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Survey respondents were given the option to skip any of the survey questions. As a result, some of the
completed surveys consist of data that is not usable in this evaluation.

Previous Study
The comparable, quantitative analysis of other jurisdictions included in the 2019 report was hampered by
the lack of publicly available staffing data and the publication cycles of key Federal datasets.

Recommendations

Ordinance 126654 calls for the evaluation to include a recommendation on whether the City should
continue the use of incentives as an ongoing recruitment strategy. it's important to understand the
successes and challenges in this program to know how to better solve the hiring and recruitment
challenge faced in Seattle. As Mayor Harrell pointed out in the Police Recruitment and Retention Plan,
“This plan will continue to be iterated and improved as we evaluate success and challenges based on
historical and real-time data”.

The hiring incentive is a short-term intervention that does not seem to impact the long-term problem of
hiring. This evaluation found that incentive pay did not significantly impact police hiring numbers
compared to other recruitment factors within the timeframe of the analysis.

Based on the data findings, the following recommendations are provided:

1. Given that this evaluation was limited, and not a randomized control study, the City should
conduct a multi-year analysis and evaluation of cash police hiring incentives as well as consider
other incentive interventions as outlined in the 2023 Police Executive Research Forum report,
which includes housing assistance, free academy training, paid salary during academy training, or
improved retirement options to see if there is a difference in motivation based on incentive type.

2. According to the 2022-2023 survey, there was no single motivating factor to attract new recruits
to Seattle’s police force during the time of the incentive. The City should identify additional
recruitment strategies as well as continue other improvements that have been incorporated into
the Recruitment and Retention Plan foltowing the 2019 study. Additionally, in October 2023, the
Justice Department released recommendations for law enforcement agencies facing recruitment

and retention challenges; these short-, medium- and long- term strategies have some overlap
with previous SPD efforts and should be considered.

3. Lastly, further analysis should be done for a more comprehensive view of motivating factors
beyond just factors such as salary or hiring incentives as well as theirimpact on long-term
retention of police officersincluding a demographic, race, and social justice analysis. The City
should look at hiring trends of both neighboring, state, and cities of similar size to Seattle,
considering what the impacts would be if Seattle offered no incentive at all, out the neighboring
agencies 10 out of 14, or 71% of agencies offered lateral or new hire incentives. The City should
also consider analyzing data of previous iterations of the hiring incentives since its inception and
look at the impacts of hiring trends when the SPD did and did not have the incentive in place.
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Commented [TB22]: Are you sure? | think your
evaluation found that it is too soon to determine this.
You would be on stronger ground if you reported your
research as inconclusive. Why? Because you are
relying on self-reported impressions without the
precision of drilling down with recruits to uncover
other motivators. Further, before 2022, the use of
‘incentives was inconsistent.

Commented [TB23]: Recruits in Seattle are paid
full-time wages while attending the academy, and the
academy doesn’t cost them anything. We don't offer
housing assistance but have brainstormed how we
might. Our recruits are paid full-time BEFORE they
enter the academy during the Before the Badge
program,

Commented [TB24R23]: Retirement benefits are
already among the best in the country. Offering bridge
medical coverage between retirementand 65 would
be nice when one qualifies for Medicare, but this is
very expensive.

Commented [TB25]): Determining core motivations
is very difficult for any job, let alone policing. There
are research examples we could lean on from the
private sector, but merely asking someone what
motivated them usually does not uncover core
motivations.
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https://seattle.legistar.com/View.ashx?M=F&ID=7109058&GUID=562565AC-68E0-4272-BDC5-
https://dn790006.ca.archive.org/0/items/6400158-SPDRecrRetain-Repo_rt-vFlnal/6400158-
https://council.seattle.gov/wp-content/uploads/2022/03/Response-to-SLI-CBO-013-A-0Q2-
https://www.policeforum.org/assets/RecruitmentRetention.pdf
https://www.policeforum.org/assets/RecruitmentRetention.pdf













The visuals for the demographics of SPD officers who were Hired and Left since August 2022 was omitted
due to the small population and risk of identifiable information.

Looking overall at 2013-2023, hiring, separation, and employees who were both hired and left within that
timeframe are reasonably consistent percentage wise across the different demographic categories, with
some exceptions:

e Since 2013, a majority of the employees hired were male. When looking at race/ethnicity,
employees hired since 2013 were mostly White, with the second highest being Two or More
Races. Location of residence varies, mostly across the Seattle region.

e Since 2013, a majority of the employees separated were male. When looking at race/ethnicity,
employees hired since 2013 were mostly White, with the second highest being Black or African
American. Location of residence varies, mostly across the Seattle region.

e Since 2013, a majority of the employees who were hired and then left were male. When looking
at race/ethnicity, employees hired since 2013 were mostly White, with the second highest being

Hispanic or Latino. Location of residence varies, mostly across the Seattle region.l Commented [TB30]: These three bullets all say the

same thing.

Commented [HM31R30]: @Jordan, Janis can you
clarify? These sentences seem redundant but it looks
like you are referring to different races in each bullet.
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