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Foreword from the Conference Planning Committee

For decades, law enforcement agencies across the United States have confronted cycles of staffing
strain, cultural pressure, and shifting public expectations. These challenges are not new—but their scale,
complexity, and consequences have reached a point that demands renewed focus and collective resolve.
Recruitment and retention now stand at the intersection of public safety, national security, and community
resilience. When agencies cannot sustain a stable, trained, and trusted workforce, the effects reverberate
far beyond policing: emergency response slows, community trust erodes, and the foundational expectation
of safety is compromised.

The issues facing today’s workforce did not materialize overnight. They reflect long-standing patterns—
economic, generational, cultural, and political—that have reshaped the labor market, accelerated
retirements, and altered Americans’ views of public service. Yet history also shows that the profession
has weathered periods of crisis before, adapting through innovation, leadership, and an unwavering
commitment to the communities it serves. Meeting the present moment requires the same determination,
but with a broader understanding that law enforcement cannot solve these challenges alone. Sustainable
progress demands collaboration across government, community institutions, professional associations,
academic partners, and the private sector.

Restoring the Ranks was created with this shared responsibility in mind. Rather than issuing another
national report or neutral summary of the problem, the conference brought together practitioners and
thought leaders to speak plainly about the conditions they face and the strategies that can move the
profession forward. Participants from across the country, representing diverse agencies, disciplines, and
perspectives, came together to examine what is working, where systems are failing, and how leadership,
culture, and policy must align to build a workforce capable of meeting the demands of today and tomorrow.

The insights captured throughout this report reflect not only the expertise of the presenters but the
urgency and commitment of those working in the field. The path forward will require aligned leadership,
political partnership, and sustained investment in the people who carry out one of society’s most
essential and challenging responsibilities. Yet, the confidence demonstrated at Restoring the Ranks, the
willingness to innovate, question assumptions, and act, offers a measure of optimism grounded in the
resilience of the profession itself.

On behalf of the planning committee, we extend our gratitude to the presenters, partners, and
practitioners whose work made this conference possible. We offer this report as both a record of their
contributions and an invitation to continue the collective effort required to strengthen the public safety
workforce, protect our communities, and enhance the nation’s security.

The Conference Planning Committee
Restoring the Ranks
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Methodology

This report draws on the full content of the Restoring the Ranks conference, including presentations,

panel discussions, facilitated roundtables, and partner spotlights. Insights were synthesized from speaker
materials, participant feedback, and the practitioner-led focus groups that shaped the conference agenda.
Together, these inputs provided a broad cross-section of field experience, operational perspectives, and
leadership viewpoints. While research findings and national workforce trends informed the discussion,

this report emphasizes practice-based knowledge shared by public safety professionals working directly in
recruitment, retention, and workforce development.

Executive Summary

Restoring the Ranks was developed to advance the national conversation on law enforcement recruitment
and retention from analysis to action. While the past decade has yielded numerous reports, toolkits, and
policy frameworks, agencies continue to navigate shrinking applicant pools, evolving public expectations,
generational shifts in workplace preferences, and persistent retention challenges. These pressures demand
not only policy reform but operational and cultural alignment across the entire public safety system.

The conference was designed intentionally to meet those needs. Prior to its launch, a national focus group
of law enforcement executives, researchers, academics, and association leaders convened to identify the
structural barriers agencies face in staffing, developing, and retaining qualified personnel. Their insights
shaped a practitioner-driven agenda that centered on relevance, leadership culture, and cross-sector
collaboration. The result was a conference that reflected the lived realities of modern policing and the
practical challenges of sustaining a healthy workforce.

During the conference, participants examined the workforce crisis through interconnected lenses:
strategic planning, organizational culture, leadership behavior, policy alignment, community expectations,
and the operational systems that shape staffing pipelines. The opening panel highlighted the national
context at the county level by emphasizing generational shifts, community pressures, and leadership
expectations. Conversely, the closing session focused on how state and local leaders can turn strategic
priorities into tangible workforce results.

Across sessions, several themes emerged:

¢ Recruitment today requires authenticity and modernization; agencies must present a clear, accurate
identity while removing unnecessary barriers to entry.

¢ Retention depends on culture rather than incentives; officers remain where they trust their leaders, feel
valued, and see a pathway to growth.

» Workforce stability is a collective responsibility that is shaped by collaboration among government,
academia, professional associations, and community partners.

e Success requires a sustained commitment to data-informed decision-making and operational alignment.
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Participant feedback underscored the value of this approach. More than 93 percent of respondents
reported the content was relevant to their agency’s needs. The Three-Minute Solutions Forum was widely
regarded as innovative and energizing, while roundtables enabled candid peer exchange. The conference
was recognized not only as a national forum for ideas but as a catalyst for real-world change.

Restoring the Ranks demonstrates that achieving a sustainable law enforcement workforce requires
leadership alignment, cultural accountability, shared responsibility, and long-term collaboration.
Recruitment and retention are not isolated administrative functions; they are reflections of organizational
health, government partnership, and public trust. This document is a collective effort and provides a
framework for strengthening the profession moving forward.

Building on What Came Before

National conversations on recruitment and retention in law enforcement are not new. Over the past
decade, numerous studies, reports, and toolkits have examined the workforce crisis through data analysis,
policy review, and human resource strategy. These efforts helped frame the issues facing the profession
and provided essential starting points for agencies attempting reform.

