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Executive Summary

This comprehensive operational assessment was conducted to provide the incoming Chief
of Police for the Moss Point Police Department (MPPD) with a clear, evidence-based
understanding of the department’s current condition. The assessment focuses on four key
operational areas identified as priority concerns by city leadership: investigative case files,
evidence management, command structure, and fiscal accountability. The review included
examination of department policies, workload data, case file samples, staffing information,
and interviews with relevant personnel and stakeholders. Overall, the department
demonstrates a foundation of professional practices, but significant modernization and
organizational restructuring are required to restore operational effectiveness,
accountability, and public confidence.

1. Investigation Files

The assessment of investigative case files revealed considerable variation in organization,
completeness, and overall quality among detectives. XXXXXXXXXXX consistently maintained
case documentation consistent with professional investigative standards. XXXXXXXXXXX
reports demonstrated structure, adherence to established templates, and appropriate
evidentiary tracking. However, XXXXXXXXXXX was performing both supervisory and line-
level duties, which limited their ability to manage and mentor other detectives effectively.
This dual workload hindered oversight and consistency across the Criminal Investigations
Division (CID).

Following the resignations of XXXXXXXXXXX, XXXXXXXXXXX, XXXXXXXXXXX, and
XXXXXXXXXXX, only one detective— XXXXXXXXXXX —remains assigned to the division.
XXXXXXXXXXX performance has been the subject of multiple documented concerns,
including poor work quality, policy violations, and carelessness, with related letters of
concern from the District Attorney’s Office. This leaves the CID effectively nonfunctional and
unable to maintain the expected standard of investigative follow-up, particularly for major
cases requiring coordination with the DA’s Office.

The immediate priority for the new Chief should be to stabilize CID operations through a
structured rebuilding process. A complete audit of all active cases should be conducted to
identify missing evidence, overdue reports, or cases requiring immediate re-assignment.
Following the audit, a performance review of the remaining detective, with HR participation
to determine whether retraining, reassignment, or disciplinary action is warranted. The CID
must be reconstructed with clear supervision, defined caseload expectations, and balanced
investigative assignments. A dedicated supervisory sergeant should oversee CID and
internal affairs to ensure consistency, accountability, and adherence to investigative best
practices.
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2. Evidence Operations

Evidence management remains one of the department’s highest-risk areas. The function is
currently overseen by XXXXXXXXXXX, who demonstrates professionalism and a solid
understanding of best practices. However, XXXXXXXXXXX is working under an outdated
policy framework (last revised in 2013), inadequate physical security, and minimal
oversight. Policy 4.09, governing evidence handling, spans only four pages and does not
reflect modern standards in chain-of-custody integrity, audit frequency, or digital tracking.
Despite policy requirements mandating inspections and semiannual unannounced reviews
by command staff, no formal audit has been conducted since XXXXXXXXXXX’s appointment
in 2022.

The evidence storage area is accessed via a standard key, which is also accessible by the
master key. There is no dedicated badge access or CCTV monitoring of the evidence room,
only the hallway near the entrance. Currently, there is only a sign-in log that is maintained
by XXXXXXXXXXX. Additionally, when XXXXXXXXXXX assumed the position, the evidence
room had been unattended for approximately nine months, and no transfer audit was
completed to account for inventory continuity. XXXXXXXXXXX estimates that more than
1,500 firearms remain unprocessed or undocumented, dating back to 2001. This represents
both a serious operational deficiency and a potential legal liability for the city.

The department uses a barcode tracking system; however, its reliability has been
compromised due to printer and labeling issues. The evidence room is nearing full capacity,
XXXXXXXXXXX estimated the room is approximately 500 square feet with roughly half
dedicated to homicide evidence. Without expansion or systematic disposal of outdated
property, MPPD will exceed capacity within one to two years. The department’s FY 2025-
2026 budget allocates only $4,000 for crime lab and forensic fees—insulfficient for current
operational demands. XXXXXXXXXXX stated the crime scene camera has been broken for
several months, forcing XXXXXXXXXXX to use other means to capture photographic
evidence on-scene. A new budget line for evidence operations should be established in FY
2026 to support secure storage expansion, audit activity, and equipment replacement.

