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Purpose	
	
The	purpose	of	this	investigation	was	to	determine	if	there	was	a	factual	basis	for	and	evidence	
which	validates	the	allegations	of	Hostile	Work	Environment	through	gender	bias	and	
discrimination,	brought	by	Officer	Alicia	Fitzpatrick	 	in	her	formal	complaint	dated	October	
22,	2020.		See	Exhibit	“A”	
	
Officer	Fitzpatrick	alleges	that	a	small	group	of	police	officers	of	the	Pflugerville	Police	
Department	(PPD),	aided	by	department	support	staff	and	a	member	or	members	of	the	
Pflugerville	City	Council,	have	targeted	Officer	Fitzpatrick	utilizing	complaints	to	Internal	Affairs	
Division,	and	less	formal	write	ups	via	emails	to	Sergeants	and	Lieutenants,	with	some	
Lieutenants	blind	copied,	in	a	concerted		effort	to	undermine	Fitzpatrick’s	professional	
credibility,	personal	integrity	and	trustworthiness,	and	to	prevent	Fitzpatrick	from	being	
selected	for	specialized	assignments	such	as	K-9	Officer.			
	
When	Fitzpatrick	was	selected	for	an	open	K-9	position,	the	situation	was	exacerbated	when	it	
was	determined	that	the	K-9	Lubo	would	be	retired	and	there	was	insufficient	funding	available	
to	staff	a	trained	K-9.		This	issue	was	not	mentioned	prior	to	the	February	2020	K-9	Board	
where	Fitzpatrick	was	selected	to	fill	the	position.		This	was	confirmed	by	board	members,	who	
reported	that	Fitzpatrick	scored	better	than	other	candidates.		To	date,	the	position	remains	
unfilled	and	the	K-9	Unit	is	considered	short	staffed.			
	
It	seems	clear	that	Fitzpatrick’s	success	at	the	K-9	Board	began	a	pattern	of	gender	bias,	
discrimination,	and	adversarial	targeting	resulted	in	her	Hostile	Work	Environment	complaint.	
	
Details		
	
This	investigation	is	at	the	request	of	the	Pflugerville	City	Manager	authorizing	The	Austin	
Institute,	LLC,	to	conduct	an	independent	investigation	into	the	formal	complaint	filed	by	
Pflugerville	Police	Officer	Alicia	Fitzpatrick	 	specifically	naming	Sgt.	 	 	and	
other	employees	who	are	alleged	to	be	responsible	for	a	pattern	of	behavior	and	conduct	that	
is	unacceptable	in	present	day	law	enforcement	and	which	generally	results	in	administrative	
action	up	to	and	including	suspension,	demotion,	and/or	termination.		
	
Nineteen	interviews	were	conducted	between	11/05/2020	and	12/10/2020.		The	first	interview	
was	of	 	 	Director	of	People	and	Culture	(HR),	who	provided	copies	of	PPD	
regulations,	policies,	and	protocols.		These	documents	addressed	Chain	of	Command,	Internal	
Affairs	Division,	and	the	Disciplinary	Process	as	it	pertains	to	complaints	of	Hostile	Work	
Environment.		Ms.	 	also	facilitated	contacting	and	scheduling	department	personnel	for	
interviews.				Ms.	 	should	be	commended	for	her	outstanding	performance	in	assisting	the	
investigators	and	facilitating	interviews	in	light	of	the	current	Pandemic	and	privacy	concerns.	
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Initially,	we	note	that	the	evidence	and	interviews	demonstrate	that	Fitzpatrick’s	job	
performance,	professionalism,	and	integrity	were	highly	rated	for	the	period	of	time	since	she	
started	at	the	PPD	on	07/01/2019	up	to	the	K-9	Board	in	February	2020.		Sgt.	 	and	Sgt.	

	describe	Fitzpatrick	as	being	a	“stellar”	performer	who	leads	the	Department	in	
statistical	accomplishments,	is	trusted	by	her	peers,	with	Sgt.	 	going	so	far	as	to	say	he	
wished	he	had	an	entire	squad	of	officers	just	like	her.		Sgt.	 	used	the	word	“spectacular”	
in	describing	Fitzpatrick’s	performance	as	a	police	officer.		Sgt.	 	and	Sgt.	 	directly	
supervised	Fitzpatrick.		However,	this	reportedly	accomplished	police	officer	now	alleges	that	
there	is	a	Hostile	Work	Environment,	gender	bias,	and	that	she	has	suffered	discrimination.			
	
Fitzpatrick	alleges	there	are	three	reasons	for	the	existence	of	these	issues:	
			

1) There	is	a	“good	old	boy	network”	and/or	an	intense	subculture,	that	persists	within	the	
Department—a	belief	system	harbored	by	a	cadre	of	male	officers--who	contend	that	
female	officers	receive	preferential	treatment	for	promotions	and	are	not	subjected	to	
the	same	disciplinary	consequences	as	their	male	counterparts.		Fitzpatrick	is	first	
introduced	to	the	“subculture”	when	she	applied	for	the	K-9	position	and	experienced	
firsthand	the	harassment	and	intimidation	of	female	officers	trying	to	break	into	elite	
units	within	police	departments.		
*Women	in	Policing:	Breaking	Barriers	and	Blazing	Trails….Anecdotal	evidence	shows	
that	women	are	underrepresented	in	positions	such	as	the	SWAT	team	and	other	elite	
units.	One	woman	stated	that	when	the	first	woman	was	appointed	to	the	SWAT	team	
the	rest	of	the	Team	quit.			

2) The	same	“subculture”	power	structure	uses	LEAP	as	a	tool	for	ignoring	and	
circumventing	the	Chain	of	Command	by	any	means;	and	

3) The	“subculture”	has	an	agenda:	to	remove	Chief	 	 	
	
Our	investigation	confirmed	that	this	subculture	exists	within	the	Department.	
	
Targeting	
	
In	January	2020,	a	position	vacancy	on	the	K-9	Team	was	posted	for	interested	officers	to	apply.		
After	she	applied,	Fitzpatrick	was	stunned	by	the	comments	and	discouraging	remarks	that	
were	made	regarding	her	ability	to	fulfill	the	duties	and	responsibilities	of	the	K-9	Officer	
position.		Many	of	the	disparaging	remarks	were	made	about	her	physical	stature	and	only	
getting	the	position	because	she	is	a	“girl”	(noticeably	not	a	woman).			
	