Restoring the Ranks was conceived as the next step in that progression,
moving beyond research summaries and policy frameworks toward

a practitioner-driven, field-tested dialogue. Instead of beginning with
directives or theoretical assumptions, the process began by asking
frontline leaders what was missing from existing approaches. This shift
in perspective proved pivotal. Rather than focusing solely on models of
ideal practice, the conference examined what worked, what failed, and
what could be adapted given real-time resource, policy, and community
constraints.

Earlier national work broadly described what should change. This
conference focused on how change actually occurs, how agencies
reconcile policy expectations with operational realities, how leaders
foster trust and stability, and how culture influences decisions
throughout an officer’s career. It connected research with field
experience, policy with practice, and leadership principles with daily

operational demands.

By rooting its design in a national focus group of active professionals, Restoring the Ranks built directly
upon earlier initiatives while breaking from tradition by centering implementation. The result was not a
report about recruitment and retention, but a working forum where participants began charting their own
path forward.
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From Focus Group to Fruition

Before Restoring the Ranks was announced publicly, a national focus group comprising Future Policing
Institute fellows, more than twenty law enforcement professionals, researchers, and association leaders
convened to guide the development of the conference. Their charge was straightforward: ensure that
the program addressed real-world workforce conditions, not abstract theories or externally imposed
assumptions. The group emphasized that recruitment and retention challenges cannot be understood
without examining the daily experiences of those responsible for staffing, supervising, training, and

supporting personnel.

The focus group represented a national cross-section of expertise. Approximately half were current or
recently retired law enforcement executives, including chiefs, lieutenants, and training commanders, from
both large urban departments and smaller municipal agencies. Several researchers and professional
educators contributed perspectives grounded in organizational psychology, police administration, and
public sector leadership. Representatives from professional associations and independent consultants
added a broader systems-level viewpoint, linking local operational experience with national trends in
policy, governance, and workforce strategy. Participants came from jurisdictions across the East Coast,
Midwest, and West Coast, ensuring geographic and demographic balance.

Three central themes emerged from their discussions.

1. Participants stressed the importance of relevance over rhetoric. Any meaningful workforce
conversation must reflect the realities of daily policing, staffing shortages, organizational culture,
career trajectories, and community expectations, rather than being driven by political or theoretical
debates.

2. They emphasized the centrality of leadership culture. Retention is shaped more by communication,
trust, consistency, recognition, and fairness than by financial incentives. Officers stay where they feel
supported and valued.

3. Collaboration across boundaries is essential. Progress requires cooperation among practitioners,
researchers, policymakers, and community stakeholders to eliminate silos and reinforce shared
responsibility.

These insights became the foundation of the Restoring the Ranks framework, informing every decision
about session topics, panel composition, and resource development. The resulting conference was not

simply about law enforcement, but built by individuals working within it.

The conference
featured sessions
that brought
attendees together
throughout the

day to encourage
dialogue and
networking.
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Opening Plenary Panel:
Systemic Challenges and Local Solutions

Chief Marc R. Yamada, Montgomery County Police Department
Councilmember Dawn Luedtke, Montgomery County Council, Maryland
Dr. Earl Stoddard, Assistant Chief Administrative Officer, Montgomery County, Maryland

The opening panel explored the evolving challenge of recruiting and retaining qualified officers amid cultural,
generational, and political change. Panelists observed that traditional recruitment approaches, once
sufficient to fill academy classes, no longer align with the expectations of modern candidates. Departments
that historically relied on steady applicant flow must now compete actively for a shrinking pool of applicants
shaped by new social norms, digital exposure, and shifting career values.

Contemporary candidates prioritize balance, wellness, flexibility, and
transparency in leadership. They are less motivated by lifetime-career
promises and less willing to rely on mandatory overtime as a cornerstone of
work. Departments must therefore modernize their outreach, processes, and
messaging while maintaining rigorous professional standards. Innovation,
not dilution, is required.

Panelists highlighted the need to create pathways that expand access without

lowering expectations. For example, offering college credit for academy

completion and establishing pre-hire programs that help candidates meet Opening Plenary Panel: Systemic Challenges and

physical and educational benchmarks can increase applicant readiness Laeell S ilioh

while preserving rigor. These strategies acknowledge that standards should L 165 % (e izl LSl OB, L Lz ey (g

Police Department, Moderator Thomas Canavan,

measure potential and preparation rather than exclusion. Executive Director, National Law Enforcement
Museum, Councilmember Dawn Luedtke,

The discussion emphasized that policy shifts must be thoughtful and Montgomery County Council, Maryland, Chief Marc R.

coordinated. Budget decisions, benefits, incentives, and technology Yamada, Montgomery County Police Department, Dr.

Earl Stoddard, Assistant Chief Administrative Officer,
Montgomery County, Maryland, Captain Mike Pratt,
leaders must address the tension between public expectations and officer Montgomery County Police Department

investments should reflect long-term workforce sustainability. Moreover,

morale. Heightened oversight and political pressure have increased
hesitancy among officers; a climate of fear can undermine operational
performance. Leaders must restore confidence by supporting officers who act in good faith.

Panelists also noted that public sentiment and political activism increasingly shape recruitment narratives.
Decisions such as removing a recruiting video due to external complaints demonstrate how disproportionate
influence can distort internal messaging. Agencies must reclaim their narrative, demonstrating the full

range of policing, from crisis response to community engagement, without apologizing for professionalism or
preparedness.

