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L Executive Summary

Rmtmﬁnmtandseleeﬂnnofmrpohmfnmemakeymmpmmthembncmgn
mindset in building commumities of trust and legitimacy. "Wemmatta | -
workforce ig reflective of the county in which it represents. mﬂmcmnmmwmm
of diversity incinding race. gender. langnage. life experience. and cultural background.
These factors help to improve understanding and effectiveness in dealing with all
communities in Fairfax County.

The “Recruitment, Diversity. and Vetting” Sub-committee of the Ad Hoc Police
Practices Review Commission waz one of five sub-committees established to accomplish the
goals and objectives of the Commission. The scope of this sub-committee was to:

1. i-::-:’-f yracii

8. Review the current diversity of all types (race. ethnicity. sex. national origin,
Tigi 1 orientation and gender identify) in the FCPD

b. Review current FCPD diversity recruiting programs and the effectiveness of
such programs.
2. Review “best practices” in other jurisdictions on police recruitment, diversity and
background vetting, including:

& WMWMMMtﬂthynwﬂlu
mmm“ﬂmﬁc ESDONSIvene

b. Policies which provide that hiring and promotion selection procedures include
an objective process that employvs reliable and valid selection devices that

¢. Policies which provide that. in the case of iateral hiring. candidates® prior
training and qualifications records, as well as complaint and disciplinary
history, are reviewed.

d. Policies which implement validated pre-employment screening mechanisms to
ensure temperamental and skill-set suitability for policing.

3. Based on the review of existing FCPD policies and practices and a review of the



recommendations for changes and/or next steps to the Board of Supervisors for
congideration by the Commission.

Although not a part of its scope. the suh-committee also looked into “retention,” as this is
an important piece of maintaining a diverse department.

The Police Executive Resource Forum (PERF) publigshed their report in Jone
2015 on “Use-of-Force Policy and Practice Review of the Fairfax County Police Department.”

There were several recommendations on police recritment. diversity and vetting.
PERF’s recommendations are included in this report (Appendix B). TeFERF kthadk waswvepy
gimilar to that given to the Commisgion and sub-committees. Many of the police departments
that we contacted did not respond (Dallas. Las Vegas. Los Angeles). AfterreailinetiiveFERF
report, they had already been contacted and we would have been asking for the same information
and/or same questions thet had already heen pravided. Sonsedismmestitewasrensitrsviewsd
mmmmmwmrmmmmmmwm
mmwmmmmmmm ecommendations
included, as a part of this report.

L Membership

mwmﬁamWﬁwmmmm
ominissioners (noted by ¥). Membess were:

Greg Fried*

Dave Rohrer*

Joe Hill*

QGervais Reed*

Chio Stakes

Buthetie Searbeio
Robeit €. Figher

George Alber

Clayton Medford (Recorder)

. Reeruitient

Reenvittient and selection are the keva to ereating the RCPD of the fiiture. Reeriitient opens
the dees to maling the Denariment more diveise and ereates the foundatian for heth the eoie and
leadership of the Departinent. Reeriitinent and selection are eritieal tools for change



management.

Mdmaﬂmﬂnhanevaalmm(kplmand&dﬁ)mmmmmlmngm
and working with the department. TeCaite » ATy . '
ﬂmCadﬁwmh,ﬁ:ﬂ-hmc,ﬁnﬂ:eCmCmrmﬂyﬂmem7hldmdmforcm
Participants from the Cadet program usually enter into the Police Academy. TFisesemroprams-are
are widely advertised. The school resource centers are also a resource for recruitment. The

department does not use the resouree centers. If there were more vigibility on these programs, it
could result in more interest in the Department or other public safety positions. Moat participants
learn of the progtam from family membess or other officers and are referred to as “legacy kids”.

Interna are also used within the department. TFeeseasteunmmilinne
held by college students. It is, however, Wnﬁymﬁemﬁuw

and is meamired for its suceens, aride from the Chief who has a measnrement in the airategic
plan. Bvery officer should have a recruitment role which is included in their performance
siandards. A eéfherdliineaitivesiodlieprovithsdttosssist in'Hserssrditimsitofmewipolice
feeruits and/or cadets.