Officer	 	of	the	K-9	Unit	told	Fitzpatrick	that	new	physical	fitness	standards	were	soon	
to	be	published	and	may	be	applied	to	this	selection	board.		Fitzpatrick,	believing	that	 	
was	helping	her,	initiated	an	extreme	physical	training	regimen,	along	with	trying	to	get	as	
much	training	time	with	the	K-9	Unit	as	possible,	shift	hours	permitting.		Before	the	board	
convened,	Fitzpatrick	had	a	conversation	with	CMDR	 	 	and	the	subject	of	the	
enhanced	fitness	requirements	came	up.		 	informed	Fitzpatrick	that	she	had	been	
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given	bad	information,	that	no	such	thing	was	even	pending	final	consideration	much	less	made	
official	policy.	
	
Fitzpatrick	took	that	information,	coupled	it	with	the	derogatory	texts	(such	as:	you	are	too	
short,	you	can’t	handle	a	large	dog,	you’ll	only	get	the	job	cause	you’re	a	girl)	and	comments	
from	other	officers	that	were	demeaning	and/or	trying	to	get	her	to	abandon	her	application,	
and	determined	that	there	was	an	orchestrated	effort	targeting	her.		
	
As	a	result	of	this	pressure,	Fitzpatrick	submitted	a	memo	withdrawing	her	application.		She	
was	then	contacted	by	Lt.	 	 	who	encouraged	her	to	compete	for	the	position.			
The	K-9	Board	convened	in	February	2020.		It	was	chaired	by	LT	 	as	Moderator,	LT	

	K-9	Officers	 	and	 	and	former	K-9	Sgt.	in	charge	of	the	Unit,	Sgt.	
	 		Subsequently,	Lt	 	contacted	Fitzpatrick	and	advised	her	she	had	been	

selected	to	fill	the	K-9	slot.			
	
Approximately	a	week	or	so	after	being	informed	that	she	had	been	selected,	Fitzpatrick	
discovered	that	Sgt.	 	told	Officer	 	(who	had	competed	as	well)	that	the	Board	
cast	three	votes	for	 	and	only	two	votes	for	Fitzpatrick.		Sgt.	 	told	 	that	the	
“Administration”	picked	Fitzpatrick	because	“she	was	a	female	and	it	would	make	the	
department	look	good.”		More	than	one	officer	reported	this	conversation	between	Sgt.	

	and	 		Sgt.	 	stated	that	he	only	spoke	with	an	Officer	 	about	the	
subject.			Either	way,	in	discussing	Board	actions	with	other	officers	outside	of	the	Board	
setting,	Sgt.	 	violated	the	rules	governing	confidentiality	of	the	K-9	Board.		The	
conversation	between	Sgt.	 	and	 	was	corroborated	by	 	who	spoke	
directly	with	 		 	also	reported	that	Fitzpatrick	had	actually	interviewed	best	of	all	
the	applicants,	but	that	the	Board	focused	more	on	law	enforcement	experience	when	they	
voted.	
	

	made	no	mention	about	Fitzpatrick	being	awarded	the	position	strictly	because	she	is	
a	female.		When	asked	about	the	decision	of	the	board,	LT	 	stated	that	Chief	 	
picked	Fitzpatrick.		However,	LT	 	reported	to	Command	Staff	that	Fitzpatrick	had	boarded	
the	best	of	all	the	candidates,	and	since	the	unit	was	under	him,	Lt.	 	chose	Fitzpatrick	for	
the	position.			
	
Officer	Fitzpatrick	had	a	commendable	personnel	file	from	the	beginning	of	her	probationary	
period	up	to	February	2020.		After	being	chosen	for	the	K-9	position,	albeit	without	full	board	
support,	SGT	 	was	angry	about	the	outcome	and	went	to	SGT	 	and	SGT	 	
saying,	“she	only	got	the	job	because	she	is	the	Chief’s	favorite	and	females	get	preferential	
treatment.”		Over	the	next	five	months,	Fitzpatrick	had	five	separate	complaints	brought	
against	her—four	of	these	complaints	were	initiated	by	SGT	 	
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1) April	2020	-	Dereliction	of	Duty	

Fitzpatrick	responded	as	backup	or	cover	officer	to	 	for	a	possible	DWI	call.	 	The	
female	was	found	asleep	behind	the	wheel	 in	an	 inebriated	state,	but	the	vehicle	was	
not	 running	 and	was	 in	 a	private	parking	 lot.	 	 The	officers	discussed	arresting	her	 for	
DWI	or	 getting	her	 a	 ride	home.	 	 	 The	primary	officer	 asks	 Fitzpatrick	 for	 advice.	 The	
policy	 on	 arrest	 allows	 and	 actually	 states	 that	 if	 there	 is	 an	 alternative	 to	 arrest	 to	
utilize	it	and	leaves	a	wider	birth	for	officer	discretion	when	appropriate.	(See	PPD	Policy	
and	Procedures	25.02.7	Use	of	Discretion	01	Alternatives	to	Arrest	and	Confinement	

     
Her	 advice	was	 to	 determine	 if	 the	 female	 has	 any	 prior	DWIs.	 	 Finding	 none,	 	
decided	to	find	her	a	ride,	by	getting	a	family	member	to	come	to	the	scene	and	give	the	
female	a	ride	home.		Sgt.	 	the	on-duty	supervisor	was	consulted	and	he	concurred	
with	 	and	Fitzpatrick’s	decision.		SGT	 	reviewed	the	video	of	this	incident.			
SGT	 	stated	that	he	watched	the	video	because	SGT	 	told	him	that	he	
thought	the	notes	 looked	“funny”	and	asked	 	to	assess	the	call.	 (This	 is	not	a	
typical	request	per	most	the	 interviewees	of	the	department.	SGT	 	had	already	
left	PPD	and	was	unavailable	for	interview.)	SGT	 	was	outraged	that	an	arrest	
was	 not	 made	 and	 demanded	 that	 both	 officers,	 but	 particularly	 Fitzpatrick	 (senior	
officer)	be	written	up	for	“dereliction	of	duty”	and	have	it	sent	to	IA.		SGT	 	refused	
to	 lodge	 the	 complaint	 and	 backed	 up	 the	 judgement	 of	 Fitzpatrick	 and	 	 	 SGT	

	reviewed	the	video	and	agreed	with	 		It	should	be	noted	that	 	
appeared	 to	 be	 focused	 on	 Fitzpatrick’s	 conduct	 and	 not	 on	 	 	 	 	 was	
apparently	 not	 told	 about	 this	 incident	 as	 Fitzpatrick	 was	 concerned	 this	 would	
undermine	 	confidence	on	the	street.		
	