Finally, the panel underscored the need for coordination across government. Recruitment and retention
improve when police departments, county executives, and elected officials consistently support officer
wellbeing and invest in sustainable workforce systems. Restoring the ranks requires rebuilding trust within
the agency, with the community, and across the government.
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Closing Session:
Moving from Strategy to Action

The Honorable Marcus Anderson, Secretary of Homeland Security, Commonwealth of Virginia
Dan Alexander, Deputy County Executive for Public Safety, Prince William County, Virginia
Chief Peter Newsham, Prince William County Police Department

The closing session examined how state and local leaders transform strategic priorities into measurable
workforce outcomes. Participants highlighted efforts underway in Virginia to expand training capacity,
modernize certification processes, and strengthen data-driven planning to guide staffing decisions.
County-level reforms complement these statewide initiatives, which focus on streamlining recruitment,
reducing hiring timelines, and enhancing operational alignment.

Panelists underscored the importance of early-career pathways, including cadet and pre-hire programs
that build long-term pipelines. Housing incentives, homeownership assistance, and targeted recruitment
bonuses help agencies remain competitive and encourage officers to live in the communities they serve.
Modern outreach campaigns, including digital engagement and community-based recruitment, broaden
applicant pools and strengthen local trust.

Success requires both operational innovation and cultural renewal. While compensation and incentives
influence applicant interest, long-term retention depends on trust, professional development, leadership
consistency, and a clear organizational mission. Agencies need to monitor workforce data, such as
conversion rates, academy completion rates, and retention trends, to assess progress and refine their
strategies.

The session concluded with a shared recognition that restoring the workforce is a long-term commitment
requiring sustained collaboration across state, county, and agency leadership. Institutionalizing emerging
practices, aligning resources with strategic goals, and maintaining accountability will determine whether

workforce improvements endure.

Final Session: Moving from
Strategy to Action

L to R: Moderator Ben
Haiman, Executive Director,

‘ SCHOOL of CONTL
¢

W PVIRCINIggn o PROFESg@NAL STUD UVA Center for Public Safety
Y‘ e and Justice, Honorable
¥ 3 : _ Marcus Anderson, Secretary
als G . of Homeland Security,

v Commonwealth of Virginia,
Chief Peter Newsham,
Prince William County Police
Department, Dan Alexander,
Deputy County Executive for
Public Safety, Prince William
County, Virginia
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Recruitment

Conference presenters emphasized that modern recruitment requires both strategic precision and
purposeful community engagement. Agencies today must balance internal system modernization with
external authenticity, aligning hiring processes, organizational identity, and community partnership to
attract candidates drawn to policing for service, meaning, and long-term growth. Recruitment is no longer
transactional; it is a multi-layered strategy rooted in culture, communication, and trust.

A recurring theme across sessions was the need to streamline internal hiring systems to meet the
expectations of modern candidates. Presenters highlighted the importance of analyzing every step of
the hiring pipeline, from application to background to conditional offer, to understand where agencies
lose candidates and why. Efficiency, transparency, and responsiveness are now essential competitive
advantages. Agencies that adopt data-driven hiring systems, reduce unnecessary exclusions, and
proactively communicate with applicants improve conversion rates, build credibility, and shorten time-to-
hire in a crowded labor market.

Sessions led by recruitment practitioners emphasized that effective branding is more than just logos or
videos; it is an articulation of an agency’s culture, values, and mission. Agencies rarely compete with
every department; they compete with a narrow set of “market competitors” that feel similar to candidates.
Understanding this allows agencies to shape brand identity with intentionality, aligning messaging with
what actually draws successful applicants. Presenters emphasized that messaging must strike a balance
between professionalism and authenticity, portraying communication, collaboration, and community
engagement as core elements of policing, rather than relying exclusively on tactical imagery.

Expanding applicant pools requires removing unnecessary barriers while preserving professional
standards. Discussions centered on modernizing background processes, adapting appearance policies,
and creating development-focused pathways that assess potential rather than gatekeeping based on
outdated assumptions. Broadening representation requires questioning legacy standards, ensuring that
processes do not disproportionately exclude qualified candidates, and building systems that recognize the
evolving expectations of a modern workforce.

Presenters stressed that trust is a recruitment tool. Community organizations, faith-based institutions,
civic leaders, youth programs, and long-standing neighborhood groups serve as powerful bridges in
communities that may distrust law enforcement. By embedding recruitment within these relationships and
positioning community leaders as co-owners of the hiring pipeline, agencies can attract candidates who
are grounded in purpose, legitimacy, and long-term commitment. This “slow-cook” approach prioritizes
sustained engagement over short-term recruitment bursts, building deeper, more resilient pipelines.
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The public narrative surrounding policing plays a central role in attracting the next generation of officers.
Presenters emphasized restoring the nobility of policing by communicating its service-oriented mission
broadly and consistently. Recruitment efforts work best when they highlight the human side of policing,
empathy, communication, leadership, and daily problem-solving. Agencies must reclaim their narrative by
showing the full range of work officers perform and by partnering with communities to do so.

Retention

Retention emerged throughout the conference as both the most pressing challenge and the most
significant opportunity for agencies seeking workforce stability. Presenters emphasized that while
incentives and compensation influence initial decisions, long-term retention is fundamentally shaped by
culture, leadership behavior, organizational fairness, and the daily lived experience of officers. Retention
is not merely a staffing strategy; it is an institutional responsibility that reflects organizational health,
leadership credibility, and the agency’s ability to support employees through every stage of their career.

