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DRAFT

1. Police Hiring

Police Chief Search

Due to the critical requirement for a professional police force to be operational by December 1, 2008 the subcommittee recommends that an IGA be instituted with Dekalb County or a combination of surrounding law enforcement agencies until an independent force can be recruited, trained, & equipped. Essential to that process will be the hiring of someone to monitor the actual performance under the IGA and to begin building a superior police force.  The subcommittee concurs with the City Manager search subcommittee that the same firm that is selected to recruit the City Manager be employed to identify and recommend at least three candidates for Polce Chief to the City Manager by December 1, 2008.

The charter binds Dekalb County to provide police services for a transition period of up to two years, which period begins on December 1, 2008 at 12:01 AM (Section 6.03.b). However Dunwoody is free to shorten that period if it so chooses, by giving 30 days prior notice to DeKalb (Section 6.03.c).

Because of this recommendation, the search committee for City Manager will need to add solid prior experience with regard to hiring Police Chiefs as part of their evaluation criteria of any prospective City Manager candidates.

Recommended Firm

The City Manager Search Subcommittee has unanimously recommended Slavin Management Consultants (SMC), as SMC’s written proposal was ranked the highest of the three evaluated firms, receiving an average of 4.7 points to the runner up’s 4.3. See their separate report on how that recommendation was reached.

Details of the evaluation process and factor ratings can be found in Section 5 on page 17 of their final report.

Timeline

Because the Police Department is anticipated to be one of the largest budget items for the new city, and because the Charter provides for the continuation by DeKalb County of services (including Police coverage) for the transition period, it is recommended that the hiring of the Police Chief be done as soon as possible after the City Manager is hired. Since the City Manager is anticipated to be on board by 12/01/08, it is recommended that a selection of satisfactory candidates for Police Chief be ready for evaluation by the City Manager on 12/01/08. 

The tentative recommendation of the Police Task Force is to be in a position to end the IGA with DeKalb County for Police Services as early as July 1, 2009. 

Hiring/firing/promotion Policy

It is recommended that a hiring policy defined by the next level above (NLA) concept be implemented in creating the Police force. This policy would require that all direct reports to the Police Chief require the approval of the City Manager. NLA requires the direct supervisor/manager to affirm all hiring, firing, and/or promotions decisions by an employee of the city. This means that the City Manager must approve the hiring of all direct reports to the Police Chief.

Baseline Police Department performance

It is recommended that the Police Task Force be charged with determining how Police Force performance will be measured, and track that performance prior to DeKalb County assuming IGA status on 12/01/08. This will become the baseline for determining whether the police department is operating at an increased or decreased effectiveness both during and after the transition IGA period. 

Police force compensation
The Police Task Force anticipates starting salaries for officers to be above those of surrounding cities, but to be capped below the maximum salary of surrounding communities. They have used a benefits figure of 30% of the salary figure in estimating costs

. 

The initial size of the police force is now anticipated to be 38 sworn officers and 7 non-sworn employees. This represents a substantial increase from prior estimates. The final number will depend on what the city council targets as an adequately sized department. The first 12 months of compensation at the currently recommended staffing levels, after inclusion of estimated benefit costs (for post IGA period) amounts to $2.99 million. Preliminary estimates for equipment and training (E&T) expenses are running in the neighborhood of an additional $1 million. These costs for E&T could be drastically reduced if leasing is chosen over direct purchase, however adopting that strategy will cause the ultimate cost over time to increase. 

Having reviewed the salary ranges that the Police Task Force has proposed, we would recommend the following changes, which keep the same mean as was used in their budget recommendation, but widens the spread within a job position. The starting and ending points within a position were calculated by taking the original mid point without benefits and determining a point 15% below and 15% above the midpoint.