The	Dereliction	of	Duty	Policy	does	not	appear	to	apply	to	Sgt.	 	complaints	and	
we	noted	no	policies	that	mandate	an	arrest	under	these	circumstances.		SGT	 	
demand	was	without	merit	and	infringed	upon	the	authority	of	the	on-duty	supervisor’s	
authority	as	well	as	the	Chain	of	Command.			 
 

2) May	18,	2020	-	Insubordination 
Officer	Fitzpatrick	is	called	in	to	see	LT	 	and	told	that	 	wants	her	charged	
with	“insubordination”.	It	is	noted	that	Sgt.	 	did	NOT	include	her	supervisor	
Sgt.	 	in	his	complaint	or	new	demand,	but	instead,	bypassed	Fitzpatrick’s	
immediate	supervisor.		In	this	particular	incident	 	was	the	lead	officer	on	scene	of	
a	DWI	and	Fitzpatrick	was	again	the	cover	officer.		However,	 	wanted	
Fitzpatrick	written	up	for	insubordination,	even	though	 	spent	over	an	hour	
attempting	to	find	the	suspect	a	ride.		 	did	not	demand	that	 	be	written	
up	for	dereliction	of	duty	or	any	other	violations.			Sgt.	 	again	focused	only	on	
Fitzpatrick,	as	he	had	done	just	a	few	weeks	before.	In	this	case,	the	circumstances	of	
the	DWI	were	much	more	egregious	than	the	earlier	DWI.	Here	 	made	the	decision	
to	seek	a	ride	for	the	suspect.		Officer	Fitzpatrick	advised	against	calling	for	a	ride	noting	
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that	she	had	nearly	been	written	up	by	another	Sergeant,	not	theirs,	on	a	different	DWI.	
Fitzpatrick	thought	that	this	suspect	should	be	arrested	and	she	effectuated	this	arrest	
after	 	went	off	duty.		It	does	not	appear	that	Fitzpatrick	committed	
insubordination	when	she	factually	shared	information	that	was	directed	to	her	on	a	
similar	but	much	less	egregious	case.		However,	Fitzpatrick	did	convey	to	another	officer	
on	their	shift	that	this	particular	SGT	should	mind	his	own	business.		Whether	Fitzpatrick	
had	grounds	to	voice	her	concerns	about	being	singled	out	by	SGT	 	(and	it	
appears	it	does)	this	was	not	the	proper	venue	to	voice	this	concern.		 	also	
complained	about	Fitzpatrick’s	unprofessional	statement	that	“Modelo	strikes	again,”	as	
there	were	multiple	empty	beer	cans	in	the	car.		However,	no	command	staff	personnel	
that	were	interviewed	found	this	statement	to	be	unprofessional	or	that	it	could	impact	
prosecution	of	the	case.	It	was	noted	that	another	officer	was	laughing	on	the	radio	and	
did	not	receive	any	notice	of	unprofessionalism	in	a	counseling	memo.	

			
	Lt.	 	explanation	as	to	why	 	was	suddenly	watching	Fitzpatrick’s	videos,	
when	he	has	never	done	so	before,	was	that	any	SGT	can	watch	any	camera	videos	he	
wants	to.		 	also	notes	that	Sg.	 	is	officially	designated	as	the	DWI	over	
watch	on	ALL	DWI	cases	for	the	Department,	and	that	that	 	is	In	charge	of	
LEDRS	which	is	currently	not	in	use	(LEDRS	is	a	case	Management	system	for	tracking	
specific	violations	such	as	DWI).		However,	these	contentions	were	not	substantiated	in	
writing	or	by	any	command	staff.		During	their	interviews	both	SGT	 	and	SGT	

	made	a	point	to	say	that	wasn’t	really	true	but	talked	about	the	“pass	on”	as	
the	only	way	they	see	the	videos.	

	
3) September	28,	2020	-	Dispatcher	Complaint	

														A	text	message	was	sent	to	SGT	 	from	Dispatcher	 	 			
	

“ 	
	

		 	
	

	
	

If	there	was	a	legitimate	violation	then	Ms.	 	should	have	followed	her	Chain	of	
Command	and	advised	her	supervisor,	or	Officers	Fitzpatrick’s	immediate	supervisor,	
who	could	have	then	forwarded	it	to	IAD	for	investigation.			However,	 	is	

	
		Regardless,	 	sent	her	text	to	 	

rather	than	through	the	appropriate	Chain	of	Command.	Sgt.	 	attached	 	
complaint	to	a	formal	IAD	Report,	signed	it	electronically,	and	forwarded	it	on	
09/29/2020	to	IAD,	rather	than	allowing	her	immediate	supervisor	to	first	assess	the	
merit	of	this	hear-say	allegation.	
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Upon	becoming	aware	of	the	text	message	and	IAD	filing	by	 	CMDR	 	
expressed	her	disgust	at	the	whole	incident	as	did	anyone	involved	in	the	chain	of	
command.		CMDR	 	evaluated	the	report	and	labeled	it	“unfounded.”	
Commander	 	stated	that	this	compliant	appeared	to	be	related	to	 	
discontent	over	the	K9	Board	issues.	
	