Across sessions, culture was described as the most powerful and durable retention tool. Agencies with
transparent communication, equitable supervision, and strong mentoring relationships experience lower
turnover and higher levels of engagement. Presenters emphasized that culture is built through consistent,
day-to-day practices, including recognition, fairness, psychological safety, predictable schedules, and
supportive supervision. Agencies that intentionally design culture, rather than defaulting to tradition,
create workplaces where officers feel valued, connected, and committed to long-term service.

Drawing from empirical research and field experience, presenters highlighted the importance of examining
why officers leave through both organizational and individual lenses. Studies from Charleston Police
Department demonstrated that perceptions of support, recognition, and fair treatment have a stronger
correlation with retention than pay or benefits alone. Assignment diversity in the early career years
significantly increases the likelihood of staying, while certain pre-hire characteristics may predict earlier
separation if agencies do not provide tailored onboarding support. Presenters emphasized that retention
begins early: the first 24 months are decisive.

Attrition is not simply a number; it is an expression of culture. Presenters explored the interplay between
internal “push factors” (burnout, inconsistent leadership, limited career growth, unclear expectations, lack
of psychological safety) and external “pull factors” (higher pay, more supportive leadership elsewhere,
predictable schedules, family-friendly practices). Agencies that focus solely on external pull factors lose
sight of the internal conditions that drive people out. Understanding attrition requires leaders to examine
how officers experience their work environment, what frustrates them, what motivates them, and where
they feel disconnected.

RESTORING THE RANKS



Leadership emerged as the central driver of retention across all retention-track sessions. Officers remain
where they trust their supervisors, see consistent standards applied fairly, and feel leaders are invested in
their development. Presenters stressed that leadership accountability is essential: climate is a measurable
leadership outcome. Agencies were encouraged to implement climate assessments, track supervisory
consistency, and incorporate retention metrics into leadership evaluations. Retention flourishes where leaders
communicate clearly, coach rather than punish, and build relationships grounded in fairness and respect.

Sessions emphasized that officers stay where they can grow. Structured rotation programs, early-career
mentorship, and transparent promotion pathways were identified as significant drivers of retention. Research
presented during the conference showed that early-career assignment diversity is one of the strongest
predictors of long-term commitment, giving officers experience, confidence, and a sense of agency over their
career trajectory. When officers stagnate in limited roles, disengagement increases and retention declines.

Wellness was repeatedly identified as essential, not supplemental, to retention. Agencies that invest in
comprehensive wellness programs (peer support, mental health access, predictable scheduling, family
support systems, and burnout mitigation) experience greater workforce stability. Presenters underscored
that a functional wellness program is not a “benefit” but an operational necessity that reduces absenteeism,
turnover, and burnout. Retention strengthens when agencies support officers in managing stress, navigating
family demands, and maintaining their well-being throughout a demanding career.

Retention cannot be separated from workforce planning. Presenters emphasized that agencies must move
beyond headcount metrics and use data to understand workload, staffing patterns, burnout indicators,
and performance outcomes. Evidence-based planning tools, such as the Cultural Stability Index, turnover
forecasting models, and early-career risk markers, help agencies identify preventable turnover and allocate
resources more effectively. Data transforms retention from a reactive process into a strategic discipline
aligned with long-term mission and community needs.

Retention improves when agencies measure the right things. Presenters highlighted several critical indicators:
¢ First-Year Attrition Rate: revealing whether hiring, onboarding, and training set employees up for success.

* Quality of Hire (QoH): combining performance, engagement, and retention indicators to assess hiring
effectiveness.

¢ Assignment Diversity Index: tracking early-career rotation and growth opportunities.

* Supervisory Consistency Indicators: measuring fairness, recognition, communication, and expectations
across shifts and units.

* Wellness Engagement Metrics: identifying stress-related absenteeism and burnout patterns.

Agencies that track these indicators and tie them to leadership accountability see marked gains in workforce
stability.
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Roundtables

The roundtable sessions served as the conference’s most candid and interactive component, creating

a space for practitioners to examine workforce challenges through peer exchange, real-time problem-
solving, and cross-jurisdictional learning. While each roundtable focused on a distinct topic, collectively
they revealed a cohesive picture of the systemic conditions that shape recruitment, retention, leadership
culture, and workforce sustainability. Participants consistently emphasized the importance of political
alignment, operational consistency, effective communication, fairness, and organizational purpose as the
foundational elements of a stable public safety workforce.

Several discussions emphasized that workforce stability is inextricably linked to the political environment
and public narrative. Participants acknowledged that agencies operating in communities with strong
political support, consistent messaging, and bipartisan alignment experience fewer recruitment and
retention challenges. Conversely, jurisdictions marked by fragmented political leadership or highly
polarized discourse face additional barriers, including community mistrust, negative publicity cycles, and
legislative uncertainty. Roundtable participants emphasized the importance of law enforcement leaders
communicating proactively with policymakers, fostering cross-party relationships, and clearly articulating
the role of policing in community safety through consistent and honest messaging.

