AGENDA
Human Services Committee
Monday, October 7, 2019
Lorraine H. Morton Civic Center, James C. Lytle City Council Chambers, Room 2800
7:00 PM
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CALL TO ORDER/DECLARATION OF A QUORUM - ALDERMAN
FISKE

(II)

APPROVAL OF MINUTES OF REGULAR MEETING MINUTES OF
SEPTEMBER 4, 2019

A.

Draft Minutes of the September 4, 2019 Human Services Committee
Meeting

(III)

PUBLIC COMMENT

(IV)

ITEMS FOR CONSIDERATION

A.

Ordinance 79-O-19, Creating Title 2, Chapter 15 of the Evanston
City Code Forming a “Citizen Police Review Commission”

3-5

6 - 12

Staff recommends City Council adoption of Ordinance 79-O-19,
Creating Title 2, Chapter 15 of the Evanston City Code Forming a
“Citizen Police Review Commission.”
For Action
Ordinance 79-O-19, Creating Title 2, Chapter 15 of the Evanston City
Code Forming a“Citizen Police Review Commission”
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(V)

ITEMS FOR DISCUSSION

A.

Review of Police Complaints

13 - 49

Staff recommends the Human Services Committee accept and place on
file the three complaints reviewed by the Citizens Police Advisory
Committee and 23 positive letters and comments received
complimenting the department's interaction with the community. For
Action: Accept and Place on File
Review of Police Complaints
B.

Healthy Work Environment Complaint Process

50 - 55

Staff recommends that the Committee accept and place this report on
file. Human Resources recommends that the employee complaint
process remain the same. It also recommends that the City Manager
ensure that sustained complaints be addressed as soon as practicable
to avoid delay and uncertainty to complainant employees.
For Action: Accept and Place on File
Healthy Work Environment Complaint Process
(VI)

ITEMS FOR COMMUNICATION

A.

Arts Council Presentation
Arts Council Presentation - October 7, 2019

56 - 71

B.

Limited English Language Access Guidelines Update

72 - 77

Staff recommends the Human Services Committee receive and place on
file this update regarding the Limited English Language Access
Guidelines.
For Action: Accept and Place on File
Limited English Language Access Guidelines Update
(VII)

ADJOURNMENT
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HUMAN SERVICES COMMITTEE
Monday September 4, 2019

6:00 p.m.
Lorraine H. Morton Civic Center, 2100 Ridge Avenue, Evanston IL, Council Chambers
Members Present:

Alderman Fleming, Alderman Revelle, Alderman Rue Simmons,
Alderman Fiske, Alderman Braithwaite

Members not Present:
Staff Present:

Kimberly Richardson, Kumar Jensen, Ike Ogbo, Victoria Benson,
Karen Danczak-Lyons,

Presiding Member:

Alderman Rue Simmons

CALL TO ORDER / DECLARATION OF QUORUM
Ald. Rue Simmons called the meeting to order at 6:00 p.m.
APPROVAL OF MEETING MINUTES OF June 3, 2019
The meeting minutes were moved by Alderman Rue Simmons; Alderman Braithwaite seconded;
approved 5-0
Citizen Comments
Becky Biller encouraged the committee to review the proposed ordinance on the formation of
the Citizen Police Review Commission. For the ordinance to be effectively transparent it cannot
be drafted to protect the police from inquiry and accountability, current and future members are
not and will not be anonymous and there should be a clause to prohibit of retaliation.
Karen Courtright agrees with the statement made by Ms. Biller. Ms. Courtright went to the
website of Citizen Police Advisory Committee and the last agenda and minutes were from
March 2018.
Meggie Smith was not happy with the proposed ordinance, transparency is important and she
feels there is another way to protect the officers and their family.
Albert Gibbs spoke on a complaint he placed against the police department. His life was
threatened and went to the police department for assistance. His complaint was substantiated
and the officer who wrote erroneous statement on his complaint was demoted. It is Mr. Gibbs
belief that said officer should have been fired.
Presentation. CARP Policy Package and Policy Engagement Strategy
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Kumar Jensen Chief Sustainable and Resilience Officer updated the committee on the progress
on CARP. Staff recommends referring polices in the Policy Package to Boards and Committees.
The finalized policies will be back to Human Services in 2020.
ITEMS FOR CONSIDERATION
Ordinance 79-O-19 Creating Title 2, Chapter 15 of the Evanston City Code Forming a
“Citizen Police Review Commission”
Staff recommends approval of Ordinance 79-O-19 Creating Title 2, Chapter 15 of the Evanston
City Code Forming a “Citizen Police Review Commission”
For Action
Held in Committee
ITEMS FOR DISCUSSION
CARP Policy Package and Policy Engagement Strategy
Staff recommends the Human Services Committee refer the policies in the attached Policy
Package to the recommended boards, committees and commissions for development.
Accept and Refer
Ald. Revelle moved, Ald. Rue Simmons seconded 5-0
Review of Police Complaints by the Citizen Police Advisory Committee
Three complaints reviewed by the Citizens Police Advisory Committee with ten positive letters
and comments received.
Accept and Place on File
Ald. Braithwaite moved, Ald. Rue Simmons seconded 5-0
Death Notification Process of the Human Services Advocates
Staff recommends that Human Services accept this memorandum and place on file.
Accept and Place on File
Ald. Revelle moved, Ald. Rue Simmons seconded 5-0
Healthy Work Environment Complaint
Staff recommends the Human Services Committee accept and place on file the
Environment Complaint Process Report.
Accept and Place on File
Held in Committee