4) October	2,	2020	-	Failure	to	Report		
On	October	20,	2020	SGT	 	told	Fitzpatrick	that	he	received	an	email	from	

	who	also	cc’d	LT	 	and	LT	 	referencing	another	Fitzpatrick	
video.		This	email	stated	that	“upon	review	of	this	case,	I	found	that	this	was	an	LTS	
(Leaving	the	Scene)	collision	with	a	possibly	intoxicated	driver,	and	no	offense	report	or	
crash	report	was	completed.”	The	call	was	early	October,	and	the	Email	came	
approximately	2	weeks	later,	the	time	needed	to	find	the	video.		Fitzpatrick	advises	that	
she	was	dispatched	to	the	scene	and	observed	a	large	section	of	fencing	was	clearly	
struck	by	a	vehicle.	Witnesses	on	the	street	described	the	suspect	vehicle	as	a	small	
shite	single-cab	Ford	pickup	truck.		Fitzpatrick	advised	she	met	with	the	owners	of	the	
fence,	telling	them	they	would	need	to	sign	a	Citizen’s	Request	for	Criminal	Complaint	
indicating	they	would	like	to	pursue	charges	for	the	damages	caused	by	the	driver	
crashing	into	their	fence	and	for	leaving	the	scene.		The	victims	were	hesitant	to	do	this,	
and	felt	uncomfortable	with	that	decision	being	in	the	purview	of	a	citizen.		Fitzpatrick	
explained	that	as	a	representative	of	the	State,	she	could	not	pursue	a	property	crime	
on	their	behalf	as	it	is	not	her	property.		Fitzpatrick	offered	a	solution	of	locating	the	
driver	and	see	if	they	will	do	the	right	thing	and	provide	their	insurance	information.		
The	victims	stated	they	would	rather	go	that	route,	and	did	not	want	anyone	to	be	
arrested.		Further	investigation	on	scene	raised	the	issue	of	whether	it	was	a	male	or	a	
female	driving	the	vehicle,	and	who	was	actually	responsible.		Ultimately	the	victims	did	
not	want	to	file	any	charges,	and	were	satisfied	with	insurance	information.		Fitzpatrick	
noted	that	absent	a	complaining	victim	and	insufficient	probable	cause	for	an	arrest	of	
DWI	as	the	driver	could	not	be	confirmed,	the	call	was	closed	with	CAD	Notes	and	a	
police	report	was	not	completed	because	there	was	no	“crime.”		Further,	a	Crash	Report	
was	not	done	because	the	damage	to	the	fence	was	minimal	and	probably			less	than	
$1,000.00.		Without	a	damage	estimate,	Fitzpatrick	consulted	with	shift	supervisor	SGT	

	who	was	on	scene,	of	the	circumstances	and	he	concurred	with	her	decisions.				
	
When	Sgt.	 	and	Officer	Fitzpatrick	received	the	corrective	email	from	Sgt.	

	they	both	had	several	concerns.			Notably,	 	was	in	CID	and	there	was	
no	reason	for	CID	to	be	involved.		Fitzpatrick	had	conducted	a	Spillman	Search	and	
found	no	CAD	Card	of	involvement	with	the	suspect	vehicle,	the	address,	or	any	of	the	
persons	involved,	that	would	have	explained	how	 	became	aware	of	the	call,	
unless	he	was	intentionally	searching	through	her	videos.	It	would	have	taken	
approximately	38	minutes	of	watching	the	tape	of	her	camera	before	any	real	statement	
of	possible	DWI	was	discussed.				Fitzpatrick	previously	requested	that	the	number	of	
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her	videos	that	 	was	reviewing.		However,	she	was	never	advised	of	the	
outcome	of	that	request.	

	
SGT	 	directly	requested	an	explanation	about	how	SGT	 	became	
aware	of	this	particular	call.	He	has	yet	to	receive	any	explanation.				
	

5) November	4,	2020	-	Making	an	Arrest	Without	Waiting	for	Backup		
Officer	Fitzpatrick	received	a	Counseling	write	up	for	making	an	arrest	without	waiting	
for	 backup.	 This	 complaint	 resulted	 from	 an	 agreement	 between	 Sgt.	 	 Sgt.	

	and	Corporal	 		 	did	this	write	up,	suggesting	that	this	arrest	violated	
Department	 policy.	 	 However,	 after	 reviewing	 all	 PPD	 Regulations,	 policies,	 and	
protocols,	 and	 no	 support	 for	 a	 requirement	 for	 officers	 to	wait	 for	 back	 up	 prior	 to	
making	an	arrest	could	be	found.		 		

	
This	 was	 a	 case	 of	 an	 officer’s	 judgement	 from	 the	 facts	 presented	 at	 the	 scene.		
Fitzpatrick	had	no	idea	as	to	the	locations	of	other	responding	officers	or	how	close	they	
might	have	been	to	assist.		Fitzpatrick	judged	that	the	longer	she	waited,	the	more	time	
the	 subject	would	have	 to	 think	 about	 trying	 to	overpower	her,	 get	her	weapon,	 and	
continue	 to	be	a	 clear	and	present	 threat.	 	 Fitzpatrick	 safely	made	 the	arrest	and	 the	
subject	surrendered.		LT	 	said	it	plainly,	“Sometimes	you	just	have	to	do	cop	sh-
t!”	 	Fitzpatrick	was	commended	by	CMDR	 	and	 the	 two	Patrol	 LTs	as	well	as	
others	for	her	decisive	actions.			As	of	12/2020,	due	this	abuse	of	power	(and	targeting),	
command	 staff	 will	 no	 longer	 write	 counseling	 memos	 on	 officer	 if	 there	 is	 no	
underlying	policy	violation.		

								
Interestingly,	CPL	 	performance	evaluation	of	Fitzpatrick	as	an	officer	was	completely	
different	from	the	previous	evaluations	done	by	Sergeants	 	and	 	and	others.		

	stated	that	Fitzpatrick	didn’t	get	along	with	SGT	 	on	Shift	4.			SGTs	 	 	
and	CPL	 	each	reviewed	the	video	of	this	arrest.	Their	explanations	for	the	reasons	and	how	
they	came	to	watch	the	video	changed	multiple	times	during	our	investigation.	These	changes	
in	their	stories	and	the	multiple	explanations	offered	by	 	regarding	the	reason	he	
watches	her	videos,	continued	to	change	during	our	interviews,	the	IA	interviews	and	his	
explanations	to	Fitzpatrick’s	direct	supervisors.		Lt.	 	additional	explanation,	(that	

	is	officially	designated	as	the	DWI	over	watch	on	ALL	DWIs	for	the	Department)	was	
not	substantiated	in	writing	or	in	our	interviews	with	Command	Staff.				SGT	 	handled	the	
Counseling	write	up	and	noted	that	Fitzpatrick	took	exception	to	the	negative	write	up.		 	
described	Fitzpatrick	as	“someone	who	tries	to	do	everything	so	she	will	look	great,	including	
jump	calls	and	claim	stats.”		 	stated	that	Fitzpatrick	is	not	a	good	cop	and	is	always	talking	
trash	in	the	patrol	room.		Given	that	 	assessment	of	Fitzpatrick’s	job	performance	was	so	
completely	negative	and	opposite	of	SGT’s	 	and	 	and	her	past	supervisors	that	it	
appeared	that	 	has	his	own	agenda	more	in	line	with	 	and	 		His	reasons	
for	talking	about	how	bad	she	is,	appears	to	be	an	effort	to	undermine	her	credibility.		 	
stated	that	“she	[Fitzpatrick]	sucks	the	life	out	of	a	shift”	raises	questions	as	to	why	he	is	so	
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completely	negative	about	Fitzpatrick,	and	raises	questions	about	his	overall	judgement	in	
performance	appraisals,	as	well	as	his	need	to	keep	in	step	with	 	and	 	at	the	
expense	of	his	personal	integrity	and	professional	credibility.	
	