Budgetary constraints were a recurring concern across sessions. Practitioners discussed how competing
priorities, financial instability, and outdated budgeting models limit agencies’ ability to plan long-term and
invest in workforce development. Drawing on lessons from post-bankruptcy environments, participants
highlighted the need for resource-aware hiring systems that identify where candidates are lost, eliminate
unnecessary costs, and focus investment on candidates with a strong likelihood of success. Agencies
were encouraged to adopt over-hire strategies, anticipate normal vacancy rates, and collaborate regionally
to share resources, reduce duplication, and stabilize hiring pipelines. Budgeting was framed not as

an accounting exercise but as an expression of organizational priorities and a key driver of workforce
sustainability.

Roundtable dialogue reinforced that communication, both internal and external, is central to recruitment,
retention, and community trust. Discussions on social media highlighted that agencies must modernize
their digital presence to meet the expectations of the next generation of applicants. Platforms like TikTok,
Instagram Reels, and YouTube serve as primary recruitment tools, enabling agencies to humanize their
officers, demystify training, and communicate culture authentically. Participants emphasized the need for
social media audits, intentional brand messaging, and proactive engagement with online communities to
build credibility and broaden applicant pools. Digital communication is no longer supplemental; it is a core
recruitment and reputation-management strategy.

RESTORING THE RANKS
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A significant theme across multiple roundtables was the need to modernize appearance, grooming,

and conduct standards to reflect contemporary expectations of the workforce. Participants noted

that traditional restrictions on tattoos, religious symbols, hairstyles, and personal expression can
unintentionally signal exclusion and deter qualified applicants who want to serve without sacrificing their
identity. Agencies that modernize these standards, while upholding professionalism, often see increased
applicant volume and improved diversity. This modernization also strengthens internal culture by signaling
that the agency values authenticity, fairness, and respect for individual identity.

Participants examined the operational consequences of understaffing, overwork, and chronic fatigue.
Roundtables highlighted how mandatory overtime, unpredictable schedules, and insufficient leave
contribute to burnout, increased mistakes, reduced performance, and higher attrition. Leaders discussed
the need to align staffing models with workload, build predictable scheduling practices, and integrate
wellness into operational planning. The conversation reinforced that fatigue is not simply a personnel
issue, it is an operational and safety concern that directly affects community outcomes. Agencies that
prioritize staffing adequacy and wellness see improved morale, reduced burnout, and more stable long-
term retention.

Discussions centered on workforce stability highlighted the need to understand the return on investment
in policing across fiscal, operational, and legitimacy dimensions. The financial cost of turnover,

estimated between $100,000 and $240,000 per officer lost, compounds through training, overtime,
and replacement costs. Operationally, instability stretches supervision, increases fatigue, and reduces
organizational readiness. From a legitimacy perspective, agencies with high turnover struggle to establish
the relationships and consistency required for community trust. Participants emphasized that stability
must be measured intentionally through indicators such as the Cultural Stability Index (CSl), wellness
utilization rates, early-career turnover, and advancement equity.

Attrition-focused roundtables emphasized that retention is most deeply influenced by internal culture,
leadership behavior, and psychological safety. Leaders shape climate through communication, fairness,
consistency, and their response to mistakes. Participants explored how “push factors”, burnout,
inconsistent supervision, limited growth, and unclear expectations, frequently outweigh external “pull
factors” such as pay or regional competition. The roundtable discussions reinforced that attrition is

a cultural signal, not a staffing statistic. Agencies must build climate accountability into leadership
expectations, track supervisory consistency, and adopt structured feedback systems such as stay
interviews, climate surveys, and early warning indicators.

RESTORING THE RANKS
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Partner Ecosystem

Conference partners expanded the conversation beyond sworn personnel to encompass civilian staff,
volunteer networks, and data-driven consultancies that support public safety agencies.

¢ National Association of Professional Staff in Public Safety (NAPSPS): Recognizes the essential role
of civilian professionals in supporting agency capacity and organizational continuity.

¢ National Association of Counties (NACo): Provides county-level justice and public safety tools,
including cross-system coordination models.

* National Academy of Public Administration (NAPA): Offers studies and guidance on public sector
workforce strategy and government performance.

¢ Center for Public Safety Management (CPSM): Delivers operational assessments, workload
analysis, and performance management solutions for agencies.

¢ Rapid Relief Team (RRT): Supports first responders through volunteer-driven logistics, wellness aid,
and community resilience initiatives.

These partners enhance recruitment and retention strategies and the conference experience by providing
resources, expertise, and operational support that extend beyond sworn staffing.

Participant Reflections and Results

The conference received overwhelmingly positive feedback from attendees. More than 120 beneficial
ratings were recorded across sessions, and 93 percent of respondents reported that the content was
relevant to their agency’s needs. Participants described the event as well-organized, solution-focused, and
grounded in real-world experience.

The opening panel set a compelling tone by addressing workforce
realities with honesty and clarity. The Three-Minute Solutions Forum
was widely regarded as innovative and energizing, promoting concise
idea-sharing and actionable takeaways. Roundtables enabled candid
peer exchange, allowing participants to compare strategies, discuss
challenges, and collaborate across jurisdictions.

The closing session provided clear direction and continuity, emphasizing
how collaboration and accountability can translate strategy into
measurable results. Participants noted that the conference served as

both a national forum for ideas and a catalyst for real-world change.

Overall satisfaction exceeded 90 percent, with attendees describing the The 3-Minute Solutions Forum gave participants
experience as “excellent,” “thoughtful,” and “one of the most relevant g;zfgziqtsto share proven strategies from their

workforce gatherings in years.”