Healthy Work

Mental Health Board Proposed 2020 Funding Priorities
Staff recommends consideration of the Mental Health Board’s proposed 2020 Funding Priorities.
At its May meeting, the Mental Health Board (MHB) discussed ways to better align 2020 funding
priorities with City Council goals. MHB is submitting its proposed funding priorities to the Human
Services Committee for review and acceptance.
Accept and Place on File
Ald. Fleming moved, Ald. Rue Simmons seconded 5-0
Diversity and Inclusion Policy for Boards and Commissions
Staff seeks direction from the Human Services Committee regarding the development of a
diversity and inclusion policy for City Boards, Commissions and Committees
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After discussion the development of a diversity and inclusion policy was referred to the
Rules Committee.
 Paid time off so staff can attend BBC meetings
 Women and people of color
 Change the profile do more to include community members with lived experience
 Inform alderperson of people being considered from their ward
 Child care is an issue for parents
 BBC should reflect the complexion/diversity of the community
 Report on vacancies of the BBC
 Recruitment can be done at city events with informational fliers
 How many applicant does the mayor currently have
ITEMS FOR COMMUNICATION
Response to referral from August 5 City Council meeting on the Memorandum of
Understanding between Northwestern University Police Department and Evanston Police
Department
Northwestern University Police Chief Bruce Lewis spoke to the committee on the years of
cooperation and partnership his department has had with the Evanston Police Department
(EPD). As a certified police department a person can be arrested by Northwestern University
police, booked and taken to EPD for holding.
Evanston Police Department procedure for requesting ID from individuals
In response to an officer request to see an ID the person in question has to provide said ID if the
officer gives an articulable reason of suspicion. If the person refuses to provide an ID to the
officer after being given an articulable reason of suspicion the person can then be detained.
ADJOURNMENT
Unanimously approved, meeting adjourned at 8:11 p.m.
Respectfully Submitted,
Nicola Whyte
Administrative Lead
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Memorandum
To:

Members of the Human Services Committee

CC:
From:

Kimberly Richardson, Deputy City Manager

CC:

Alexandra Ruggie, Assistant City Attorney

Subject:

Ordinance 79-O-19, Creating Title 2, Chapter 15 of the Evanston City
Code Forming a “Citizen Police Review Commission”

Date:

October 7, 2019

Recommended Action:
Staff recommends City Council adoption of Ordinance 79-O-19, Creating Title 2, Chapter 15
of the Evanston City Code Forming a “Citizen Police Review Commission.”
Council Action:
For Action
Summary:
Ordinance 79-O-19 amends Title 2 by adding Chapter 15, “Citizen Police Review
Commission”, codifies the Commission as well as the Commissions’ purpose and processes.
The Ordinance takes into consideration best practices regarding citizen review of citizen
complaints filed against the City’s Police Department.
The Ordinance language is updated to include feedback provided by members of the Citizen
Police Advisory Committee and the Citizen Police Complaint Assessment Committee, which
is summarized below.
Membership; Qualifications for Membership
Section 2-12-2(B): No current elected official, City employee or family member of any City
employee may serve on the Commission.
Powers and Duties
Section 2-12-5(B): The Commission may review a copy of the citizen complaint, a transcript
of any interviews conducted, and the final report prepared by the Office of Professional
Standards relating to the investigation provided as.
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Page 6 of 77

Section 2-12-5(B)(1) states in relevant part, “The identity of all parties to the Complaint shall
remain anonymous, including but not limited to the Complainant and the accused
officer/employee.” This Section requires anonymity of the parties only for purposes of the
Citizen Police Review Commissions’ review of the citizen complaint. Nothing in this section
prevents the release of this information in conformance with other laws, including the Illinois
Freedom of Information Act. The City remains committed to transparency. The anonymity of
the parties for the purpose of the Commission’s review is not intended to circumvent
transparency or FOIA law, rather to ensure an unbiased review of the citizen complaint for
the Complainant and the accused officer/ employee.
Section 2-12-5(C): The Commission may view videos of the incident as necessary in closed
session.
Members Responsibility
2-12-7(C): Members shall refrain from making any comments outside of the committee
meetings regarding and pending complaint or investigation.
Legislative History:
At the December 2018 City Council meeting, the Citizen Police Complaint Assessment
Committee presented their final report to the City Council. City Council received the report
and placed it on file. Ordinance 79-O-19 is in response to this report. Ordinance 79-O-19 was
initially presented to the Human Services Committee during the City Council September 3,
2019 meeting. The Committee requested that staff review the ordinance for the October 7,
2019 meeting.
Attachments:
Ordinance 79-O-19, Forming a“Citizen Police Review Commission”
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7/18/2019
7/23/2019
8/28/2019
9/17/2019
9/30/2019
79-O-19
AN ORDINANCE
Creating Title 2, Chapter 15 of the Evanston City Code Forming a
“Citizen Police Review Commission”
NOW BE IT ORDAINED BY THE CITY COUNCIL OF THE CITY OF
EVANSTON, COOK COUNTY, ILLINOIS, THAT:
SECTION 1: Legislative Statement.

This Ordinance creates a City of

Evanston Citizens Police Review Commission whose primary function is to address
issues of complaints filed by citizens against an Evanston Police Officer. Equity and
inclusion are core values of the Evanston community. The City Council determines that
it is in the best interest of the City to create a Citizen Police Review Commission to
increase transparency and build a trusting relationship between the community and the
Evanston Police Department.
Article VII, Section (6)a of the Illinois Constitution of 1970, which states that
the “powers and functions of home rule units shall be construed liberally,” was written
“with the intention that home rule units be given the broadest powers possible” (Scadron
v. City of Des Plaines, 153 Ill.2d 164). Pursuant to 65 ILCS 5/1-2-1, the City may make
all rules and regulations to carry into effect the powers granted to the City, such broad
and general grant of authority complementing the City’s home rule powers. At meetings
held in compliance with the provisions of the Illinois Open Meetings Act (5 ILCS 120/1 et
seq.), the City Council considered this Ordinance, heard public comment, and made
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79-O-19
findings. It is well-settled law in Illinois that the legislative judgment of the City Council
must be considered presumptively valid (see Glenview State Bank v. Village of
Deerfield, 213 Ill.App.3d 747(1991)) and is not subject to courtroom fact-finding (see
National Paint & Coating Ass’n v. City of Chicago, 45 F.3d 1124 (1995)).
The City Council finds that creating an entity that proactively addresses
issues of citizen complaints against police officers in the City of Evanston is a priority.
The City Council desires to amend the City Code to create a Citizen Police Review
Commission.
SECTION 2: Title 2, Chapter 15 of the Evanston City Code of 2012, as
amended (“City Code”), is hereby created and shall read as follows:
CHAPTER 15 – CITIZENS POLICE REVIEW COMMISSION
2-15-1: PURPOSE.
The Citizen Police Review Commission is established as a subcommittee for the City’s
Human Services Committee, for the following purposes:
(A)

(B)
(C)
(D)

To promote public confidence in the professionalism and accountability of the
City of Evanston’s Police Department through unbiased review of the
investigation of citizen complaints, thoughtful policy recommendations and ongoing public outreach;
To add a citizen perspective to the evaluation of citizen complaints;
To provide a timely, fair and objective review of citizen complaints and the
manner which they are investigated; and
To provide a systematic means to achieve continuous improvement in citizen and
police interactions.