	 	was	asked	specifically	what	officers	he	had	written	up	for	Internal	Affairs	besides	
Fitzpatrick.		 	lied	to	the	Investigator	stating,	“I’ve	never	written	up	Fitzpatrick,	I’ve	
never	written	anyone	up.”		However,	a	review	of	the	Internal	Affairs	Complaint	shows	that	

	sent	it	on	09/29/2020	and	signed	it	electronically.		 	also	made	oral	demands	
for	Fitzpatrick’s	supervisor	or	LT	to	write	her	up.	 	was	critical	of	Fitzpatrick’s	job	
performance,	and	demanded	that	she	be	charged	with	Dereliction	of	Duty	for	failing	to	do	an	
accident	report	on	a	DWI/LT.						
	
SGT	 	further	demonstrated	his	targeting	of	Fitzpatrick	by	reviewing	the	pass	on	videos	
for	DWI	cases	specific	to	Fitzpatrick.		In	one	instance	Fitzpatrick	was	confronted	by	SGT	 	
with	a	negative	counseling	memo	write	up	on	her,	even	before	she	had	turned	in	her	body	
camera.			
	
Many	of	the	officers	interviewed	stated	that	it	was	blatant	and	obvious	that	SGT	 	was	
targeting	Fitzpatrick,	and	that	he	was	being	assisted	by	a	few	other	officers	in	the	Department	
who	were	a	part	of	a	small	group	that	didn’t	like	the	Chief	and	the	new	accountability	systems	
and	professionalism	introduced	over	the	last	4	years.		[If	you	know	the	names	of	these	persons,	
they	should	be	listed	here.]	
	
LT	 	told	us	that	he	ordered	 	to	stop	looking	at	Fitzpatrick’s	videos,	and	CMDR	

	stated	he	intended	to	give	a	direct	order	to	 	to	stop	reviewing	videos	but	did	
not	want	to	interfere	with	this	investigation.	
	
	When	asked	why	he	looked	at	her	first	DWI	tape	SGT	 	evidently	stated	 	
asked	him	to	do	so	because	the	call	notes	looked	funny.		Our	inquiry	with	other	Lieutenants	and	
Commanders	failed	to	corroborate	SGT	 	official	authority	to	review	all	DWI	videos.			
																																																																																		
However,	further	investigation	revealed	that	prior	to	his	leaving	the	PPD,	LT	 	had	
discussed	this	situation	at	great	length	with	Officer	Fitzpatrick.	There	is	confusion	over	when	
the	first	incident	in	May	and	when	the	counseling	Memo	is	sign	which	is	a	month	later	
Fitzpatrick	cleared	this	up	stating	that	after	he	yelled	at	her	and	accused	her	of	Insubordination	
and	discourteous	to	a	supervisor,	that	it	took	him	a	month	until	June	18,	2020	to	give	her	a	
Counseling	memo	to	sign.	This	is	when		an	email	from	Fitzpatrick	to	LT	 	explaining	in	
detail	some	of	the	things	SGT	 	had	done	to	Fitzpatrick	since	she	put	in	for	the	K-9	
position	was	also	sent	to	Lt.	 			Fitzpatrick	did	not	receive	a	response	from	LT	 	to	her	
email,	but	instead	she	was	contacted	by	Internal	Affairs	and	notified	that	she	was	listed	as	a	
witness	in	an	IA	complaint	filed	by	LT	 	alleging	SGT	 	and	SGT	 	had	made	
derogatory	remarks	about	Fitzpatrick,	calling	her	“the	little	Princess”	in	front	of	other	officers	in	
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the	Briefing	Room	and,	as	such,	had	created	a	Hostile	Work	Environment.	Earlier	this	year	IAD	
adjudicated	this	complaint	by	LT	 	as	“Unfounded.”	
	
Through	the	investigation	we	were	presented	with	multiple	reasons	for	Sgt.	 	sudden	
interest	in	and	active	demand	for	officer	Fitzpatrick	to	be	written	up	and	punished	for	her	
patrol	case	work.	Particularly	important	finding	was	that	before	the	K9	board	Officer	Fitzpatrick	
received	zero	write	ups	by	SGT	 	or	for	that	matter	any	except	IA	report	for	car	damage	
with	an	oral	reprimand.	Clearly,	we	see	a	straightforward	abuse	of	power,	targeting	and	
harassment	of	Officer	Fitzpatrick	from	February	2020	when	she	first	applies	to	board	for	the	K-9	
and	till	November	(when	this	investigation	was	initiated).		*National	Center	for	Women	and	
Policing:		Prevention	of	Retaliation:	Employers	must	clearly	state	that	any	use	of	the	internal	
investigation	and	discipline	system	for	harassment	or	retaliation	will	be	treated	as	a	serious	
offense.	while	employees	must	be	encouraged	or		even	required	to	report	serious	misconduct	on	
the	part	of	another	employee,	they	must	also	clearly	understand	that	any	misuse	of	the	system	
will	be	grounds	for	discipline.	Complaints	filed	against	employees	to	report	the	serious	
misconduct	of	another	employee	should	always	be	viewed	as	a	possible	retaliatory	action,	and	
the	motive	of	the	complaint	should	be	examined.		
	