Aeearding to the Best Prastices Ghiide published hv the International Asseeiation of Chiefs
amm&rxmmm‘mmmnmm

mmﬁmammmwmmwmm
feciiifted throuoh an ERS nrocess ate more likelv to advanee throush the application iocess add
siiceesd: The internet and newshaneis are amone the most dobiilar teehiiaiies for advertising

andmﬂmeat Mﬁmmﬂhmmmm mmm

mm%mmwm

Other factors inaet the resraitiment and reteition of new eeniits. Althaush the
Wammmmmmmmmmm
beeaise of the antdal salarv. Adibiitivatdiv. Hiteatnitheait s incCokaitCHRRTEItRY
MMMWMﬁm?BLMWMME%mm
FEPD eiiiently offer. Othess withaiaw theif application becase of the lengthy hifiig proeess.

Collsss/nivemity campusss as well as militaryv bases ave sieat soiiiees fot reeriftinent:
Other reeriitinent effarts used by the denartinent inchids piblie servies ainonncemsnts. fadie.
eareer faifs, woid of taouth, eoufity website; police magazines and the Chief's Diveisity Coueil.




The FCPD shonld extend their recruitment cutreach efforts to all nearby colleges, universities
and military bases.

The interfaith commumity ig an excellent cutlet for recruitment. TTheaomiiviiasmeeesstoxdll
diversity they are hoping to obtain.
lheFCPDdoesmthaveaplmfotmnkmngpmmonobmmmﬂmhsk

assigned to one specific individual. JApha willllsélpitoddéihve wisereeirneoritne
should be and how.

Recruitment Recommmendations

1. Provide a referral incentive for officers and/or cadets who are successful in recruiting
personnel into the department.

2. Develop and implement a marketing plan for all programs and vacancies to include:

a. Email blasts to interfhith organizations.
b. Employ the assistance of School Career Centers in recruitment efforts.

3. Expand the Explorer and Cadet programs to include a diverse pool of participanits.

4. Enter into a Recruitment Agreement with all Cadets to include reimbursement of
educational expenses for breach of contract.

5. Coliahorate and build recruitment-oriented partnershing with key segments of the Faiefx
County community to further diversify both the applicant pool and workforce to more closely
reflect the Fairfax County community.

6. Identify ways to reduce the time from application to hiring.

7. Formalize the selection process by putting certain standards and processes into writing
(PERF).

8. Ensure written directives are kept up to date (PERF).

9. Create a diverse Selection Review Committee that includes community leaders (PERF).



IV. Divenity

experience. and hackground thet has heen found to help improve the enlinre of police
departments and build greater trust and legitimacy with all segments of the population.” (2/
Century Policing Final Report, p. 31.)

UpmselmhmmﬂmFmﬁmewChlefofPohce,ChmmelﬂmblmhedaChnfof

i i i g erihinacongiste dfcommimitvi leallersrenreseiting
the county’s diversity. Ilsmlmonminmstmrmumntnndmmmhemw
members inform the Chief of any opportunities, within their respective communities. where
recniitment can take place. or an opportunity to speak on employment with the FCPD. TThis
initiative has nroven effective as seen with the increased diversity of the June 2015 Police
Academy class,

The denartment’s atrategic nlan does not have a measurement for the number of diverse
recruits per year. A copy of the carrent diversity scorecard is included as Attachment C.

Diversity Recommendations

1. Establish a diversity goal for each commander, making them responsible for enhancing
the diversity within the department.

a. The progreas toward achieving that goal should be reflected in the performance
management system.

2. Rdueate and train recruiting and selecting officera about implieit bins. which the eurrent
neuroscience research shows ean occur even in people with no-prefudiced attitndes. and
the impact on both individual and organizational selection decision. (See the 21st Century
Policing Final Report pp. 24-28 for a discussion about implicit bias).

V. Vetting

o ot is phyeically. Mﬂkmmmmmmmmmm
department iz erueial. TisePressimaait!samstaanivemn hopthvvittmmaese S
mmmmmmmmmmmmu hesits
process. The following patagrephs are taken from the PERF repot. 4 CPD vdog

o Annlicants ate elassified as “Hichlv Oualified” (HO. the highest ranking). “Better
Qualified” (BQ), or “Denials.” The elassification decirion is made exclusively by the




of submission of information by the applicant.