2-12-2: MEMBERSHIP; QUALIFICATIONS FOR MEMBERSHIP.
The Commission consists of nine (9) members who serve without compensation and
are residents of the City of Evanston. The members must include the following:
(A)
(B)

All members must possess a reputation of fairness, integrity and a sense of
public service.
No current elected official, City employee or family member of any City employee
may serve on the Commission.
~2~
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79-O-19
(C)
(D)

(E)

The appointments shall reflect community diversity, including all nine (9) wards,
income levels, ethnicity, age, gender and experience.
Members must be willing to play an active role in the community by publicizing
the citizen complaint process and whenever possible, providing appropriate
outreach to the community.
Members must commit to attending meetings regularly and participating in other
initiatives of the Commission.

2-12-3: TRAINING AND ORIENTATION.
(A)

(B)
(C)
(D)

The City Manager’s Office, in coordination with the Chief of Police, shall develop
written standards for orientation, training and continuing education for the
Commission members.
All appointees must complete the initial training and orientation before the first
formally convened meeting.
Training may include police ride-along and firearms simulator training.
All members must sign a confidentiality and non-disclosure form regarding
executive session information and personal privacy information related to the
Complainant and/or any witnesses or victims as part of the investigation.

2-12-4: TERM.
(A)

(B)

Commission members are appointed to three (3) year terms by the Mayor with
the advice and consent of the City Council after the initial appointments for
staggered terms. No member may serve more than two (2) terms.
The terms of the initial appointees shall be staggered as follows:
1.
Two (2) persons shall serve a one-year term.
2.
Three (3) persons shall serve a two-year term.
3.
Four (4) persons shall serve a three year term.

2-12-5: POWERS AND DUTIES.
(A)

The purpose of the Commission’s review shall be to determine if the completed
internal investigation, prior to any final decision on discipline made by the Chief
of Police, is complete, thorough, objective and fair based on:
1.
The thoroughness with which each allegation has been investigated.
2.
The extent to which witnesses and/or persons known to have information,
knowledge or evidence pertaining to the allegation(s) were contacted or
interviewed.
3.
The manner and tone in which interviews were conducted with the
complainant, witnesses, involved officer/employees and other persons
having knowledge relating to the allegations.
4.
The process of seeking, collecting and maintaining evidence pertaining to
the investigation.

~3~
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79-O-19
(B)

(C)
(D)
(E)
(F)

(G)

The Commission may review a copy of the citizen complaint, a transcript of any
interviews conducted, and the final report prepared by the Office of Professional
Standards relating to the investigation provided as follows:
1.
The identity of all parties to the Complaint shall remain anonymous,
including but not limited to the Complainant and the accused officer/
employee.
2.
Access to certain information may be restricted in conformance with
applicable laws.
The Commission may view videos of the incident as necessary in closed session.
The Commission shall provide a written report summarizing its findings upon
completion of its review of a completed investigation to the Chief of Police.
The Commission will provide and annual overview to the Human Services
Committee of complaints reviewed and findings of the Commission.
A representative of the Police Department command staff assigned by the Police
Chief to the Office of Professional Standards shall be present during the review
to answer questions, provide explanations or provide other assistance if needed.
Pursuant to the Collective Bargaining Agreement, only the Police Chief and the
City Manager are empowered to impose discipline.

2-12-6: RULES; SELECTION OF A CHAIRPERSON.
(A)
(B)
(C)
(D)

The Commission must annually elect a Chairperson from among its members.
The Commission must adopt rules and regulations necessary to exercise its
responsibilities.
Meetings shall be held in conformance with the Open Meetings Act.
The Police Chief or the City Attorney may request a suspension of the review if
there is a separate criminal investigation underway or if civil action against the
City is threatened, underway or pending.

2-12-7: MEMBER RESPONSIBILITY.
(A)
(B)
(C)
(D)

Members shall conduct themselves in a manner that maintains public confidence
in the integrity of the Commission.
Members shall refrain from making any comments outside of the committee
meetings regarding any pending complaint or investigation.
A member shall recuse him or herself from deliberations in which he or she has a
personal, professional or conflict of interest of any nature.
A violation of any of these provisions may be grounds for immediate removal
from the Commission by the mayor.
SECTION 3: All ordinances or parts of ordinances in conflict herewith are

hereby repealed.

~4~
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79-O-19
SECTION 4:

The City of Evanston Citizen Police Advisory Committee is

hereby dissolved effective January 1, 2020.
SECTION 5: This ordinance must be in full force and effect after its
passage, approval, and publication in a manner provided by law.
SECTION 6: If any provision of this ordinance or application thereof to
any person or circumstance is held unconstitutional or otherwise invalid, such invalidity
must not affect other provisions or applications of this ordinance that can be given effect
without the invalid application or provision, and each invalid provision or invalid
application of this ordinance is severable.
Introduced:_________________, 2019

Approved:

Adopted:___________________, 2019

__________________________, 2019

_______________________________
Stephen H. Hagerty, Mayor
Attest:

Approved as to form:

_______________________________
Devon Reid, City Clerk

_______________________________
Michelle
L.
Masoncup,
Corporation
Counsel
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Memorandum
To:

Members of the Human Services Committee

CC:
From:

Demitrous Cook, Police Chief

CC:
Subject:

Review of Police Complaints

Date:

October 7, 2019

Recommended Action:
Staff recommends the Human Services Committee accept and place on file the three
complaints reviewed by the Citizens Police Advisory Committee and 23 positive letters and
comments received complimenting the department's interaction with the community.
Council Action:
For Action: Accept and Place on File
Summary:
Attached for review are CR# 19-02, 19-03. 19-07.
Attachments:
Review of Police Complaints 10.7.19

A.

Page 13 of 77

_

_

w._.>._.:m

_.

_um:q_:m
.
_um_a__a

33.3

_um:a_:n

3m_.:

9.

Sue:

._.mu

m
8.uo.nS3

m4>._.cm

smz._.>_. _zoc__~_mm

.m_<m
_uo_.nm

_um:a_:m

.o_.nm
mmzw
_um:a_:m
.a>+._.m..
.

am_.m<_2
mumo::_

.

mm_o:m_

mmama

.

mmm_o:m

_um_.a3m
c_m:m<_o_.
_m«mmaumo..8_
.

m

.8-~33

xmoaamwm

A.

z4

Page 2 of 37

Page 14 of 77

.