A	second	glaring	question	that	took	on	meaning	was	why	SGT	 	was	not	stopped	or	
himself	written	up	for	not	stopping	after	being	told	to	stop;	for	harassment	and	targeting	of	
Officer	Fitzpatrick	with	the	very	strong	possibility	of	gender	discrimination.	It	took	a	lot	asking	
in	many	different	formats	of	the	interviewees	before	a	clear	and	straightforward	answer	did	
appear.	When	asked	about	a	subculture	it	was	not	recognized	except	by	women	officers	on	the	
force.	However,	if	asked	what	was	going	on	in	the	department	that	was	making	so	much	chaos	
drama	and	anxiety,	and	SGT	 	behavior	of	targeting	and	harassment	against	a	female	
officer;	it	was	quickly	assessed	by	the	interviewees	to	be	a	small	group	of	male	officers	who	did	
not	like	the	chief,	her	new	policies,	protocols	and	standards,	nor	her	support	of	women	in	the	
department	which	was	seen	as	preferential	treatment.	Further	nearly	all	interviewees	stated	
that	the	reason	they	had	not	stood	up	to	SGT	 	or	had	written	him	up	was	due	to	his	

	
basis.	*National	Center	for	Women	and	Policing:	Discriminatory	Referrals…one	technique	of	
discriminating	against	women	and	minorities	is	to	send	reports	of	their	minor	in	fractions	to	the	
internal	investigation	unit	while	not	sending	reports	of	similar	conduct	by	white	males.	For	
example	a	woman	officer	who	misses	a	court	appearance	is	written	up	and	the	report	sent	to	
internal	affairs.	However	man	who	missed	court	appearances	are	counseled	but	nothing	is	put	
in	writing.	This	difference	in	reporting	will	build	a	file	of	complaints	against	the	woman	and	
potentially	prevent	her	from	receiving	specialty	assignments	or	promotions.	This	is	considered	
disparate	treatment	and	could	become	the	basis	for	discrimination	lawsuit.		
	
Finally,	and	perhaps	the	most	disappointing	and	glaring	truth	of	this	case		brings	a	real	question	
of	capability	of	supervisory	ability	and	leadership	of	Sgt.	 	(to	a	lesser	degree	for	SGT	

	and	SGT	 	After	Fitzpatrick	was	awarded	the	K9	position,	there	was	a	real	
chance	to	have	an	investment	in	assisting	younger	officers	particularly	a	female	officer	become	
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a	successful	K9	handler	and	eventually		the	next	leader	and	potentially	command	staff	through	
positive	teaching,	training	and	discussion.	Instead,	an	obvious	agenda	against	existing	
command	staff	(the	Chief)	and	the	belief	that	women	were	receiving	preferential	treatment	
turned	this	into	an	explosive	case	of	targeting,	harassment	and	gender	bias.		
	
Law	Enforcement	Association	of	Pflugerville	(LEAP)		
	
LEAP	is	one	of	the	tools	that	Sgt.	 	used	in	the	furtherance	of	the	“subculture’s”	
agenda—that	female	officers	are	given	preferential	treatment	because	the	Chief	is	female,	and	
the	Chief	needs	to	be	removed.		 	 	and	 	 	comprise	the	elected	
officers	of	LEAP,	which	has	had	a	mixed	reception	by	the	rank	and	file	of	PPD,	as	evidenced	by	
the	small	percentage	of	officers	who	are	members.		Though	well	intentioned	initially,	LEAP	
claimed	credit	for	pay	adjustments	even	though	Chief	 	had	worked	diligently	to	get	this	
through	the	City	Council,	who	was	unwilling	to	fund	the	request.		Regardless	of	the	effort	put	in	
by	Chief	 	to	lay	the	foundation	for	success,	LEAP	took	credit	for	the	pay	adjustments.	
However,	subsequent	investigation	indicates	that	Sgt.	 	uses	his	standing	as	an	elected	
officer	of	LEAP	to	circumvent	the	entire	Chain	of	Command	within	PPD,	and	have	meetings	with	
the	Pflugerville	City	Manager	and	one	or	more	City	Council	members	as	a	means	of	making	
derogatory	remarks	about	Chief	 	and	other	female	officers,	and	thereby	undermining	
the	Chief’s	credibility.	The	City	Manager	 	 	stated	that	she	is	supposed	to	meet	
with	LEAP	quarterly,	but	they	have	had	no	meetings	for	an	extended	period	of	time.		Officers	at	
every	level	within	PPD	made	statements	that	Sgt.	 	boasts	of	his	connections	to	the	City	
Manager	and	Council,	and	since	Pflugerville	is	an	“at	will”	city	with	no	employment	protections,	
this	contributes	to	a	perception	by	some	that	 	can	do	whatever	he	wants	within	the	
Department,	and	no	one	will	stand	up	to	him.		Whether	this	is	completely	true	or	partially	true,	
that	perception	has	become	reality	among	the	rank	and	file	of	PPD.		Additional	interviews	
revealed	a	description,	that	LEAP	“was	a	small	lynch	mob	led	by	 	with	the	goal	of	
removing	the	Chief.”	
	 	 	 	 	 	 	 	 	 	 	
Chain	of	Command	
	
The	organizational	Chain	of	Command	describes	who	employees	report	to,	and	when	they	
should	consult	their	superiors	in	making	decisions	and	obtaining	authority.		Establishing	a	
structural	hierarchy	within	an	organization	will	set	expectations	at	every	level.		Not	only	is	it	
part	of	an	organization’s	hierarchy	but	it	is	essential	to	creating	an	efficient	and	effective	work	
environment.		A	clearly	defined	Chain	of	Command	structure	helps	employees	understand	from	
whom	they	should	seek	guidance	and	the	authority	to	carry	out	certain	tasks,	especially	in	a	law	
enforcement	organization.		A	breakdown	in	the	Chain	of	Command	can	cause	significant	strife	
within	the	workforce	and	undermine	the	authority	of	senior	leaders.		It	should	be	noted	that	
the	Chain	of	Command	goes	in	both	directions,	up	the	chain	and	down,	and	clearly	defines	
authority	and	accountability	of	each	level	within	that	chain.	
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If	the	Chain	of	Command	is	broken	or	poorly	established,	chaos	breeds	problems.		Without	a	
hierarchy	in	place,	questions	get	answered	by	the	wrong	people,	orders	or	directives	are	issued	
by	the	wrong	people,	and	problems	foment	within	the	organization.		If	employees	leapfrog	
above	their	superiors,	this	creates	a	problem	with	the	front-line	management	team	rather	than	
mid-level	management.		That	type	of	circumvention	can	lead	to	resentment,	fractured	teams,	
and	a	potential	for	high	employee	turnover.		Such	is	the	situation	with	the	Pflugerville	Police	
Department.		Sgt.	 	spends	an	inordinate	amount	of	time	going	through	pass	on	videos	
to	find	Officer	Fitzpatrick	on	the	video	in	order	to	single	her	out	for	criticism.		Yet	in	one	
instance	 	ignored	writing	up	the	lead	officer	on	scene	who	did	not	have	a	body	
camera,	but	intentionally	targeted	Fitzpatrick,	the	backup	officer,	for	not	writing	a	report,	
calling	it	Dereliction	of	Duty,	even	though	Fitzpatrick’s	immediate	supervisor	Sgt.	 	
agreed	with	Fitzpatrick’s	judgement.		 	made	sure	that	he	included	copies	of	his	critical	
email	to	a	number	of	Lieutenants	who	were	not	over	Sgt.	 	or	Officer	Fitzpatrick,	as	
further	examples	of	his	total	disregard	for	the	Chain	of	Command,	and	ignoring	direct	orders	
from	superiors	to	stop	reviewing	videos	of	Fitzpatrick,	so	he	can	pursue	his	obsessive	and	
blatant	targeting	of	Fitzpatrick.	
	