Immediate corrective actions are recommended: initiation of a full evidence audit within 30
days, installation of badge-controlled access and CCTV coverage, creation of a dedicated
evidence budget, replacement of the crime scene camera and barcode equipment, and
commencement of a comprehensive firearm inventory and disposal project. Implementing
these steps will bring the department closer to compliance with accepted national
standards for evidence control and chain-of-custody documentation.

3. Command Structure and Organizational Efficiency

The department’s command structure, defined in Policy 1.06, has not been substantively
updated since 2013. It was designed for a larger agency and no longer reflects current
staffing levels, functional responsibilities, or supervisory capacity. The outdated model has
led to confusion over authority, diluted accountability, and excessive span-of-control ratios.
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Before the last two rounds of resignations, approximately 28-30 personnel served within
the department, but all sergeants performed both patrol and administrative duties, leaving
limited supervisory presence on each shift. The official organizational chart includes
positions that are no longer active—such as multiple captains and division heads—creating
administrative ambiguity.

Without a Deputy Chief or mid-level command tier, the Chief of Police bears direct oversight
for every division, including patrol, investigations, evidence, building maintenance, fleet
maintenance, and dispatch. This structure is not sustainable and results in delayed decision-
making, inconsistent supervision, and increased risk exposure. An updated command model
is essential to reestablish accountability, clarify authority, and align structure with the
department’s actual operational load.

Data analysis indicates the department handles approximately 1,700 calls for service per
month, 315 reports, and 36 detective follow-ups, which justify roughly 28-31 total
personnel to maintain coverage and case management. The recommended FY 2026 model
establishes 31 positions (25 sworn, 6 civilian), with clear supervisory layers: a Chief of
Police, a Deputy Chief overseeing Operations, an Administrative Lieutenant managing
Support Services, four Patrol Sergeants, and one CID Sergeant responsible for investigations
and internal affairs. This model ensures a maximum of 7 direct reports per supervisor,
aligning with CALEA guidance and modern span-of-control standards.

Implementing this structure requires immediate administrative action to update Policy 1.06
and the department’s organizational chart. The city should authorize the Deputy Chief
position within 45 days, promote or hire four Patrol Sergeants, appoint a CID Sergeant, and
assign an Administrative Lieutenant to oversee dispatch, records, building and fleet
maintenance. Weekly command briefings led by the Chief should begin immediately to
enhance communication, reinforce accountability, and establish consistent leadership
expectations across divisions.

4. Fiscal Oversight and Time Accountability

No formal audit of time and attendance records was conducted during this review.
Personnel documentation indicates recurring issues with attendance and performance,
particularly involving XXXXXXXXXXX, including incomplete casework and unapproved
absences. These deficiencies raise concerns regarding time management, productivity, and
possible time misappropriation. Concern from the District Attorney’s Office underscores
ongoing quality and timeliness problems with investigative outputs.

It is recommended that the city initiate a 12-month audit of all time and attendance data,
reviewed jointly by Internal Affairs and the City’s HR Department. If irregularities are found,
referral to the State Auditor’s Office should be considered to ensure transparency. Moving
forward, the department should inspect timesheets integrated with scheduling software,
require supervisor approval for all overtime and court pay, and conduct random spot
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checks to verify attendance. These controls will promote fiscal integrity and operational
fairness while minimizing risk exposure to the city.

5. Policy Modernization

The MPPD’s Policies and Procedures Manual was last revised in November 2021; however,
most policies have not been revised since 2013. The policies remain largely compliant with
constitutional and statutory requirements and reflect the general framework of Mississippi
municipal agencies. However, it requires substantial modernization to align with current
standards and community expectations. Policies governing the use of force, vehicle pursuits,
internal investigations, officer wellness, and evidence handling need revision to reflect
evolving case law and best practices.