Applicants classified as either “Better Qualified” or “Denials” do not proceed and are
sent status letters, “Better Qualified” applicants may re-apply after one year.

Applicants classified as “Highly Oualified” nroceed to the next step of the selection
nrocess. PERF interviews with FCPD personnel indicate that approximately two-thirds of
all those who apply move forward to the next step of the process.

HO apnlicants are sent a link to a Personal History Statement and Conditional JTob Offex.
Thev commbiete the Personal Historv Statesnent and then bring it and the Conditional Job
Offes to the Personniel Sexvices Division. The Conditional Job Offer is signed by the
abplicant in the presence of a divikion merber.

| The Personal History Bistement is reviewed Bv a rechuiiment officer ahd the division

commander. The division eaminander and recraitient afficer determing whether the
anblicant will fove to the ext siep il the procass, the Phyaical Agility Test @AT).

The Bhvaical Asility Test consisis oFa Weanons maninniation st (ireser pull and Sk
maninaiation) and twe ohatacts codises- Thase who fil the BAT are drobbed from the
nroceas. Those wito pass are then acheduled for a polygtaph Skmaiiaiion.

The bolviranh examinier reviews the Bolveranh resulis with the Bolverabh StRervisor. The

infBrmation i then shared with e division commandsr Toseher Hey deterine Whsther
the abplicaRt continties i the Brocess: i retested in the Bolveranh with a different examiker.
ok ia ditnbed from cohaideration. For Hoss Who move forward; the background iveatigaior

then gets the applicants file.

Tunicaly the Backeround investioaior Geta the aRBHEARP: Bie afier the anblicak has Rasied
the PAT and olveranh. This could hanpen earlier in the brocess iFthe anplicant it fom
ohizids Hhe Faivkex EouRby akea: 1 Hhels cases Accommadations ate Mads I8 schaduie
different stages of the process in cloaer succeadion, while the applicant 13 i the .

WMMMMQMMMsWWW
investigations detectives check applicant iefkeRess

RERIEASE SHatks Iof Iasal Siiplover: oSk AR Baremi dfe SOAdHSIEA vid BESIS-HiSs
RS Wk 3R iRveaishior, CHial ISAUISRESS i SORASISd vid I or Bhate. Ganssatly.
W%M%W%%%%%BWW%%@%

e an



Background investigations detectives schedule medical and paychological exemriition:
During neveholosieal examinations. appreximatelv 2% of applicants are not iecominended
for hire beeatike of a mental heaith eoncern. And 17.8% are ot recormmended fior hire die to
evidenee of decention diseoveied during the pelygraph, whieh was subsequently not feselved
during the payehological exath process.

- Background itvestigations detectives then provids a recominendation for sefcton.

i

The entite file i8 reviewed By the askisiant commander ahd theh the commandsr of the
MWMWWMm%%mmm

The Beraonnel Reaguices commander and assistant coramander ibierview the moat hishly
dualified anplicanis: ahd pisallv ShARIovIARRE SHER afe Mads at Hhis aiase. PERIS
inieriewa with divizion aiafF indicats that due 1o overall Mafftne shoriages i the FEBB.
neary all anlicants who make it to this stage in the procesa are offered a rechuit poaitioh—a
trend Hhiat has occuried for the 1ast several yeals.

Vediias B i
EFediite Ftin S T Wethr thretiiice Tekith o ittt f4i60s fo oA CALEEROEN,
fnvestigations and polygraphs.

Formalize the officer selection process (PERD).

Vi Beieatioa/ati

“Fairfak Couhty haa oRE6iRe fetentioh ahd recriiting challehtes due to the comBetitive
| enforcerent iobs in the Nationa) Cabitel Recion. Tt fedith i iuite fh a bl f
|aree Bolice department and countess ederal lavw ehfbfcement agehcies. AN het
adencies inchiding Fairfax Eouhtv ate Aot oalv Worine hatd to recrit ahd retain the best
candidates Bt BEv aks all strvie 6 rechiit a Hiveine workitice: THieseianditiits
hirve their Bick wheh i comes 18 1aw eRfBICRMEnt careers and Faikik Eouhty fesds 6 48
Better t6 fechiit ahd reidin the Best smployess:

Since Febrary 2014, The Justice Department and the Department of Homeland Security
have been aggressively recruiting to fill over 4,000 law enforcement job openings. N\Not
mlydofeduﬂlﬂmbsmmhﬂﬂ:ethea%mmﬂrmuﬂmﬁmm
Fairfax County. WiamvaifTiserswith(Gonr ] hessyvesrs i o s
mmhvumswuehmafeduﬂmmwnhmnhmgtommtormh




g t eligibility. Adiititiomillv. 1E el TR FR—.
employees take home vehicles which is an added incentive.