<<.=_&as:

A:8:

a
_un$_:=.m$n
_uo_.nm
58..
no.8 00:.
mxnmmmm<m
om:m:
a2:33.
man
cm?ima
wm_..m<_o
Uwm_.mmumo::_
8: A: o
xo:mB.mq
mm2_om
.3u_.o_um_.
oemmz
m
man
cm?ima

_:no3um.m=omo_.
_2..a...a=3.
locsama
_uo..nm
mxnmmmzm

33»:

8:

u

m_._m.m_:ma

ciocsama

Cioczama Umnm_:Emnm..._

.m_ummo4_<m8.uo.~o§
cioczama

Ormuam
A: o

gm 9:3om#..o:
3u

9:32

o

U3»

Oo.=u_w.an

c_=o..=a3
ounm:o
no.<__u_.m4mu OO_<=u_u>_ZH zmoaqmxm
m_._m.m_:ma
oemmzu

m
o:~m:o

._m\mA:

.m_u_nmo:<m
8.8.2:

3

_zoc__~_mm

_mmn.m_
_u_.o..___:m

oo_s_u_.m4mu:_.:.=m=
um_.>_~:smz.—>_.
mn_.<_nn
Oo:.==§nn

U. 3.3

emmzm

A.

_uo_.nm é.o:.§m
Oo.o_um_. 3. 83
czsmommmmé

Page 3 of 37

Page 15 of 77

Page 4 of 37

A.

Page 16 of 77

U_

3.3

U. :3

A

95.

_um=c:w
8 _...m_+o3..
m

_.moo<m_.ma
u_.o_um:<

.um__c_.m
8 _:<¢:8_.<

_:m3nmm:n<

o:~m:o

3.333

m

8%:

8:

o

m\mo._

w

caasaa

wcm?ima

mxosmnmnma

0982

IE5»:

3. 85

mnnsnn
noaaaznn

Page 5 of 37

A.

Page 17 of 77

Page 6 of 37

A.

Page 18 of 77

Page 7 of 37

A.

Page 19 of 77

Page 8 of 37

A.

Page 20 of 77

Page 9 of 37

A.

Page 21 of 77

Page 10 of 37

A.

Page 22 of 77

Page 11 of 37

A.

Page 23 of 77

Page 12 of 37

A.

Page 24 of 77

Page 13 of 37

A.

Page 25 of 77

wagon Ooiawao

~20
Oo8_uQ.

Essa:

Page 14 of 37

A.

Page 26 of 77

A.

manEms? :m3:.
ammuoamm

muuqmn?nmm
Sm

.

mxu_m_:ma
somimzmsqmmm
mam
Em um:<
noEma Em

038.

n_.o_._.?:<.Im muoxm
5::
nmmuozamm

nm_.3_n:mm_
mwmnm

now> _<_m_<_wmzE

_<
5. ._....m
o3nmG

033..

no_<__<_cz_n>:oz

Page 15 of 37

Page 27 of 77

QQ om

9

4%

a._2..ma2

Page 16 of 37

A.

Page 28 of 77

A.

mm:
SE8 om

3

Bo<o

325

won
mm

_nB.i=m

<m_:m
5E.:J~
Oo=omo

28:

%.S

8

on £5:
uonnmnm

aon
E:
wnomam?m

owqwonm

?.o<Emm

33

3:3
BE En
mommmonm?

d

mx:.Q.=m_<

88¢:

mm.m E

:me<m..28:.

:8
5: mom
_n.:m.row”

Page 17 of 37

Page 29 of 77

Oossmozam

>0mQm_.:_om

3

gm

<<o1o.

om<<o«x

Page 18 of 37

A.

Page 30 of 77

Page 19 of 37

A.

Page 31 of 77

Page 20 of 37

A.

Page 32 of 77

Page 21 of 37

A.

Page 33 of 77

A.

o: ._c...mNan.

8 2:8.
no:<m<:.< m..m:Enm

>..=.m

vosom

aim»

m<ma
_u<".5 mmu?aam
o3nma <..m..m.:&nm:<m 2 5m...
=.:.::Em... :.m<
mm2m. <<mm..mm..mnm3_3.. 3m
_u<
ma...
z=.>m.oanmmmm.....
=.....=.x
<9: nmumnamsn

»m:2m_ $2.

9.. ram Na.
2... mm<m..m_
Socmmaa
3.. 9.0.23 :.o:_3.._=m 2:. no:n..o_.
Sm
_: ..mmuo=mm
mmmwnmsnm.
3 9.... qmncmmv
mncmm::m
mmmwnmanm
mnmmosm
z...o:m_.oS Em
3 <m...o:m
Emn
3 3.. m<mJ.o:m.: mzmammsnm.

.o<m
v..am33....

m_o
m8<m v..Em33%

<.._m_.
3
namav

_

_.wn=n.<

: knnxm?anu
a... m._\..:.§§:

Page 22 of 37

Page 34 of 77

Page 23 of 37

A.

Page 35 of 77

Page 24 of 37

A.

Page 36 of 77

Page 25 of 37

A.

Page 37 of 77

Page 26 of 37

A.

Page 38 of 77

Page 27 of 37

A.

Page 39 of 77

A.

> z_mz_wmxE

._.m:<m
moimzw

«on

..m_..
as m_mo
nza
no:m_.mE_mnmm

s§am3._
noox3. :m<.:m

man2;. mosaam:3 cmm:
man
no.2? m:no:_.mw.:m.

mm..<_nm
sex 033..

no_<__<_cz_n>:oz

Page 28 of 37

Page 40 of 77

22.32.

DJ.
m<mSm8s

%9..

my32% ..m

.

Page 29 of 37

A.

Page 41 of 77

A.

_rI

m\u\~oG

ms 033..

>3:

>....8:_o

man038:
zm3m:_m_ $32

=..m_.m
m.m.=._o.
__..<o_<_:m
mBmmmmmm
Smm m.25 a.m._.=_um:om
m8.. 5m. :3

Eoxx

mEmaxm Em o=,_om_.m
3. 3m:

cmmcqm 8

?mmuosmm.

imam 8
ma Em mscmaoa.
wzm

oo3u__3m:. Sm oaomqm<<:m_..