Specifically, the use-of-force policy should be reviewed and updated to reflect current case
law and standards. The pursuit policy should include clear initiation and termination
criteria, supervisor authorization, and defined review protocols. Portable Video
Management System (PVMS)/Portable Digital Recording Device (PDRD) should be reviewed
and follow industry standard terminology such as Body-worn camera (BWC) and digital
evidence. Additionally, the PVMS/PDRD (BWC) policies should be established or expanded
to clarify activation standards, retention periods, and release procedures. All staff should
receive annual refresher training in constitutional policing, accountability, and ethical
leadership.

A short-term Policy Review Team, composed of department leadership, the City Attorney,
and HR representatives, should be established to complete a full policy modernization
project within six months. This effort should prioritize risk-prone areas, such as annual
review by all employees of the policies (currently, employees only sign upon hire), evidence,
pursuits, and internal affairs, ensuring that new policies align with CALEA standards and
model guidelines.

6. Observations that require attention

During this assessment, several recurring issues surfaced that were not included in the
original scope of review provided by city leadership. Although not part of the initial focus
areas, these findings have significant implications for operational readiness, employee
morale, and long-term sustainability of the MPPD’s infrastructure and resources. The
following sub-sections summarize the primary concerns and provide corresponding
recommendations for corrective action.

Building Maintenance and Facility Conditions

The MPPD building exhibits multiple maintenance deficiencies that are affecting both

employees’ working conditions and long-term facility sustainability. Several areas within
the structure show evidence of water intrusion, including peeling paint, extensive ceiling
stains, and visible cracks caused by recurring leaks. Employees reported that these issues
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have persisted since the facility’s opening and have progressively worsened. Beyond
aesthetic deterioration, unchecked water damage can compromise electrical systems, create
mold hazards, and contribute to costly structural degradation.

Immediate attention should be directed toward repairing roof leaks, inspecting HVAC and
drainage systems, and addressing all interior damage resulting from water infiltration.
These repairs are not only necessary to preserve the facility’s integrity and prevent further
damage but also to improve employee morale. A clean, well-maintained work environment
communicates organizational pride and professionalism, which directly impacts public
perception and officer well-being. The city should coordinate with public works or external
contractors to complete an engineering assessment of the building and prioritize repairs
within the next budget cycle.

Budget Review and Fiscal Management

A review of the MPPD’s FY 2024-2025 budget, as of May 31, 2025 (two-thirds of the fiscal
year completed), revealed several critical fiscal management concerns. The department’s
total expenditure was approximately 62% of the annual budget, aligning with the fiscal
calendar. However, internal distribution among expenditure categories showed a significant
imbalance.

The most notable issue is the overrun within the “Wages and Salaries” account, which had
reached 140.53% of its annual allocation by May 2025—$384,343 spent against a budget of
$273,500. This overage indicates either misclassification of employee pay, excessive or
misallocated overtime, or a failure to realign budgetary allocations to actual staffing levels.
Policemen Salaries YTD had only reached 45.62% during the same time. Vehicle
Maintenance had also reached 96.55% of its allocation, signaling that the department’s
aging fleet is generating unsustainable repair costs. Inmate housing expenditures were
70.44% spent, suggesting that this line item may exceed its cap by year-end, given the
variability of detention costs. Although fuel spending appeared stable at 50%, seasonal
increases during summer and hurricane season may push this category beyond its target.

These discrepancies suggest a lack of accurate forecasting, account monitoring, and weekly
budget reviews. Underspending on training, part-time wages, and supplies further reflects a
reactive rather than strategic approach to fiscal management. It is recommended that the
department conduct a payroll audit to verify account coding accuracy, followed by a mid-
year reforecast to identify categories likely to exceed their appropriations. Budget reviews
should be held weekly with command-level participation, and a cost-per-vehicle analysis
should be completed to determine whether continued maintenance or replacement
provides greater fiscal efficiency. Notably, several essential operational categories—such as
Telephone and Academy Training—were budgeted at zero dollars, indicating possible
misallocations or omissions that require correction in the next fiscal cycle.
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Fleet and Vehicle Management

The department’s vehicle fleet is one of its most pressing operational vulnerabilities.
According to employee reports, the City of Moss Point has not purchased new patrol
vehicles in over twenty years, relying instead on a combination of aging fleet units and drug
forfeiture funds to sustain minimal replacements. This approach has become unsustainable
and poses serious operational and fiscal risks.