After 4 years of service. officers are eligible to compete in promotional processes. [Duseitna very
compressed pay scale. there is no financial incentive to get promoted to Serpeant or Second
Lientenant. Bathratisareamonttivat DP9 Hvemmatont \Miapw Sificend fidd themsblves
supervising employees who earn more than they do. Thisiizattmai¥ Formenyvossccan!ivesseeniin
the amall percentage of officers who take the promotional process. More officers may stay on -
the Department if they pursued the supervisory/management route. = visnyiuaunscaucin v &
DAL LA A SR AN O DRGNS A RMNLIN, LANGSY wl-lmun;.mmdlﬂlMﬁﬂll’ﬂﬂf
police work and be recognized and compensated for their expertise without having to take on a
management role. Thisvwordldgredtiviindinwithoreterttionssttiee 346 ywearaTimes will have nsore
domopmmﬁemwﬁehmﬁmﬁmwmﬁnwiﬁﬁew

Reteation Recommendation

The Board of Sunervisors should eontinue to work with the Pay and Benefits Committee to
ensure the FCPD is competitive, in salary and benefits, in order to secure and maintain a diverse
workforce.
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APPENDIX A
References
Best Practices Guide, Recruitment, Retention, and Turnover in Law Enforcement.,
International Associgtion of Chiefs of Police, Dwayne Orrick, Director of Public Safety — City of
Cordele. Georgia

Use-of-Force Policy and Practice Review of the Fairfax Conmty Police Department,
Police Executive Research Forum (PERF), June 2015 Final Report

Final Report of the President’s Task Force on 21° Century Policing, May 2015
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APPENDIX B
PERF Recommendations

RECOMMENDATION #1: Formalize the officer selection process.
Benchmark Comparison: Recommendation #1

Pmakwmdm#lumhmmmmm&ﬁethww
Aecereditation Program Mannal. published by the Virginia Law BEnforeemen

Standarde Commission (VLEPSC). Speeifically. VLEPSCWMMMa
written directive which requives that all elements of the selection nrocess be conducted in a
uniform manner, Tt specifically adds as commentary that “Talll elemenis of the selection process
shenild be elearly set forth and cartied out identically for all candidates for each particular
position.”

Similariv. the Commission on Aeereditation for Law Baforeement Ageneies (CALEA) has
similar standards. Standard 32.1.3 sintes. “A written direetive reanires that all elemenir of the
selection nrocess for all nersonnel be administered, seored, evaluated and interpreted in a
unifoiin mannes within the elassifieation.”

mmmmmmmmmmmmm
review of apblications/initial sereening sides based on a defined set of standards identified in a
mmmmmmmmmmmm
Persannel Ressirees Division staff i the initial feview pioeess, aid the decision-making proeess
shenild be foralized in the wiitten difeetive.

Even prior to Tanuiary 2014. when there was a change in the command stivietive. the inftial
deeirionh conserning elaskifisation was senerallv made v one nersan. That deeision eotild be
inade with the assistanee of additional staff ineluding the reeriitinent ditector, the polygraph
RDEVisor, of backgrouid ifivestigations deteetives.

The eufrent eominander has taleeh over sole responaibility of this finetion to ensire eontifiity.
While the mave toward eontiniity ik a sied in the Hiaht ditection. these ik Ho eurient wiitish
paliev deseribing the sividelines uted to maks slastification decikions. The eritesia enfrentiv
abblied in making elassifieation decikions are stricter than the Febiuaiv 27. 2013. memorandiin
provided to PERF. Puither. the muidefines euifently utilized were deseiibed in depaitinent
iiterviews as a “moving mattix.»

Thesefore. initial elassification determinations are made by ane individual without undated of
otherwiie well-defined eriteria. While some flexibility ik eomimon in hifing desikions. to the
exient possible, selection decisions should be the result of wiitten, well-defined eriteria.

