

April 11, 2005

Memorandum

To:
Frank Salvato, City Manager 

From:
Jeff Straub, Police Chief

cc:

Date:
April 11, 2005
Re:
Proposal to Adjust Police Compensation Levels

 As I know you are aware, the police department has experienced a sudden and dramatic loss of personnel.  Even though we have filled one vacant position, within the next two weeks we will have a total of 7 of our allotted 27 positions vacant and have yet another officer who is serving as active duty with the United States Marine Corp.

We are receiving little response to our recruiting and advertising efforts. We are now in our third consecutive recruiting and testing process (which closed April 1st) and received a minimal number of applications.  For the first of these processes, we received only three applications, two of which had been terminated from other law enforcement agencies.  The second process resulted in 9 test attendees with 7 of the applicants passing test components.  After conducting background investigations, we were only able to hire one police officer of the 7.

The low number of applicants we have received lately and even historically (a total of 50 tested since 1999) is extremely problematic considering that after background checks we are normally only able to hire 1 in 7 applicants. With 7 vacancies, it is more than likely we would need 49 applicants to fill those positions.

After having spoken with other police agencies in our area, we have learned that even Georgetown PD whose starting salary is above ours is also experiencing a lack of qualified applicants and is reviewing their starting pay. 

It is my firm belief that if we aggressively increase our starting salary to around the State average for police officers (what Hutto pays), ($36,000) we will have a much better result in recruiting qualified applicants.

With the assistance of Mr. Cunningham, we have devised three plans to address the police salary issue:

Plan 1 – This plan mirrors our current step plan but raises the starting salary to the State average.  Though the cost of implementing this plan is the least, it fails to address the issue of a meaningful step plan to reward tenure (step plans that all agencies in our area currently have in place.)

Plan 2 – This plan also adjusts the starting salary to the State average and has reasonable step raises at tenure milestones.

Plan 3 – This plan is by far the most aggressive and most expensive.  It too raises starting salaries to the state average and then has built in 2.5% raises per year of service up to 18 years (mirroring Georgetown’s current salary plan).

Because of the complexity of the plans under consideration here and the impact they will have on the current budget as well as future budgets,  staff will present a thorough examination of each of the plans for your consideration at the Council meeting. 
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