Fleet data indicate that several active patrol vehicles date back to 2007-2012, including
aging Ford Crown Victorias, Dodge Chargers, and early-model pickup trucks. Many of these
vehicles are far beyond their intended service life and are responsible for the near depletion
of the vehicle maintenance budget. The department continues to list multiple “spare”
vehicles as active assets, but these high-mileage units add unnecessary costs in
maintenance. Although newer vehicles—such as those acquired between 2021 and 2025—
reflect limited modernization efforts, the absence of a formal decommissioning and
replacement policy has created a lopsided fleet distribution that undermines reliability and
complicates budget planning.

The continued operation of high-mileage, mechanically unreliable vehicles not only drives
up maintenance costs but also increases safety risks to officers and the public. The
department should adopt a structured five-year vehicle replacement plan prioritizing the
retirement of vehicles older than ten years or those with excessive maintenance histories.
All aging “spare” units should be decommissioned and removed from the active roster. The
implementation of a cost-per-mile tracking system will help the department monitor
lifecycle expenses and make informed replacement decisions. Consolidating all vehicle and
maintenance data into a single auditable database—linking VIN numbers, asset IDs, officer
assignments, and maintenance records—will significantly improve transparency and
budget forecasting. Importantly, the city must commit to funding future vehicle acquisitions
through predictable, budgeted capital investment rather than reliance on irregular
forfeiture revenue. This change is essential to ensuring fleet stability, operational reliability,
and long-term fiscal sustainability.

Employee Morale and Community Relations

Employee morale within the MPPD is negatively affected by resource limitations and the
visible condition of its equipment. One employee reported driving a patrol vehicle with a
bullet hole in the driver’s door—an issue that conveys a troubling message both to
department personnel and the community they serve. Such conditions erode confidence,
professionalism, and safety perception. Immediate repair or replacement of this vehicle is
strongly recommended.

Beyond equipment, the department would benefit from a rebranding and community
engagement initiative. Law enforcement agencies emerging from periods of transition often
adopt modernized branding—new graphics, mission statements, and community
messaging—to symbolize renewal and progress. A rebranding effort could aid in
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recruitment, retention, and restoration of public trust. Additionally, the city council and
community stakeholders should participate in ride-along, citizen police academies, and
public safety forums to gain a firsthand understanding of daily police operations and
challenges. A strong partnership between city leadership, the community, and department
personnel will be critical to rebuilding credibility and morale.

It was evident during the review of city council proceedings, social media discourse, and
local news coverage that the relationship between the MPPD, city leadership, and the
community has been strained. Addressing this divide requires sustained, intentional
engagement. The next Chief of Police should prioritize transparent communication,
visibility in community settings, and establishment of advisory panels or outreach events to
strengthen trust and collaboration. Employee recognition programs and morale-focused
initiatives should accompany these efforts to promote a culture of professionalism, unity,
and shared purpose.

Conclusion and Transition Recommendations

The MPPD stands at a pivotal point in its evolution. While the agency retains a foundation of
professionalism and limited personnel, years of attrition, aging infrastructure, outdated
policies, and strained communication with city leadership have weakened its internal
consistency and morale. The result is a department capable of effective policing in moments
of strength but limited by structural inefficiencies and a lack of coordinated accountability
systems. This transition presents an opportunity—not merely to repair—but to rebuild,
modernize, and reaffirm MPPD’s role as a professional, community-trusted law enforcement
agency.

The findings of this assessment indicate that success will require a disciplined, top-down
reform strategy driven by clear leadership, accountability, and communication. The
incoming Chief must prioritize restoring the department’s operational core by rebuilding
patrol and investigative capacity, safeguarding evidence integrity, modernizing policy,
reinforcing supervision, and improving fiscal oversight. Each of these areas is
interdependent: sustainable reform depends on leadership continuity, reliable systems, and
support from both city administration and the community.

