesion.

o The ultimate goal is to produce troopers that are prepared, independent critical thinkers that
serve the citizens of Washington State.

o Already utilize elements of the Guardian Model.
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Appendix A

GOAL #1:

GOAL #2:

Build a culture of trust, participation and continuous performance improvement.

11

1.2

1.3

14

1.5

1.6

1.7

1.8

Recruit, train, and retain a qualified and diverse workforce committed to the
Washington State Patrol’s mission and values.

Uphold an ethical, nonbiased workforce that operates with integrity and
accountability.

Review compensation strategies to address issues of pay competitiveness.

Leverage POPS and LEAN philosophies to build effective partnerships, solve
problems, and improve processes.

Provide robust employee recognition and celebration programs.
Deliver high quality training programs for the entire workforce.

Support the specialized work, training and certifications that enhance employee
development and agency capabilities.

Collaborate with those closest to the work being done in order to sustain
successes, encourage innovation, and identify emerging problems.

Make people safe on Washington roadways.

2.1

Support Target Zero strategies to reduce injury and fatality collisions on state
routes and interstates.

a. Decrease the number of impaired driver fatality and injury collisions.
b. Decrease the number of speed-involved fatality and injury collisions.

c. Decrease the number of young drivers age 16-25 involved in traffic
fatalities.

d. Decrease motorcycle fatalities.
e. Decrease non-belted occupant involvement in fatal collisions.

f. Decrease commercial-motor-vehicle-related collisions.
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GOAL #3:
disasters.

GOAL #4:

GOAL #5:

g. Decrease the number of distracted driver-involved fatalities.

2.2 Enhance safety and services to our citizens through targeted enforcement,
education, emergency communications, collision investigations, motorist assists,
and other calls for service.

Make people secure by reducing the risk of crime, terrorism, fire and other natural

3.1 Identify, disrupt, and dismantle organized criminal groups.

3.2 Reduce crime through specialized investigative services and criminal
interdiction.

3.3 Maintain effective security measures on and around Washington State Ferry

System vessels and terminals.

3.4 Enhance agency-wide emergency response capabilities to all hazards in the
State of Washington.

3.5 Reduce fire deaths through licensing, education, inspections, and plan review.

3.6 Efficiently mobilize resources for fires, disasters, and other emergencies.

Deliver results-oriented, statewide public safety services.
4.1 Enhance analytic capability and capacity.
4.2 Improve interagency and intra-agency information sharing.

4.3 Provide state-of-the-art training and certifications for professional law
enforcement, fire protection, and criminal justice personnel.

4.4 Enhance criminal and forensic investigative capability and capacity.
4.5 Provide services, training and support to assist in the recovery of missing adults
and children.

Improve and sustain agency infrastructure and business processes.
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5.1

5.2

53

5.4

5.5

5.6

Develop, improve, secure, and sustain agency use of technology with
computers, operating systems, applications, networks, phone systems, radios,
and microwave communication systems.

Implement and maintain a communication system that meets the Federal
Communications Commission narrowband requirements and enhances
statewide operable and interoperable communication for public safety
agencies.

Evaluate and assess the functionality and safety of agency uniforms, vehicles
and equipment.

Improve our ability to provide business continuity for services, systems, and
facilities that respond to disasters and other large-scale disruptions.

Manage and evaluate internal processes and work products to minimize risk and
obtain legal compliance, accuracy, completeness, timeliness, and efficiency.

Develop a comprehensive capital plan to improve the condition and
sustainability of agency assets and facilities.
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