	Position
	New Dunwoody Proposed Salary range*
	Mid-point expense with 30% Benefits
	# Hires at start
	Annual Payroll (Salary + Benefits) 

	Sworn
	
	
	
	

	Patrol Officer
	36,500 – 50,025 
	56,550
	8
	452,400

	Senior/master Officer
	43,350 – 58,600
	66,300
	15
	994,500

	Sergeant
	50,150 – 67,850
	76,700
	4
	306,800

	Lieutenants
	57,375 – 77,625
	87,750
	4
	351,000

	Chief of Police 
	94,350 – 127,650
	144,300
	1
	144,300

	CI Sergeant
	50,150 – 67,850
	76,700
	1
	76,700

	Detective
	45,900 – 62,100
	70,200
	5
	351,000

	Subtotal
	
	
	38
	2,676,700

	Civilian
	
	
	
	

	Evidence Technician
	28,530 – 38,599
	43,633
	1
	43,633

	Crime scene Technician
	28,530 – 38,599
	43,633
	1
	87,266

	Executive assistant
	34,850 – 47,150
	53,300
	1
	53,300

	Uniform Patrol assistant
	29,325 – 39,675
	44,850
	1
	44,850

	Criminal Investigator
	29,325 –39,675
	44,850
	1
	44,850

	Assistant Records/Property Room 
	23,800 – 32,200
	36,400
	1
	36,400

	Subtotal
	
	
	7
	310,300

	Total
	
	
	45
	2,987,000


Below is a chart of the salaries (before benefits) that the Police Task Force is recommending for sworn officers in Dunwoody as compared to that offered in surrounding cities.

	Position
	Dunwoody Proposed*
	# at start
	Sandy Springs*
	John’s Creek*
	DeKalb County*

	Patrol Officer
	42K-45K
	8
	
	37.5K – 50.2K/35


	

	Senior Officer
	49K-53K
	15
	44.3K-60.5K/?
	43.5K –58.3K/5
	36.4K - 59.3K

	Special Officer
	
	
	49.9K-67.6K /?
	
	

	Sergeant
	58K-60K
	5
	55.3K-76.8K/?
	53.0K – 72.2K/8
	41.0K - 66.6K

	Detectives
	53K-55K
	5
	
	
	

	Lieutenant
	65K-70K
	4
	62.2K-86.4K/?
	62.0K – 83.0K/4
	46.0K - 74.9K

	Captain
	
	
	
	65.0K – 87.1K/1
	48.8K - 79.4K

	Major
	
	
	66.1K-95.7K/?
	72.0K – 96.4/2
	55.9K - 90.9K

	Deputy Chief
	
	
	79.3K-121.7K/?
	
	

	Chief 
	105K-117K
	1
	110.2K-153.0K/?
	105.0K – 127.6K/1
	


* before inclusion of benefits

Sandy Springs utilizes a salary matrix that allows officers with qualifications above the minimum specified requirements to receive points. The number of points earned (the scale runs from 0 to 200 points) gives them additional salary up to a maximum level within their grade.  We believe this system has merit, and would cause officers to continually strive to improve their education and qualifications to attain a higher salary.

 Unique Police Force Benefits

Sandy Springs is considering lengthening the time it takes to vest their 401K program, but has not acted upon it. Our committee recommends a matching contribution to an individual’s 401K or IRA, but require a vesting period before they can take the funds with them should they leave the force. 

The surrounding communities (Johns Creek & Sandy Springs) provided us with a list of unique benefits that are only offered to members of their police force. The following is a chart that lists the various unique benefits by city.

	Benefit
	Johns Creek
	Sandy Springs

	Tuition reimbursement
	N/A
	Up to $3,000/yr (2 course maximum)

	Vehicle take home policy
	No limit on distance from city
	Within 40 miles of city limits

	Equipment
	City supplies uniform, weapon, badges
	City supplies uniform, weapon, badges

	12 hour shift
	
	5% over 8 hour shift

	In city residency stipend
	$500/month
	$400/month


The Dunwoody Police Task Force is recommending that the city supply a bulletproof vest (Level III) and duty belt (with all related gear such as flashlight, weapon, knifestick, handcuffs, etc) to all sworn officers.
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