12



Despite the best efforts of the department. it wounld be difficult to engure that classification
decisions are uniform when written criteria are not current or not strictly adhered to. It is also not
RECOMMENDATION #2: Update written directives on officer salection.

The FCPD should ensure that written directives applying to the Application Section and Recruiting
and Testing Section are kept up to date. The criteria currently heing used are not reflected in written
directives. Undating the directives would also provide an opportunity to update information for a
matrix used for classification determinations.

Banchmark Comparison: Racommeandation #2

Thea Virginia Law Enforcament Accraditation Program Manual statea in PER.01.01 that "A written directive
reguires that all elamanis of the selaction process ba conducted In a uniform manner.” CALEA standard
32.1.1 also requires that "written directives describe all elamenis and acikiies of the ssiaciion procsss for
all ful-ime parsonnel.” Additionally. many modem police organizations make clear, concise, and up-io-
date versions of thelr policy avallable onlfine.

The FCPD should ensure that the flow diagram that describes the applicant selection process is
updated. The most recent version provided to PERF was created on February 20, 2013. Bazed upon
information given to PERF in staff interviews, thiz diagram needs to be updated. For example, the
use of NEOGOV and the processes it contrals should be noted. Moreover. it wonld appear from
interviews that the backeround investigator involvement begins afier the Phyrical Agility Test
However. the current flow diagram illustrates involvement of the investigator after medical and
paychological examinations. Any other updates should be included in the revisions.

RECOMMENDATION #3: Craata a Salaction Review Commiitea.

The FCPD should consider establishing a diverse Selection Review Committee composed of four
depariment members of four different ranks. plus ane or two community members, to evaluate and
rate future police applicants in the final stage of the selection nrocess. The group should review all
eligible applicants in a formal procesas and identify the best candidates for the agency. The
committee’s selections wonld go to the chief of police for final review and approval. Use-of-Force
Policy and Practice Review of the Fairfax County Police Department.

The inclusion of community members an the committee brings diversity of perspective and
transpatency 1o the proceas. Comminity representation should be a volanteer position approved by
the department. and eormvainity representatives ahould be available to serve for at least a one- or two-
veat terin. The FCPD has hired nearly all “Highly Oualified” (HO) applicanis who pass each siage of
the proceas over the last several vears. so the final review is largelv a formality. However. even when
all apnlieants whe reach the final stage are hired. there are benefits to inclading department membess
ﬁmmmamwmmmmm@mbmm
that it is implementing this recommendation and will seleet a community representative fiom the
Chief’s Divessity Couneil.)

13



A Final Nota on Officar Salaction

Like most police agencies. the FCPD has no single. specific safegnard in itz selection and hiring
process designed to screen out candidates who might use unnecessary or excessive force in citizen
encounters. FCPD’s backeround investigation process does employ a combination of elements,
including polyoraph testing and the nsychological exam. to identify and reject candidates who
demonstrate an issue with impulse control and anger management. PERF uncovered no information
that indicated any use-of-force issnes resulting from weaknesses in the selection process.

14



DATA AND ANALYSIS
OTHER JURISDICTIONS

‘Fy20i0 P '_ 013 CURYI0IA i
Total Increase
T Total Total Total Total Proposed 5years
Jurisdictions :
Increase Increase Increase Increase (updated Total
3/15/13)
Alexandria 0.00% 3.35% 3.35% 3.35% 3.35% 13.40%
Arlington { 1.00% 2.50% 2.50% 2.80% 2.80% 11.60%
District of Columbia* 6.78% 0.00% 0.00% BI 9.56%
Loudoun** ] 0.00% 0.00% 3.00% 3.00% 6.00%
Montgomery County*** 3.50% 0.00% 6.75% 10.25%
Prince Georges County**** 0.00% 0.00% ° 1.50% 1.50%
_Prince William County : 0.00% 0.00% 2.00% 3.00% 2.00% 7.00%
Average ; 1.61% 0.84% 1.55% 1.70% 3.23% 8.47%
Fairfax B 0.00% 0.00% 2.00% 4.68% 0.00% 6.68%
e Union negotiations are drivers in determining proposed increase amounts
=+ Loudoun provided 2% performance-based bonus in 2013 (not included in Base

Pay)
**%  Montgomery provided 52000 as a lump sum on 7/1/12

**¥* PG provided bonus payment in lieu of COLA and merit increase: 51000 in
FY12, and 51250 in FY13; PG Total increase Is 2% but with up to 5 unpaid
furlough days. After furloughs, net increase is 1,5%.

