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Dear Acting Captain Altorfer:
Our office has completed its review of the materials related to Recommendation 81.3
that have been submitted to us as part of the collaborative reform process. After
reviewing the package and information provided by the Department, the California
Department of Justice finds as follows:
Recommendation 81.3: The SFPD should develop and implement applicant tracking and
hiring data collection and reporting procedures to capture information such as
= recruitment sources for applicants who are hired and not hired;
= whether applicants are the result of personal referral, Internet, career center, print
media, job fair, community or other outreach event, school career center, radio,
television, outplacement service, or social media;
= passage rate by gender, race, and ethnicity for each major selection hurdle
including written test, physical abilities, oral interview, polygraph, psychological
assessment, hiring panel, and medical;
= selection rates by race, gender, and national origin;
= attrition rates by race, gender, national origin, and phase in training.
Response to Recommendation 81.3: SFPD has developed a multi-pronged approach to
data collection concerning applicant tracking and hiring. Four different entities are
involved at tracking data at each stage of the hiring process: the San Francisco
Department of Human Resources (DHR) as well as SFPD’s Recruitment Unit (RU),
Background Investigations Unit (BIU), and the Training Academy. The RU keeps track of
all individuals it contacts via recruiting efforts, such as college fairs and advertising
campaigns. DHR collects information on all people who apply for a SFPD position,
including their race, gender, and the way the applicant learned about SFPD’s job




application. DHR shares this data with SFPD so it is able to generate its own reports,
which it does on a weekly basis. The RU then tracks applicants’ passage or failure on the
first three testing components of the hiring process (the written test, the physical ability
test (PAT), and the oral interview) as well as the race, gender, age of those applicants.
For applicants who pass the first three testing components, the BIU continues to track
information about them, including race and gender, and the investigator’s efforts to
communicate with the applicant. Once applicants pass the background investigation,
the Academy will then track them through the academy and specifically track their race,
gender, and passage/failure/release/resignation data for each testing component at the
Academy, including emergency vehicle operations testing and scenario training.

SFPD holds quarterly meetings with members of the Staff Services Division (the
Recruitment Unit, the Backgrounds Unit, and the Staffing and Deployment Unit), the
Training Division (the Academy), and DHR. The units discuss the demographic data they
have tracked through the hiring phases and identify ways to address any disparities
observed in the data.

The RU, BIU, and the Academy then use the data and accompanying reports to make
adjustments to components of the hiring process where there appear to be disparities.
For example, SFPD observed a high failure rate for female applicants for the trigger pull
test, which was part of the PAT. As described in more detail in the package for
Recommendation 83.1, SFPD replaced this test with a handgrip test, which a third-party
entity SFPD hired concluded would not compromise the fairness or validity of this
component of the PAT.

Based upon all of the above, the Department of Justice finds that SFPD is in substantial
compliance with this recommendation.

Please let us know if you have any questions or would like to discuss these further.
Tanya

Tanya S. Koshy (she/her)
Deputy Attorney General

Civil Rights Enforcement Section
California Department of Justice
1515 Clay Street, Suite 2100
Oakland, CA 94612
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Finding # 81 Despite a relatively good record in hiring diverse candidates, perception remains in the
community that the SFPD seeks to eliminate diverse candidates from its hiring pool.

Recommendation # 81.3 The SFPD should develop and implement applicant tracking and hiring data collection and
reporting procedures to capture information such as
e recruitment sources for applicants who are hired and not hired;
e whether applicants are the result of personal referral, Internet, career center, print
media, job fair, community or other outreach event, school career center, radio, television,
outplacement service, or social media;
e passage rate by gender, race, and ethnicity for each major selection hurdle including
written test, physical abilities, oral interview, polygraph, psychological assessment, hiring
panel, and medical;
e selection rates by race, gender, and national origin;
e attrition rates by race, gender, national origin, and phase in training.

Recommendation Status Complete Partially Complete In Progress
Not Started  No Assessment

Summary

The SFPD has significantly increased its reliance and focus on metrics in the evaluation of the hiring process since the
original assessment. The collection and use of data through the life of a SFPD candidate demonstrates a thoughtful and
focused approach.

Compliance Measure #1 - the department has worked with the Department of Human Rights (DHR) to establish a
shared practice for data collection and evaluation. While not formally outlined, the data plan accounts for the specific
roles of the each of the involved agencies - with sharing of data as part of the overall reporting process which aligns
with each phase of the recruiting process. There is evidence of engagement and discussion as to the build out of existing
and new data platforms which inform the collection activities.

Compliance Measure #2 - the department provides evidence of a robust data collection process through the various
platforms that track and capture the application and hiring process. The data is reviewed internally by each agency and
as part of the quarterly meetings between SFPD and DHR. From the SFPD end - they are using the data to better
support candidates by assigning a recruiter to applicants to help shepherd them through the process. The Background
Investigations Unit uses the data to track progress and ensure consistency in the process.

Compliance Measure #3 - the data collected aligns with the bullet points of the recommendation. The SFPD does not
routinely collect national origin data but relies upon race and gender as the primary capture sources.

Compliance Measure #4 - the department provides evidence of ongoing review for issues, trends and process
adjustments. By way of evidence, such adjustments reflect national access for candidates to test to have a broader
reach; adjustments to specific tests and timing of tests if there is failure based upon challenges for certain categories of
applicants; and specific orientation programs to facilitate better passage rates for all candidates.

Compliance Measures Status/Measure Met

1 Develop data collection plan to collect, track and report applicant data - vYes ONo [ON/A
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including how and where applicants engage in the recruiting process.

2 Evidence of robust data tracking and department use of data at each phase of JYes [INo [CIN/A
the process.

3 Reports using data for all categories identified in the recommendation. vYes [ONo [ON/A

4 Ongoing review and/or audit for identification of trends, issues, process JYes [INo [CIN/A

adjustments, etc.

Administrative Issues

Compliance Issues
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