RESTORING THE RANKS 12



Conclusion — From Dialogue to Direction

Restoring the Ranks demonstrated that sustainable workforce progress requires thoughtful leadership,
cultural alignment, and collaborative action. Recruitment and retention cannot be addressed through
isolated initiatives; they depend on systemic coordination among agencies, policymakers, educators, and
community stakeholders.

The conference advanced a practitioner-driven framework grounded in the realities of policing,
emphasizing that workforce sustainability is both an operational imperative and a shared responsibility.
Moving forward, agencies can build upon these insights by strengthening leadership culture, investing
in holistic wellness systems, modernizing recruitment pathways, and grounding staffing decisions in
evidence-based planning.

Restoring the Ranks provides a foundation for continued collaboration and signals a national commitment
to restoring confidence, stability, and pride within the policing profession.

Looking Forward: A Call to Action

The challenges facing the public safety workforce belong to all of us. Whether you attended Restoring

the Ranks or engage this work from afar, the responsibility to strengthen recruitment, retention, and
organizational culture extends well beyond any single agency or jurisdiction. It touches local governments,
community partners, training institutions, policymakers, and residents who rely on effective and trusted
public safety services every day.

The path ahead requires more than awareness—it demands action. Agencies must continue modernizing
their systems and culture; local governments must align policies and resources with long-term workforce
needs; academic and professional partners must help illuminate what works; and communities must
remain engaged as co-creators in building a stable, service-driven profession. The risks of inaction are
broad: weakened readiness, increased burnout, and consequences that reverberate into national security
and community wellbeing.

Yet the solutions are within reach. The insights shared through this conference, and captured in this
report, show that progress comes from coordinated leadership, transparent communication, data-informed
decision-making, and sustained investment in people. No single entity can solve the workforce crisis
alone—but together, we can build systems that attract the next generation, support those who serve, and
strengthen public safety across the country.

We offer this report as both a resource and an invitation: to carry this work forward, to support one
another, and to commit to the long-term rebuilding necessary to ensure that every community has the
stable, trusted, and capable workforce it deserves.
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Appendix: Session Insights Compendium

1.1 From Process to Presence: Sharpening Your Systems, Showcasing Your Brand
Presenters: Patrick Green and Robby Holland

Overview:

This session emphasized that effective recruitment begins internally with strong, efficient hiring systems
and a clear understanding of why candidates choose the agency. Rather than assuming competition with
every law enforcement agency, presenters highlighted that candidates typically compare only a small
subset of departments that share similar cultures, opportunities, and identities. By analyzing applicant
motivations and identifying these actual “market competitors,” agencies can streamline hiring processes,
reduce applicant loss, and align branding with the values and traits that drive successful recruits. Once
internal systems are aligned, comprehensive branding, both visually and culturally, helps agencies stand
out in their competitive market.

Key Insights:
* Agencies compete with a narrow group of “market competitors,” rather than the entire profession.
e Data-driven hiring processes expose where applicants are lost and why.

* Branding must reflect the authentic values and culture of the agency to attract candidates who align
with them.

* Improved systems and branding together create lasting recruitment momentum.

“All organizations are perfectly designed to get the results they get.” Results only improve when
systems change.

1.2 Community as Catalyst: Recruiting Through Trust & Purpose
Presenter: Joel Pope

Overview:

This session framed recruitment as a community-driven, trust-centered process instead of a transactional
exchange. Drawing on models like San Antonio’s Community Immersion Program, Pope demonstrated

how faith-based institutions, civic organizations, and neighborhood associations can act as trusted
messengers—bridging skepticism and strengthening legitimacy. Recruitment based on long-term
relationship-building produces candidates grounded in service and community identity rather than short-
term incentives.

Key Insights:

¢ Trusted community institutions amplify credibility in recruitment.

e Recruitment takes time; “crock-pot” engagement builds deeper pipelines.
*  Community-based recruitment increases public trust and communication.

e Shared purpose between agencies and residents strengthens long-term retention.
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2.1 Why Officers Leave and What to Do About It
Presenter: Jillian Eidson

Overview:

This session summarized Charleston Police Department’'s empirical research on why officers stay or leave,
drawing on surveys, interviews, and ten years of employment records. The findings revealed that fairness,
recognition, procedural support, and assignment diversity strongly predict retention. Officers with early-
career opportunities to explore different assignments were significantly more likely to stay long-term, while
those with prior military experience tended to leave earlier unless their transition needs were supported.
The research underscored the importance of cultural fit, supportive leadership, and structured career
development.

Key Insights:

e Early-career mentorship and rotation programs improve long-term commitment.
* Fairness and recognition significantly influence retention.

* Assignment diversity fosters engagement, belonging, and stability.

* Officers with military backgrounds need specialized onboarding support.

2.2 Culture and Wellness as a Retention Engine: Elevating Public Safety Careers
Presenters: Tipi Brookins and Demeka Owens

Overview:

This session framed culture and wellness as the core drivers of long-term retention. Agencies cannot
recruit their way out of staffing shortages; they must cultivate supportive cultures that value people
beyond productivity. Wellness programs, when integrated into organizational practice rather than
implemented as standalone benefits, reduce burnout, absenteeism, and turnover. Presenters emphasized
that officers remain when they feel respected, connected, and able to grow within the agency.

Key Insights:

* Retention through culture is more sustainable than retention through incentives.
¢ A healthy culture shows up in daily interactions, not slogans.