Interviews	of	Chief	 	Assistant	Chief	 	CMDR	 	and	 	and	other	
Lieutenants	and	Sergeants	all	conveyed	the	most	appropriate	and	effective	use	of	the	Chain	of	
Command,	which	is	to	address	issues	or	performance	problems	at	the	lowest	level	of	the	chain,	
Sergeant	to	Sergeant,	and	verbally	without	going	to	write	ups	if	possible.		This	will	have	the	
quickest	and	most	efficient	resolution	of	most	problems	that	affect	day	to	day	officer	
performance,	and	can	have	the	positive	impact	of	training.		This	is	neither	the	method	nor	the	
intent	of	SGT	 	
	 	 	 	 	 	 			 	 	 	 	 	 			
Even	when	he	presents	an	issue	to	another	Sergeant	responsible	for	an	officer	and	that	
Sergeant	disagrees,	 	makes	it	a	point	to	pass	on	his	criticism	to	others	including	
Lieutenants	who	are	not	in	the	immediate	chain	of	the	officer	in	question.		On	two	separate	
occasions,	 	informed	Sgt.	 	and	Sgt.	 	about	what	he	considered	serious	
issues	concerning	Officer	Fitzpatrick.		In	both	situations,	 	and	 	disagreed	with					

	including	one	where	 	was	present	on	scene	and	had	approved	of	
Fitzpatrick’s	actions,	but	 	demanded	she	be	written	up	for	insubordination.		It	was	
noted	that	 	chose	to	ignore	the	lead	officer’s	actions	and	targeted	Fitzpatrick,	even	
though	she	was	the	cover	or	back	up	officer.		Still,	it	was	noted	by	other	Lieutenants	that	Sgt.	

	is	the	only	one	who	is	well-known	for	circumventing	the	authorized	Chain	of	
Command	and	sends	emails	to	different	Lieutenants.		LT	 	who	has	had	 	under	
his	command	for	approximately	one	month,	reportedly	told	 	to	“…just	shut	up!”		

	agreed	that	 	actions	against	Fitzpatrick	gives	the	appearance	of	targeting.	
	
Pflugerville	City	Manager	 	referred	to	two	surveys	that	were	recently	conducted,	one	by	
CLEAT	and	one	by	and	outside	group	that	was	actually	ongoing	when	this	investigation	began.		
Less	than	half	of	the	PPD	employees	responded	to	the	questions	generally	referred	to	as	a	
Climate	Survey.		Ms.	 	described	the	latest	survey	as	“harsh”	with	regard	to	Chief	
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		Having	no	way	to	evaluate	the	efficacy	of	either	survey,	it	appeared	that	they	were	
venting	tools	rather	than	searches	for	recommendations	and	solutions.		With	the	less	than	half	
of	employees	who	responded,	there	were	notable	takeaways:	

1) Low	morale.	
2) High	turnover	rate	for	officers.		
3) Very	negative	interviews	focused	on	Chief	 	similar	to	comments	made	by	Sgt.	

	 	and	others	within	the	leadership	structure	of	PPD.	
	
One	solution	is	to	simply	start	firing	the	Command	team	and	start	over	with	new	leadership.		In	
this	instance	the	PPD	has	already	shown	a	poor	response	to	change	in	any	dynamic.		It	would	
also	do	a	real	disservice	to	senior	leaders	who	have	strived	diligently	to	take	the	PPD	into	the	
21st	century.		The	most	effective	solution	for	PPD	is	training,	for	all	officers	at	all	levels,	so	as	to	
invest	in	the	institutional	knowledge	that	officers	and	staff	already	possess,	invest	in	the	future	
success	of	the	senior	leaders	on-board,	and	the	potential	for	future	senior	leaders	coming	from	
the	current	rank	and	file	police	officers.	It	is	abundantly	clear	that	the	entire	Pflugerville	Police	
Department,	at	all	levels,	would	benefit	from	training	tailored	to	the	size	and	needs	of	the	
department.	
	 	 	 	 	
Recommendations	
	

1) 	Training	–	Recommend	this	be	assigned	CMDR	 	to	coordinate	and	
implement,	in	view	of	his	large	police	department	experience.	

	
Leadership	in	Police	Organizations	(LPO)	is	the	flagship	leadership	development	training	
program	from	the	International	Association	of	Chiefs	of	Police	(IACP).		Agencies	can	host	
an	LPO	program	with	attendance	limited	only	to	their	agency.		Given	the	numerous	
examples	already	documented	regarding	the	lack	of	Chain	of	Command	effectiveness,	
this	is	absolutely	essential	for	those	at	the	first	line	supervisor	and	above.		Additional	
details	will	be	provided	to	CMDR	 	to	facilitate	contact	with	IACP.	
Leadership	Training	on	Recruitment	and	Retaining	Female	and	Minority	Officers	
Currently	Pflugerville	has	8	females	and	3	African	Americans	on	its	roster	of	90	officer	
positions.	Changing	cultures	must	include	bringing	in	a	more	diverse	population	of	
officers	that	are	not	only	recruited	to	PPD	but	also	on	how	to	retain	them	and	develop	a	
healthy	culture	and	diverse	Pflugerville	Police	Department.		