The department’s most immediate vulnerabilities—its Criminal Investigations Division,
evidence operations, patrol staffing, and aging fleet—directly affect credibility with
prosecutors, the courts, and the public. Addressing these issues swiftly will demonstrate
accountability and build early confidence in new leadership. To that end, a 90-day
stabilization initiative should be launched immediately, emphasizing transparency,
engagement, and measurable progress:

1. Evidence Management Reform:
Within 30 days, initiate a full audit of all evidence storage areas, including firearms,
narcotics, and digital media. Install badge-controlled access and CCTV coverage.
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Assign a command-level officer to oversee compliance until a permanent audit cycle
is established.

2. CID Reconstitution:
Conduct an immediate audit of all active investigations, prioritizing violent crimes
and DA-submitted cases. Within 60 days, hire or reassign at least two trained
detectives and appoint a CID Sergeant to oversee investigations and internal affairs.
Implement standardized case-tracking and performance review templates to ensure
consistent case quality.

3. Organizational Realignment:
Within 90 days, adopt the recommended FY 2026 command model to clarify
reporting relationships and strengthen supervision. Re-establish the Deputy Chief of
Operations position, appoint four Patrol Sergeants to cover all shifts, and create an
Administrative Lieutenant role to manage dispatch, fleet, and facilities. Begin weekly
command briefings to promote alignment and accountability.

4. Fiscal and Time Accountability:
Initiate a 12-month payroll and attendance audit to verify coding and compliance.
Reinstate weekly budget review meetings with division supervisors to improve
forecasting, prevent overages, and enhance financial discipline.

5. Policy Modernization:
Within 60 days, establish a Policy Review Committee including department
leadership, the City Attorney, HR, and line representatives. Prioritize high-risk
sections—Use of Force, Pursuits, Evidence, and Internal Affairs—and update all
policies to reflect current CALEA, DOJ, and POST standards. Implement annual
employee policy acknowledgment and refresher training.

6. BI-Weekly Meetings with Mayor:
Establish consistent, structured communication between the Chief and Mayor’s
Office to ensure alignment on priorities, progress, and challenges. Within the first 30
days, implement standing bi-weekly meetings to review staffing levels, fiscal
updates, and major incidents. These sessions should also serve as a forum to brief
city leadership on reform benchmarks, discuss public messaging strategies, and
reinforce shared accountability for department outcomes. Regular engagement will
strengthen transparency, rebuild trust, and prevent policy or operational
misunderstandings that previously hindered cooperation.

While the first 90 days must focus on stabilization and accountability, the following 6-12
months should emphasize sustainability, morale, and community partnership. Under the
new Chief’s leadership, the department should pursue the following long-term objectives:

¢ Infrastructure and Fleet Renewal:
Collaborate with the City of Moss Point to secure capital funding for facility repairs,
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evidence storage expansion, and a structured five-year vehicle replacement plan.
End reliance on forfeiture funds for essential equipment purchases.

e Training and Leadership Development:
Establish an annual training program emphasizing leadership, ethics, de-escalation,
and constitutional policing. Reinstate a structured Field Training Officer (FTO)
program with standardized evaluation metrics.

¢ Community Engagement and Morale:
Launch a department-wide rebranding initiative to symbolize renewal,
incorporating updated vehicle graphics, mission statements, and communication
strategies. Reinstate citizen academies, ride-along, and outreach programs to
rebuild public trust. Encourage city leadership to visibly participate in departmental
activities to demonstrate unity and support.

¢ Performance and Accountability Systems:
Implement measurable performance indicators—case clearance rates, response
times, training compliance, and budget adherence—and require quarterly
performance reviews for division commanders. Publish an annual summary report
for city leadership and the public to reinforce transparency.

The success of these reforms will depend on consistent leadership engagement, support
from city administration, and a sustained commitment to professionalism and community
partnership. The MPPD possesses the foundation necessary to reestablish itself as a model
of modern policing. With unified vision, disciplined planning, and collaborative effort,
measurable progress can be achieved within the first year of the new Chief’s tenure.

Respectfully submitted,

Joshua Bromen
Executive Director

Mississippi Department of Public Safety - Public Safety Planning
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