:5

now> _<_m_<_wm2m.

muu_.mo_m.mm
a_muSm. mzm
203
imam :m<_:cmaoammzo
Em qmmuoamm
mam

_.
m2

>_mm<<o3:<

#

_mz._.>x< m_<_>=.ox no_<__scz_n>:oz

Page 30 of 37

Page 42 of 77

I»

tm_.mo::m_

_u__m

Eoxx

ms 033.. xml <<:H

10»

m.

.Im.m.mn_038..
<<_:.m EmmmaommgEm

<5: 5;:

am

mg
_._m
manmm<
_u_.mmm:om
Em uo__om
muEmm.m.mm

sE_m_._Em<cm:m__<
_o=m_..:m
no<.Em_.. Em
3 Em m..mm.

Emama 6 8:

o:m_.mo~m_.m
3.03

<o_.x_:m
Em O._.> am,

O3nm_.

> _<_m_<_wm2m.

aErma Emmxzma
Em Umsm m_.maze:.oam<.
Emmmé

_<

|

_um_.mo::m_
Em

_<=n:m__m
man:

O3nm..\mam_<_m:.._...m~
U

>a3_:_&_.m:o:

no ma: 1_m

ms

m_s>__.ox no_<__<_cz_n>:oz

m\~o$

x<

A.

mcm_<_:4mo

Page 31 of 37

Page 43 of 77

a_.a_.w§,.

Page 32 of 37

A.

Page 44 of 77

Page 33 of 37

A.

Page 45 of 77

Page 34 of 37

A.

Page 46 of 77

_

A.

2:

.25

ummmmam

25 ?=nB_

323.:

n<05. voaoasi 2:8

§:_3
mv.m

aasmoninnOmmoon

£33

3

3

pa
Unvmnama
_.m<m
mqmnwocmsx

:m.N30.

_.

anar€o:E E8 8 E8
mmmm?zno
v.O_.=.umoaov.

Page 35 of 37

Page 47 of 77

‘IPA

_

A.

E8 8 :18

om
:6 332%cm

am
<05.

uQmo==o_2:2.

<m_=mn_
<m<m
mmumn§__<5

5:

wmzm

m_e_%

m 3:8 oaaa
:Qmm
5.5. ~Eu~nn::nn_
Om._on_. rnom
m
Sum m
31.5 Rmuonmn<0:

m=oe<=
anna:
3. <05.

amsr20:3

Page 36 of 37

Page 48 of 77

Page 37 of 37

A.

Page 49 of 77

Memorandum
To:

Members of the Human Services Committee

CC:
From:

Jennifer Lin, Human Resources Division Manager

CC:
Subject:

Healthy Work Environment Complaint Process

Date:

October 7, 2019

Recommended Action:
Staff recommends that the Committee accept and place this report on file. Human
Resources recommends that the employee complaint process remain the same. It also
recommends that the City Manager ensure that sustained complaints be addressed as soon
as practicable to avoid delay and uncertainty to complainant employees.
Council Action:
For Action: Accept and Place on File
Summary:
Background
Members of the Human Services Committee have requested additional information about the
Healthy Work Environment (HWE) policy, including the process and the potential outsourcing
of complaint investigations.
Complaint Process
As addressed in the previous report, the employee complaint process is spelled out in
Chapter VI, Section 5 of the City’s Personnel Manual. Any employee complaints are treated
consistently with this process.
Employees who believe that another employee, agent, or vendor has violated the HWE policy
can file a complaint with Human Resources (HR). HR then initiates an investigation, which
includes interviewing the complainant, alleged perpetrator(s), and any pertinent witnesses,
and reviewing any and all available evidence (emails, texts, communications, etc.). After the
investigation is completed, a report containing the result of the investigation, including any
remedial or corrective recommendations, is sent to the City Manager. The City Manager is
then responsible for following up with the respective Department Director to review the report
and findings and take appropriate measures.
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Currently, all interviews take place with two HR staff present, and all interviews are
documented accordingly.
Number of Complaints
Complaints were not being tallied or logged prior to 2015. HR is now logging all HWE
complaints. Below is a summary of HWE complaints since 2015.
Year
Type
Resolution
Outsourced
2019

2018

2017

2016

Unprofessional
Race-Based
Sex-Based
Unprofessional
Race-Based
Sex-Based
Unprofessional
Race-Based
Sex-Based
Unprofessional
Race-Based
Sex-Based

7

Sustained

6

3

Unfounded
Mediated

1
3

3

Sustained

5

1
3

Unfounded
Mediated

2

2

Sustained

2

1
1

Unfounded
Mediated

1
1

5

Sustained

1

Unfounded
Mediated

3
1

5

2

2015

4
Sustained
4
2
Unprofessional
Race-Based
3
Unfounded
3
Sex-Based
Mediated
In total, 33 complaints (1 of which was anonymously filed via email) have been filed with HR
since 2015. Out of these, only 2 employees requested that the complaint be handled by an
outside investigator (the other complaints referred to outside investigators were due to other
conflicts of interest). This data does not suggest that there is an increase in HWE complaints
as suggested by the Committee; in fact, complaints have been relatively consistent over the
last 5 years (3 filed this year were against the same individual, who is not a City employee).
Any suggestion that the complaint process is not unbiased or not confidential because it is
being handled by HR is unverified and unwarranted. Oftentimes, details of investigations are
leaked by employees themselves and not by HR; after employees meet with HR, they go
back to each other to compare what was asked of them and talk to each other about their
interviews, despite HR’s instruction otherwise. Details of 3 investigations filed this year were
leaked by unknown sources. Sometimes employees come into HR already knowing what the
allegations are. This phenomenon would not change if the process was outsourced.
Outsourcing of Complaints
A request has been made to examine the possibility of outsourcing HWE complaints,
including the potential costs, as well as advantages and disadvantages.

Page 2 of 6

B.