	
2) LEAP	

	
Meetings	with	City	Manager/City	Council	members	and	LEAP	should	be	temporarily	
suspended	pending	completion	of	IACP	training,	which	should	include	IACP	evaluation	
of	LEAP	and	identification	of	changes	deemed	appropriate	to	insure	LEAP	credibility	and	
effectiveness.	
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New	policies	and	procedures	should	include	language	that	establishes	a	clear	separation	
of	authority	between	the	Police	Department	and	the	City	Manager/City	Council.		The	
Chief	of	Police	is	the	designated	person	responsible	for	running	the	department,	and	
LEAP	must	improve	its	skill	sets	and	work	with	the	Chief,	not	just	with	the	Council.		The	
City	Manager	and	City	Council	must	recognize	the	necessity	of	allowing	the	Chief	to	do	
her	job,	absent	unique	and	exigent	circumstances	requiring	removal	for	cause.		The	
current	open-door	policy	for	officers,	LEAP	or	otherwise,	to	engage	with	the	City	
Manager	and	City	Council	is	unique	among	most	city	governments	and	has	led	to	LEAP	
no	longer	meeting	with	its	own	Command	Staff	and	Chief,	but	circumventing	the	Chain	
of	Command	within	the	Police	Department.		This	has	further	diminished	the	ability	of	
the	Department	to	have	consistent	expectations	of	officers	to	bring	issues	to	senior	
leaders,	and	undermines	the	ability	to	have	problem	solving	within	the	Department.		As	
an	“At	Will”	organization,	this	up	and	down	communication	is	absolutely	essential	in	
building	trust	within	the	Department.			 	 	 	
	
3)		Personnel	Accountability	

	
Given	the	voluminous	amount	of	evidence	that	supports	a	finding	of	Hostile	Work	
Environment,	Gender	Bias	and	Discrimination	by	Sgt.	 	Sgt.	 	Sgt.	

	CPL	 	and	Dispatcher	 	in	targeting	Officer	Alicia	Fitzpatrick,	
undermining	senior	leadership,	insubordination	for	disobeying	direct	orders	to	cease	
and	desist	from	senior	ranking	officers,	and	lying	to	the	Investigator	hired	by	the	City	
Manager,	the	blatant	and	egregious	conduct	of	Sgt.	 	must	be	addressed.		
Comparable	misconduct,	atrocious	judgement,	and	behavior	at	such	an	unacceptable	
level	has	serious	consequences	in	all	police	departments,	and	should	not	be	tolerated	
from	a	Sgt.	of	the	Pflugerville	Police	Department.		It	is	therefore	strongly	recommended	
that	Chief	 	consider	all	or	a	combination	of	penalties	specifically:		termination	
for	lying	to	an	Investigator,	or	reduction	in	rank	and	suspension	without	pay,	a	written	
reprimand	in	his	personnel	file,	or	any	combination	thereof,	for	conduct	unbecoming	a	
Sgt.	of	the	Pflugerville	Police	Department.	

	
Sgt.	 	for	his	support	of	targeting	Officer	Fitzpatrick	with	Sgt.	 	belittling	
Officer	Fitzpatrick	in	front	of	other	officers,	atrocious	judgement,	and	conduct	
unbecoming	a	Sgt.	of	the	PPD,	which	contributed	to	the	Hostile	Work	Environment,	it	is	
strongly	recommended	that	Chief	 	consider	all	or	a	combination	of	penalties	
specifically:	reduction	in	rank,	suspension	without	pay,	written	reprimand	in	his	
personnel	file,	or	any	combination	thereof.	

	
Sgt.	 	for	his	atrocious	judgement	in	assisting	with	the	targeting	of	Officer	
Fitzpatrick	which	contributed	to	a	Hostile	Work	Environment,	it	is	strongly	
	recommended	that	Chief	 	consider	all	or	a	combination	of	penalties	specifically:	
reduction	in	rank	and	suspension	without	pay,	a	written	reprimand	in	his	personnel	file,	
or	any	combination	thereof	for	his	conduct	unbecoming	a	Sgt.	of	the	PPD.	
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CPL	 	for	his	atrocious	judgement	and	obvious	bias	in	assisting	with	the	targeting	of	
Officer	Fitzpatrick	which	contributed	to	a	Hostile	Work	Environment,	it	is	strongly	
recommended	that	Chief	 	consider	all	or	a	combination	of	penalties	specifically:	
reduction	in	rank	and	suspension	without	pay,	a	written	reprimand	in	his	personnel	file,	
or	any	combination	thereof	for	his	conduct	unbecoming	a	CPL	of	the	PPD.	
	
Dispatcher	 	 	for	her	violation	of	the	Chain	of	Command	and	inappropriate	
text	to	Sgt.	 	which	contributed	to	the	assault	on	Officer	Fitzpatrick’s	credibility,		
it	is	strongly	recommended	that	Chief	 	consider	a	written	reprimand	in	her	
personnel	file,	and	insure	that	Chain	of	Command	training	is	completed.	

	 	 	 	 								
Without	exception,	this	finding	of	Hostile	Work	Environment,	Gender	Bias	and	
Discrimination,	is	an	indictment	of	unacceptable	and	atrocious	conduct	by	the	
perpetrators	within	any	organization.		It	is	even	more	egregious	when	senior	leaders	
take	steps	to	mitigate	and	diffuse	such	conduct	only	to	have	direct	orders	disobeyed	by	
the	very	officers	who	are	entrusted	with	leadership	positions,	with	no	repercussions.				
This	despicable	conduct	should	never	be	tolerated	in	any	organization,	and	senior	
leaders	must	insure	that	extreme	misconduct	be	met	with	comparable	accountability	
and	consequences,	to	insure	this	behavior	is	never	repeated	or	tolerated	in	the	
Pflugerville	Police	Department.	
	

		 		
	
	
	
	
	
	
		 Included	reference	Materials:	
	 Women	in	Policing:	Breaking	Barriers	and	Blazing	a	Path;	NIJ.OJP.Gov		
	 National	Institute	of	Justice	–		
	 https://www.ncjrs.gov/pdffiles1/nij/252963.pdf	
	 Recruiting	&	Retaining	Women,	A	self	assessment	guide	for	Law	Enforcement;	

National	Center	for	Women	&	Policing	-	
https://www.ncjrs.gov/pdffiles1/bja/185235.pdf	
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