ATTRITION

Compensation impact on recruiting, hiring, and retention

Current Status

- 1336 sworn positions/64 vacancies (5%)

- Attrition model: Increase in March 2015 to 86 vacancies (6%)

2013 had the highest number of retirements since at least 1997, and a 76% increase over

2012, and a 122% increase over 2011

In 2014, it is projected that there will be 84 separations from the Department, of which 21 are facing a
scheduled DROP end date

This projected attrition rate represents a 6% decrease in the authorized sworn strength of the
Department

Total separations from the Department increased in 2013

Since 2011, there has been a significant increase in the number of sworn employees leaving the
Department

- 27% increase from 2011 to 2012

- 62% increase from 2012 to 2013

- Anticipated 11% increase from 2013 to 2014

Although the percentage increased from 2013 to 2014 lessens, the expected separation of 84
employees in 2014 is an historic high

ATTRITION (2012-2013)

Of the 123 officers that separated from the Police Department in 2012-2013, 27 voluntarily resigned for
personal reasons, to join another law enforcement agency, or to seek a different career path

Rank of the 27 officers who voluntarily resigned:
- Police Officer II: 22 ——> the average years of service was 6.4 years

- Police Officer Ill: 1
- Police Officerl: 4

APPENDIX C
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29% of sworn employees reside in Fairfax County (392/1336)
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ATTRITION SUMMARY REPORT:

In terms of attrition in the Fairfax County Police Department from 1998 to YTD 2014, 991 officers have separated from
the Police Department, Of these, 73 have resigned for personal reasons, 105 resigned to join another law enforcement
agency, 300 resigned to begin a career outside of law enforcement, 8 were placed on disability, 460 retired, 13 died
while still employed, and 32 were dismissed based on disciplinary or performance issues. The average attrition rate of
the Police Department during this time is 4.54%. '

The current vacancy rate in the Department is 64 positions, with the current sworn strength 1272 of the authorized
strength of 1336. This represents a 5% sworn vacancy rate. It is projected through historical and projected analysis that
the sworn vacancy rate will increase to 6% in March 2015, with 86 vacancies.

The ability of the Police Department to address these vacancies with recruiting/hiring efforts have been challenging, with
the April 2014 Session 62 Academy Session consisting of 25 recruits in a class that was projected to seat 54 recruits.
Despite intensive recruiting and hiring efforts, the ability of the Department to only fill 46% of its available vacancies
represents the difficulty encountered in attracting qualified applicants for the Police Department. The Department
processed several thousand applications and polygraphed 427 of the most qualified applicants, to arrive at the 25 in
Academy Session 62. This represents 6% of the applicants who were polygraphed for Academy Session 62.

Establishing a continuous source of qualified applicants is essential to maintaining the authorized strength of the
Department. Normal attrition rates continuously detract from the authorized strength at an average annual level of 5%.
Of particular note in terms of attrition, 2013 had the highest number of retirements since at least 1997, and a 76%
increase over 2012, and a 122% increase over 2011. In 2014, it is projected that there will be 84 separations from the
Department, of which 21 are facing a scheduled DROP end date. This projected attrition rate represents a 6% decrease
in the authorized sworn strength of the Department.

In addition to the increase in retirements, 2013 also saw an increase in the total separations from the Department. Since
2011, there has been a significant increase in the number of sworn employees leaving the Department. There was a 27%
increase from 2011 to 2012, a 62% increase from 2012 to 2013, and an expected 11% increase from 2013 to 2014.
Although the percentage increase from 2013 to 2014 appears to lessen, the expected separation of 84 employees in

2014 is a historic high.
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What is most concerning is the anticipated increase in the separation of employees beyond the statistically supported
attrition rate. These sworn employees are those with 4 to 6 years of service and of the Police Officer First Class (P-I1)
rank. These employees have been denied merits for all but one year of their employment with the Police Department
and as a group, P-II's with 4 to 6 years of service are 89% below the market average for midpoint pay. These are the
officers that historically are most vulnerable to voluntary separation from the Department for other law enforcement
agencies, career change, or personal reasons. There are 102 sworn P-II's in the Department with 4 to 6 years of service,
and any departure of these officers would add to the unprecedented expected attrition of sworn employees in 2014.
The increase in attrition, combined with the inability of the Department to attract enough qualified candidates presents

significant staffing challenges for the coming years.