Page 51 of 77

Disadvantages
• Ineffectiveness. Because the City’s HWE Commitment prohibits unprofessional
communications, some complaints are very broad in scope. Some complaints could
include allegations of disrespectful tone, yelling, fingerpointing, or poor choice of
words. On the other hand, some HWE complaints have a race or gender component
that is hard to separate from the unprofessional communications. Employees
oftentimes come into HR to complain about some particular behavior, which then
prompts a HWE investigation. If this then triggers the need to forward the investigation
to an outside vendor, HR would need to stop the conversation and would not be able
to provide any immediate recourse or assistance to the employee.
• Inefficiency. It is very natural and common for employees to report any issues or
concerns they have to HR. HR staff regularly receive contact from employees who are
expressing the need for some help or who are questioning something. It makes sense
for HR to continue to investigate employee complaints because we are familiar with
them, their workplace, their supervisors, their background, and their circumstances.
HR has the ability to gather information quickly and efficiently. Interviews and
meetings can be scheduled immediately; union representatives can be brought in right
away, if necessary. With an outside company, employees are forced to talk to
strangers, who do not know them. They would be required to provide additional
background and detail, which would be unnecessary if they were talking to HR.
Investigators would then need to talk to HR to get contact information for witnesses, to
gather more evidence, or to learn additional details. This could cause frustration for
employees and would result in more delay and more costs incurred. Sometimes a
complaint requires immediate intervention (transfer, cease and desist, no contact)
which would be significantly slowed down with an outside investigator.
• Costly and time-consuming. Independent investigations are usually performed by law
firms or companies who use attorneys to conduct the investigation who charge an
hourly rate. As a result, independent investigations routinely result in thousands of
dollars being spent. Moreover, independent investigations typically take several
weeks, if not months, to be completed. During these months, complainant employees
are usually left without recourse and are stuck in the cog. Complainant employees
have come into HR requesting updates or information, which HR cannot answer, and
they leave with overwhelming frustration with the delay.
• Compromise of investigation. Most employees are comfortable with HR. In large part,
most employees feel more safe and heard talking to HR about issues they have with
other employees. With outside investigators, employees have reported feeling
intimidated about talking to strangers, particularly attorneys, about their personal
experiences, especially if they feel embarrassed or humiliated.
Because the
employees are unknown to the outside investigators, the investigators oftentimes lack
all the information and background to ask necessary follow-up questions to guarantee
a well-rounded interview. Investigators will not know if there is previous history or
discipline that is relevant to the investigation. Additionally, if employees feel
intimidated or distrustful, they might not be as forthright or honest with information.
Delays in the interview process might also result in facts being forgotten or confused;
an employee’s recollection of events is usually more clear immediately after they
happen. If weeks or months pass before an employee is interviewed, there is a larger
chance for retaliation or intimidation, which might unduly influence the employee’s
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•

•

•

interview or cause the employee to withdraw or retract the complaint. All of these
issues might jeopardize the integrity and thoroughness of the investigation.
Mediation. Some employees file HWE complaints because they are experiencing
conflicts with other employees. Several of the unprofessional complaints, noted in the
summary above, involve some personality conflict, misunderstanding, or
miscommunication. When the complaints involve these types of conflict, HR can
sometimes resolve the issue by bringing the employees together for a joint meeting to
hammer out concerns and clear the air. Sometimes, an apology is enough;
sometimes, it is revealed that there was poor communication on everyone’s part which
resulted in the conflict. In almost all of these situations, complainant employees just
want a venue in which to be heard. Forcing this kind of situation to go through an
outside company would be extremely inefficient and would delay the resolution
process.
Legality. Investigations involving police officers and firefighters, especially where
discipline could be involved, must comply with the Uniform Peace Officers’ Disciplinary
Act and the Firemen’s Disciplinary Act. These state statutes require specific formal
processes for inquiries and investigations into misconduct or wrongdoing. These
employees must be informed in writing beforehand of the allegations and the
complainants. If allegations are serious and require an interrogation, the interviews
must be conducted at the department by a commanding officer and must be recorded.
An outside company would not be able to perform investigations lodged against police
officers or firefighters.
Personal Attention. If the complaint process is outsourced, the personal attention will
be lacking. The employee would have to speak to a person over the phone to lodge
the complaint. If all interviews took place over the phone, there is no ability to interact
personally with everyone or to assess credibility, truthfulness, and/or body language.
Otherwise, this would require that complaints be outsourced locally and would require
that investigators meet personally with everyone involved. As stated above, this would
be extremely costly.