* Wellness programs reduce burnout and strengthen team cohesion.

e Growth pathways and transparency increase long-term commitment.
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2.3 Navigating Police Turnover: Causes, Consequences, and Paths Forward
Presenter: Jeremy M. Wilson, Ph.D.

Overview:

This session explored turnover through a systems lens, emphasizing that staffing levels must be
understood in terms of their operational impact rather than simply by headcount. Wilson noted that
staffing shortages reflect multiple causes, including organizational culture, conflict, leadership behavior,
and stress, and have both human and financial consequences. Evidence-based workforce planning,
grounded in workload and performance data, enables agencies to align their staffing structure with
mission and service priorities.

Key Insights:

* Many agencies remain below pre-pandemic staffing levels.

e Turnover has operational, financial, and cultural consequences.

e Systems-based workforce planning improves stability and readiness.

e Fairness, transparency, and wellness support reduce attrition.

2.4 What Keeps Women in Policing: From Recruitment Imagery to Retention Reality
Presenters: Dr. Tanya Meisenholder and Dr. Rylan Simpson

Overview:

This session examined how recruitment imagery, daily culture, leadership behavior, and work-life
structures influence both the entry and long-term retention of women in policing. Research revealed that
recruitment videos often portray policing through tactical, action-oriented imagery, which may signal
exclusion to potential female applicants. Retention hinges on internal culture, supportive supervisors, fair
advancement, predictable scheduling, and visible role models. Presenters emphasized that agencies must
align their external messaging with internal realities to effectively attract and retain women.

Key Insights:

¢ Leadership behavior is the most powerful predictor of retention.

¢ Predictable schedules often matter more than pay for long-term retention.

e Culture is reinforced by mentorship, fairness, and representation.

e Recruitment messaging must reflect communication and service, not only action.

* Agencies should track retention data and hold leaders accountable.
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3.1 Budgeting for the Workforce Crisis
Presenter: Jarrod Berguan

Overview:

This roundtable explored how workforce rebuilding in a post-bankruptcy environment requires rethinking
every step of the recruitment and hiring process. Agencies must restructure hiring units, identify where
candidates are lost, and ensure resources are focused only on strong candidates. Early conditional offers,
robust academy support, and reframing FTO as a teaching function, not a proving ground, are crucial. The
discussion challenged the idea of “full staffing,” advocating for planned vacancy levels, strategic over-hire,
and regional collaboration.

Key Insights:

e Early conditional offers stabilize hiring pipelines.

e FTO culture must reinforce success, not attrition.

¢ Over-hire strategies help manage normal vacancy rates.
* Regional hiring collaboration improves efficiency.

e Cultural support outweighs financial incentives.

3.2 Innovations in Entry-Level Recruiting
Presenter: Kym Craven

Overview:

This session examined how updating appearance and conduct standards can broaden applicant pools
without compromising professionalism. Craven highlighted how inclusive grooming, tattoo, and religious
accommodation policies signal authenticity and belonging, which are key for Gen Z applicants. The
session stressed that modernizing standards strengthens recruitment, especially when paired with
mentorship, purpose-driven messaging, and technology-enabled processes.

Key Insights:

* Inclusion drives applicant volume and diversity.

* Outdated appearance rules undermine recruitment.

¢ (Candidates value authenticity and representation.

e Bonuses are not a substitute for culture and mentorship.

e Childcare solutions remove meaningful barriers to service.

3.3 How Do We Talk About Policing on Social Media?
Presenter: Katie Syers

Overview:
This session emphasized that social media has become a primary recruitment platform, particularly
for younger candidates. Agencies need to review their digital presence to understand what is being
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communicated and what isn’t. Effective agencies utilize TikTok, Instagram Reels, and other short-form
media to humanize officers, demystify training, and showcase their culture, benefits, and purpose. Social
media also enables real-time Q&A with applicants, strengthening transparency and interest.

Key Insights:

e TikTok, Reels, and short-form video dominate recruitment reach.
e Diversity and authenticity improve candidate connection.

e Social media audits reveal misaligned or outdated messaging.

e Training and “day-in-the-life” content reduces applicant anxiety.

3.4 The ROI of a Stable Workforce in Law Enforcement
Presenter: Dr. CJ Oakley

Overview:

This session explored how workforce stability generates fiscal savings, operational strength, and increased
public trust. Turnover costs can exceed $100,000-$240,000 per officer, and cultural instability
compounds stress, burnout, and community distrust. Oakley emphasized the value of metrics such as

the Cultural Stability Index (CSl), predictive analytics, and leadership behaviors that reinforce fairness.
Agencies that invest in stability, not just staffing, see improved morale, reduced burnout, and sustained
legitimacy.

Key Insights:

» Stability delivers fiscal, operational, and legitimacy returns.

e Fair and transparent leadership is a primary driver of employee retention.
¢ Predictive analytics reduces preventable turnover.

e Culture is a tangible asset with a measurable impact.

3.5 Understanding Attrition Beyond Staffing
Presenter: Antionette Tull

Overview:

This session reframed attrition as an indicator of organizational culture rather than a simple staffing
metric. Tull highlighted how push factors (burnout, inconsistent leadership, and a lack of psychological
safety) and pull factors (better pay and more supportive environments) explain why officers disengage or
leave. Using the employment lifecycle as a guide, she demonstrated how leadership interactions, from
onboarding to promotion, shape commitment, connection, and long-term retention. Psychological safety
emerged as the central thread connecting every stage.