Of the 123 officers that separated from the Police Department in 2012 and 2013, 27 were officers who voluntarily
resigned for personal reasons, to join another law enforcement agency, or to seek a different career path. 22 of the 27
officers who resigned were P-Il rank, while 1 was a Master Police Officer (P-1l) and 4 were Police Officer I.

The average years of service for the P-II's who resigned was 6.4 years.

As the County continues to urbanize and increase it’s great diversity, the Police Department’s attrition rates and inability
to recruit due to a lack of being an employer of choice based upon non-competitive compensation, also greatly hinders
our ability to change the diversity of the Department to reflect that of the community. The Chief of Police has created a
Council on Diversity Recruiting comprised of diverse community leaders. However, without a competitive compensation
package it is extremely difficult to attract minority applicants whom already live in our County and the region as our
compensation does not afford new recruits and early career officers the ability to reside in the County. This is reflective
in the fact that only 29% of our sworn staff resides in the County and the majority is tenured employees who are the

current factors in attrition rates (they are retiring).
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APPENDIX D
Diversity Seore Card

Fairfax County Police Department Sworn Diversity Score Card
November 8, 2013 Through June 5, 2015

Fairfax County Police Department
Racial / Ethnic Composition

Fairfax County Census Information

Racial / Ethnic Composition

November 2013 American Community Survey Data
2012
Number | Percentage

White 1125 White 62.8%
Black 83.27% Black 9.0%
Asian/Pacific 107 Asian/Pacific 18.0%
Islander 7.92% Islander 16.1%
Hispanic (may be of 54 Hispanic (may be of 0.2%
any race) 4.00% any race) 10.0%
American 63 American
Indian/Alaska 4.66% Indian/Alaska
Native 2 Native

0.15% Other Race / Multi-

Racial
Total =
1351
Vacant=
53
June 2015 American Community Survey Data
2013
Number | Percentage

White 1147 White 63.6%
Black 83.24% Black 9.7%
Asian/Pacific 102 Asian/Pacific 18.4%
Islander 7.40% Islander 16.2%
Hispanic (may be of 61 Hispanic (may be of 0.2%
any race) 4.43% any race) 8.1%
American 67 American
Indian/Alaska 4.86% Indian/Alaska
Native 1 Native

0.07% Other Race / Multi-

Racial
Total = 1378
Vacant= 47
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Change in Diversity

White -

Black 0.03

Asian/Pacific -

Islander 0.52

Hispanic (may be of

any race) +0.43

American

Indian/Alaska +0.20

Native -
0.08
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APPENDIX E
Materials Review

e Standard Operating Procedure — Applicant Section
e Standard Operating Procedure — Recruiting and Testing Section
e Fairfax County Police Department Sworn Diversity Score Card

e 2005-2015 Police Officer Hires*

Sample of Responses to Job Announcements®

e Job 14-01216 — Police Officer 1
e Job 14-01893 — Police Officer 1

e Job 14-00598 — Police Officer 1

e Reconciling Higher Educational Standards and Minority Recruitment: The New
York City

e A Problem-Oriented Approach to Preventing Sex Discrimination in Police
Recruitment

e Recruitment and Retention Best Practices Update, California Commission on
Peace Officer Standards and Training

e Strategies for Improving Officer Recruitment in the San Diego Police
Department

e [aw Enforcement Recruitment Toolkit
e Best Practices Guide: Recruitment, Retention, and Turnover

e Minority Recruitment: Mobilizing the Community for Minority Recruitment and
Selection

e [ACP National Policy Summit on Community-Police Relations

e [ACP National Model Policy Center

e Final Report of the President’s Task Force on 21* Century Policing

e Innovations in Police Recruitment and Hiring — Hiring in the Spirit of Service

e Police Recruitment and Retention for the New Millennium
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