Advantages
• Manpower. Manpower would definitely be shifted to an outside company and City staff
time would be freed up from having to perform these investigations. However, as
HWE complaints are not frequent, HR staff is not spending copious amounts of time
on these investigations. In addition, as stated above, the outside company would still
need to talk to HR to get contact information, background, and details. HR staff would
still need to be involved in the investigation in some capacity and outsourcing does not
completely eliminate the need for HR involvement. (HR was still tangentially involved
in investigations which were performed by outside firms.)
• Independence and impartiality. Outsourcing complaints does result in independence
and impartiality as the investigator has no connection to the City whatsoever.
• Discretion and anonymity. Complainant employees may feel more comfortable
speaking to an outside company, especially if the complaint needs to be anonymous
or if the employee needs discretion. There could be less risk of threat or retaliation.
• Deterrence. Anonymous reporting can act as a deterrent for other employees who
might curb their bad behavior if they know there is an anonymous reporting
mechanism.
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HR is very sensitive to the integrity of the investigations which have been performed in-house
The division's reputation is jeopardized and compromised if employees feel that HR cannot
be unbiased or confidential. HR also disagree that there is a level of distrust that is impacting
our ability to continue conducting these investigations. If this was the trend, we would
perhaps see a steep decline in HWE complaints but as stated above, the level of HWE
complaints has remained steady and consistent.
Costs and More Disadvantages
HR has researched companies which can take employee complaints via phone or companies
which can perform investigations. The majority of companies which perform investigations
are law firms or organizations comprised of attorneys.[1] Attorneys will charge a significant
hourly rate, and this will be equally costly as using the City’s outside counsel to perform these
investigations.
There are a slew of companies [2] that can take employee complaints via a hotline.
However, this is all they do. After they receive the complaint, the protocol is to send the
complaint to the home organization to resolve. They are not responsible for resolving or
investigating the complaint, only collecting it and reporting it.[3] Most of these companies
charge a per minute rate for the call or a flat package rate.[4] Eventually, the complaints will
end up coming back to HR or outside attorneys to investigate and resolve. This would
essentially force an employee to discuss the allegations twice: once to the hotline and once
again to HR or the investigator. If allegations change or are inconsistent, then HR has to
either question the complainant’s credibility or consider if retaliation has become an issue. In
addition, if the complaints are anonymous, these investigations become much more difficult
to investigate. Per HRAcuity, hotlines are a good step toward improving the culture and
protecting employees and the employer. However, 60% of the time, reports are anonymous,
which can become a challenge when trying to substantiate claims and follow up on issues.
While it is important to protect whistleblowers, there are times when it is incredibly difficult to
follow through on an issue without having some of the pertinent details. It is potentially even
more important for HR complaints to be submitted by an identified employee, because it is
more difficult to substantiate claims made by an anonymous source. This defeats the
advantage of anonymity addressed above.
As mentioned by Alderman Fleming at the last committee meeting, organizations use
Employee Assistance Programs (EAP) where employees can call a hotline to report a
wellness issue. Similar to the complaint hotlines though, employees cannot have their
concerns resolved by the EAP operator; rather, the EAP providers provide the employees
other resources or contact information and refer them to other providers for support.
However, EAP is vastly different than employee complaints. HR and the City need not and
should not (in certain circumstances, cannot) know about employees’ personal, medical,
mental health, or family issues, so a middle man in the form of an EAP is extremely
important. On the other hand, HR and the City need to know whether employees are being
harassed in the workplace by other employees or are being subjected to hostile work
environments so they can take preventive measures to correct or eliminate the behavior or be
subject to corporate and personal liability. And as stated above, hotline companies will
eventually report the complaint back to HR to investigate and resolve; regardless, HR is
ultimately involved.
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As stated in the previous report, there have been no complaints that HR is mishandling
employee complaints. Despite conjecture, employees have expressed satisfaction with their
work environment.[5][6][7] HR is efficient at addressing investigations regarding employee
complaints and making appropriate recommendations. When employees desire that
investigations be completed by a third-party investigator or when employees request union
representation, these requests are summarily granted. An important note is that HR is not in
the position to impose the recommendations it makes; it simply makes the recommendations,
which might include discipline, training, counseling, or coaching. It is the Department
Director’s responsibility to discuss the matter with the City Manager and ensure that
appropriate action is taken. Perhaps tension or lack of trust is created when employees feel
that no action is being taken after their complaints are sustained and recommendations have
been made.
For all of the reasons above, HR recommends that the employee complaint process remain
the same. It also recommends that the City Manager ensure that sustained complaints be
addressed as soon as practicable to avoid delay and uncertainty to complainant employees.
[1]Society of Independent Workplace Investigators (SWI) only employs att orneys as
investigators. Management Practices Group only employs attorneys as investigators. An
online search for investigators who can perform employment investigations yields links to a
number of law firms.
[2] Continental Message Solutions, Inc.; Lighthouse Services; Employment Practices
Solutions (EPS); Compliance Resource Center (CRC)
[3] Per CRC, “Operators complete a detailed report capturing the callers concern, allegation
or complaint” and notifications are generated accordingly. Per EPS, “EPS is a fact gatherer
only, providing the organization objective information… to the appropriate person within the
client’s organization – human resources, in-house counsel or an outside attorney – via written
report”
[4] A pricing schedule for Continental Message Solutions, Inc. (CMS), a hotline company,
shows that a 20-minute call would cost $50. Other companies require a demo before they
will provide pricing.
[5] In the Employee Satisfaction Survey disseminated in July, 2019, out of 329 respondents,
55.1% of them answered Always or Often to “My work environment is supportive,
comfortable, and healthy.”
[6] 69% of respondents Strongly or Somewhat Agreed to “I am comfortable talking to my
supervisor about my concerns and know they will be addressed.”
[7] 89% of respondents answered Always, Often, or Usually to “My supervisor treats me with
respect and dignity and creates a healthy and positive work environment for me and my
coworkers.”
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A.

Update 10/7/19
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A.

Highlights
The work we are supporting this year
Commissioning public art for Robert Crown Center
New Equity subcommittee formed
Convened executive directors/Arts Council lunch
Planning A Bright Night for the Arts
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Some of the work we support…
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A.

Formed new Equity subcommittee
3 Arts Council members:
• Indira Johnson, Angela Williams, Toby Sachs

3 Public members:
• Krista Fabian DeCastro, Jevoid Simmons, Mariana Bojorquez

Early priority:
• bring back the World Arts & Music Festival
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A.

Convened Executive Directors/Arts Council lunch
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A.

A Bright Night for the Arts
Please join us for A Bright Night for the Arts
and the Mayor’s Award for the Arts,
at the Block Museum,
Thursday, December 5th
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Memorandum
To:

Members of the Human Services Committee

CC:
From:

Paulina Martinez, Assistant to the City Manager

CC:
Subject:

Limited English Language Access Guidelines Update

Date:

October 7, 2019

Recommended Action:
Staff recommends the Human Services Committee receive and place on file this update
regarding the Limited English Language Access Guidelines.
Council Action:
For Action: Accept and Place on File
Summary:
Staff has reviewed seven language access plans and policies from other communities. In
addition, staff also met with representatives from the Chicago Housing Authority, Asian
Americans Advancing Justice, and the City of Minneapolis to learn more about their work with
language access and their process of implementation. Through this research, staff has
identified the following immediate and long-term recommendations.
Policies to be implemented within the next 30 to 90 days:
• Citywide language access guidelines.
• Language Line Solutions services to all City operations, which will include video
conferencing. For more information visit www.languageline.com.
• Add appropriate signage throughout public buildings to inform users of language
services available.
• Translate 67 vital documents as identified by staff.
• Update the bilingual staff database and create an assistance request process
• Staff in the City Manager’s Office will track the progress of the recommendations,
which will be evaluated after 12 months.
• Adding accommodation requests notice for public meetings in Spanish (i.e. meeting
agendas, public meetings, and other notices).
On-going review of the following:
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•

Review hiring practices for bilingual staff, especially for public-facing positions
Evaluate the need for translation pay
o Including training, testing, and pay rate
• Translation policy of non-vital documents
• Evaluate the need for a Language Access Coordinator position
Background:
In February 2019, the City Manager’s Office staff began research on the current language
access policy practices at the City of Evanston. Since then, staff has met internally,
conducted employee and community surveys, and with outside agencies and organizations to
understand their experiences and procedures.
According to the 2013-2017 American Community Survey (ACS) estimates, approximately
24% of the Evanston population speaks a language other than English at home and
approximately 7.8% speak English “less than very well.” ACS identifies Spanish and Chinese
as the top two languages other than English, spoken in Evanston. However, data from 65
reveal that there are approximately 67 languages spoken in the district. After Spanish, the
following languages have the greatest demand in the district: Arabic, French, Mandarin, and
Haitian Creole.
Table 1. Top 5 Languages Spoken by District 65 Students, 2018
Language
Percentage
Spanish
Arabic
French
Mandarin
Haitian Creole

70%
3%
2.5%
2%
2%

Source: District 65, 2018.