Key Insights:

e Attrition is a cultural signal, not just a number.

* Psychological safety anchors retention and engagement.

e Push factors inside the agency heavily influence turnover.

e Pay attracts interest, but purpose and belonging make people stay.

e Agencies should measure First-Year Attrition Rate and QoH.
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This appendix provides a comprehensive directory of all presenters who contributed to Restoring the

Ranks. Their leadership, field experience, and subject-matter expertise shaped the depth and credibility

of the conference and this report. The individuals listed represent a cross-section of modern public

safety, encompassing local government executives, law enforcement leaders, academics, researchers,

consultants, and representatives from national associations. Together, their perspectives anchored the

event’s focus on practical solutions, evidence-informed strategies, and collaborative approaches to

recruitment, retention, and workforce resilience.

4.1 Opening Panel Presenters

Councilmember Dawn Luedtke
Councilmember
Montgomery County Council, Maryland

Dr. Earl Stoddard
Assistant Chief Administrative Officer
Montgomery County, Maryland

Chief Marc R. Yamada
Chief of Police
Montgomery County Police Department

4.2 Closing Panel Presenters

Dan Alexander
Deputy County Executive for Public Safety
Prince William County, Virginia

The Honorable Marcus Anderson
Secretary of Homeland Security
Commonwealth of Virginia

Chief Peter Newsham
Chief of Police
Prince William County Police Department

4.3 Track Presenters - Recruitment & Retention Sessions

Sergeant Dareick Barr
Sergeant
US Capitol Police

Sergeant Mike Boward
Sergeant
Fort Collins Police Department

Tipi Brookins
Chief of Staff
DC Office of Unified Communications

Dr. Jill Eidson
Director of Research and Strategic Planning
Charleston Police Department

Lieutenant Patrick Green
Lieutenant
Virginia State Police

Major Robby Holland
Major
Virginia State Police
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Dr. Tanya Meisenholder
Director of Police Research
NYU Policing Project

Demeka Owens
Wellness Coordinator
DC Office of Unified Communications

Officer Joel Pope
Law Enforcement Officer
San Antonio Police Department

Dr. Rylan Simpson
Associate Professor, School of Criminology
Simon Fraser University

Dr. Jeremy M. Wilson
Professor, School of Criminal Justice
Michigan State University

4.4 Roundtable Facilitators
Tayleb Brooks
Communications Strategist

Julie Parker Communications

Jarrod Burguan

Senior Consultant / Chief of Police (Ret.) San

Bernardino Police Department

CPSM - Center for Public Safety Management

David Clow
Strategic Relations Manager
Flock Safety

Kym Craven
Director

Public Safety Strategies Group

Dr. Steve James

Associate Professor, Elson S. Floyd College of

Medicine
Washington State University

Ganesha Martin
Bureau Chief of Constitutional Policing
Minneapolis Police Department

Dr. CJ Oakley

Principal/Founder / Captain (Ret.) Fairfax County
Sheriff’s Office

Oakley Leadership Solutions

Katie Syers
Senior Communications Strategist
Julie Parker Communications

Antoinette Tull
Founder and CEO
Hurtle LLC
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4.5 Partner Spotlight Presenters

Jarrod Burguan

Senior Consultant / Chief of Police (Ret.) San
Bernardino Police Department

CPSM - Center for Public Safety Management

Chris Chung
Program Manager - Equity and Civic Engagement
NACo - National Association of Counties

Joseph Mitchell
Chief Strategy Officer
NAPA - National Academy of Public Administration

William Paige

Chief Operating Officer

NAPSPS - National Association of Professional Staff
in Public Safety

Ron Waskey

Local Team Leader - Washington D.C., Maryland,
and Virginia

RRT - Rapid Relief Team

4.6 Conference Planning Committee

The planning and design of Restoring the Ranks were guided by a dedicated committee whose strategic
insight shaped the conference’s focus, structure, and practitioner-centered approach. Their collective
experience ensured that the program addressed the real operational challenges facing the field and

delivered meaningful, actionable content to attendees.

Thomas Canavan
Executive Director
National Law Enforcement Museum

Marvin “Ben” Haiman

Executive Director

Center for Public Safety and Justice, University of
Virginia

Madison Heitzenrater
Director of Strategic Partnerships and Engagement
National Law Enforcement Museum

William Paige

Program Manager

Center for Public Safety and Justice, University of
Virginia
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We extend our sincere appreciation to the organizations, sponsors, and contributors whose support made
Restoring the Ranks possible. Their commitment to advancing public safety, strengthening the workforce,
and elevating practitioner-led solutions ensured that this conference delivered meaningful value to
agencies nationwide. Their partnership reflects a shared belief that improving recruitment and retention is
essential to the future of the profession and to the communities we serve.

5.1 Partner Organizations

The conference was developed in collaboration with the following partner organizations, each of which
played a meaningful role in informing the program and advancing the goals of the event:

NATIONAL ASSOCIATION NATIONAL ACADEMY OF .
OF PROFESSIONAL STAFF PUBLIC ADMINISTRATION

IN PUBLIC SAFETY "
s NACo

ASSOCIATION

9" COUNTIES ®

5.2 Sponsors

We gratefully acknowledge the sponsors whose support helped bring Restoring the Ranks to life. Their
investment in the profession and commitment to innovation made this event possible.
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December 2025

NATIONAL LAW ENFORCEMENT OFFICERS

MEMORIAL FUND
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