1. Employee Survey
An employee survey was released on June 2019 to better understand the current practices at
the City of Evanston when employees encounter limited English proficiency (LEP) individuals;
140 employees responded to the survey. In total, all respondents reporte d having a
cumulative amount of 913 interactions with LEP individuals in the past 60 days prior to the
survey; staff could not account for any duplicity in the encounters reported. Below are some
of the most salients results of the survey:
Table 2. Top 3 Departments with the Most LEP Interactions, 2019
Department

Percentage

Library

33%

Police

31%

Parks, Recreation & Community Services

16%

Table 3. Top 3 Most Requested Language Requested by LEP, 2019
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Department

Percentage

Spanish

43%

Mandarin

12%

Polish

9%

A total of 44 staff members reported being bilingual in the June 2019 survey. A breakdown of
the languages spoken by staff members is in the chart below:
Table 4. Languages Spoken by City of Evanston Employees, 2019
Language
Percentage
Spanish
43.2%
French
16.2%
Tagalog
10.8%
Polish
8.1%
German
5.4%
Haitian Creole
2.7%
Assyrian
2.7%
American Sign Language (ASL)
2.7%
Mandarin
2.7%
The same survey asked employees what services the LEP individuals were seeking access
to; the answers varied from department to department. Below is a chart that breaks down
general categories of services. Although the recognized category with the highest demand is
“library services” (18%), the “other” category was even higher (36%). This category includes
services such as local employment program information, childcare, citation hearings, zoning
related questions, water bill questions, etc.
2. Current Practices and Needs
Currently, the City of Evanston does not have an official citywide language access policy. The
Police Department is the only department that has a formal written policy in place; all other
departments follow informal processes to service LEP individuals.
Most employees reach out to bilingual staff they know to help with interpretation and
translations as needed (67%). Approximately 70% of bilingual employee respondents to the
June 2019 survey indicated that they have been asked to translate or interpret, but only 26%
responded that being bilingual is essential to their job function. Other non-bilingual staff
reported using 311 bilingual agents, online resources (i.e. Google Translate), and Language
Line telephone service as a resource.
Departments have also paid for professional translations and on-site interpretation services,
although this has been used less frequently, due to the cost associated with the services. In
the past 18 months, the City of Evanston has paid $7,052.41 for professional translations.
These job requests tend to be lengthy, complex and technical documents that require a
higher level of expertise. The minimum charge for a translation order is $95.
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The employee advisory group created a database of vital documents and their respective
language availability. From this database, staff has determined that there are 107 vital
documents, of which 67 need translations to at least Spanish, as it is the language with the
most demand across all departments. Staff estimates translating all 67 documents would
require an investment of approximately $3,200.00.
C.Community Feedback
Additionally, staff met with Spanish and Mandarin-speaking community members to collect
qualitative data. From these encounters, the overarching theme was a feelings of disconnect
and discouragement when interacting with their local government. Overall, the individuals
who staff surveyed expressed their desire to access more recreation and library programs, as
they are “important” or “very important for them to have access. These individuals mentioned,
however, that sometimes they feel discouraged entering City facilities because most of the
time there is not bilingual staff available, and the quality of customer service they receive is
lower than others, due to their heavy accents in English or lack of English speaking skills.
Furthermore, we also surveyed bilingual community members that indicated they sometimes
have accompanied friends of family to serve as interpreters. Currently, the administrative
adjudication division requires LEP individuals to bring their own interpreters to their hearings.
Overall, bilingual and LEP community members suggested the City add multilingual signage
in public buildings and add bilingual/multilingual staff, especially in customer service roles.

Attachments:
Vital Documents List
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Last Updated: 10/2/2019

List in Progress

List of Vital Documents Available Only in English
Department
Admin Services - Revenue
Admin Services
Admin Services
Admin Services
Admin Services - Revenue
Admin Services - Revenue
CMO
CMO
Community Development
Community Development
Community Development
Community Development
Community Development
Community Development
Community Development
Community Development
Community Development
Community Development
Community Development - Housing and Grants
All
Community Development - Housing and Grants
Fire
Fire
Fire
Fire
Fire/Police
Fire/Police
Health and Human Services- Property Standards
Health and Human Services
Health and Human Services
Health and Human Services
Health and Human Services
Law
Library
Library
Library
Library
Public Works
Public Works
Public Works
Public Works
Public Works
Public Works
Public Works
Public Works
Public Works
Public Works

Title of Form
wheel tax
Pet license application (not translated)
Parking immobilization form (not translated)
Parking permit application (not translated)
Parking tickets
Water Bills
Welcome to Evanston postcard (not translated)
Administrative adjudication documents (not translated)
Permit Fee Schedule
Yard Sale Permit
Sign Permit Application
Building Permit Application
Solar Permit Application
Business License
Contractor Registration
Demolition Permit
Dumpster Permit
Liquor License Applications
Community Development BG applications
Public Meeting Notice
Community Development BG /City funds information
Billing service
Evanston Alerts Emergency Notifications Postcard
Fire Alarm Permit Application
Bonfire Permit
Educational Materials
Premise Alert
Violation notices/lists
HIV / STI testing
Beekeeping License Permit
Food Establishment License Application
Hen Coop License
Liquor License
North Branch Signage
Nursery Rhymes
Reference Material
Test Prep Study Guides
Lead in Water Brochure
Snow Shoveling Door Hanger
Waste Management Mailer
Temporary Water Shut-Off Notice Door Hanger
Water Smart Portal Postcard
Banner Permit
Moving Vehicle and Storage Permit
Right of Way Permit
Paint Trailer Permit
Leaves warning

1 of 2
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Last Updated: 10/2/2019
Public Works/Collector's
PRCS
PRCS
PRCS
PRCS
PRCS
PRSC
PRCS
Police
Police
Police
Police
Police
Police
Police
Police
Police
Police
Police

List in Progress
Water shut off notices
Farmers’ Market Vendor Application
Special Event Permit Application
CampDocs (Emergency Contact Software for Summer Camps)
Seasonal Program Magazine
Seasonal Program Guides
Park Rental Permits
Reservation Contracts
Miranda Waiver
Private Property Tow Form
Missing Person Consent Form
Domestic Violence Info Form
Paying or Contesting Parking Citations
Fee Assistance
Traffic Accident Form
Beat card (not translated, needs updating)
Text-a-tip postcard
Bike registration
Block party application (not translated)
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