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Neighborhood Betterment Team (NB
2024-25 Q3

» Participated in 1 community event (Jan 2025/March
2025)

» NBT Community Meeting- Kennedy Elementary
School, 630 Ponce De Leon Av, Stockton Ca 95210

Pixie Drive

274 Violations

216 Citations 0 Abatement

1341 Inspections

27 Engagements 0 sq ft Graffiti 6 Abandoned

Vehicles


Presenter Notes
Presentation Notes
The Neighborhood Betterment Team (NBT) 19 Community Meeting occurred on March 19, 2025.
The NBT 19 kicked off within the El Dorado North area on March 26, 2025. 
SPD and NBT staff conducted proactive code enforcement within the geographic area. 
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Presenter Notes
Presentation Notes
Q3 2024-2025 (January 1, 2024 through March 31, 2025): 
Sworn count at 3/31/25 = 380
•a net increase of 4 (377 total sworn on 3/31/25)  
•55/60 Measure A Sworn positions filled 
•With 5 officers vacant

XXXXXXX
24/25 FYTD (3/31/25)
Total sworn hired = 35
Total FY departures   = 32 (8 retired, 2 for other agencies, 22 for other reasons = resign in lieu of, failed academy) 
Net Hires for 24-25 Q3 = 3 (17 hires vs 14 separations)
0 left to another agency
1 retired
5 failed probation 
8 other reasons





Sworn Departures By Quarter
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Presenter Notes
Presentation Notes
Quarter 3: January 1 through March 31, 2025
14 sworn departures total
18% increase from Quarter 2 2025
0 left to another agency
1 retired
5 failed probation 
8 other reasons





VIOLENT CRIME
Quarter 3 FY24-25

HOMICIDES NON-FATAL SHOOTING INCIDENTS
2024 2025 2024
JANUARY 3 2 14
FEBRUARY 4 2 6
MARCH 4 3 8
TOTAL YTD 11 7 28
% CHANGE -36%



Presenter Notes
Presentation Notes
Comparison between January – March 2025

The total is that quarter year to date

For the quarter there was a 36% decrease in Homicides
A number of factors that determine a homicide

Non-fatal injury shootings finished down 25% compared to the prior quarter
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Presenter Notes
Presentation Notes
Ceasefire stats from January – March 2025: 3-year comparison (3-year averages based on data from 2022-2024).

Here are the homicide and non-fatal shootings in the bar graphs as compared to the 3-year average from 2022 through 2024.
We were below the homicide averages for January-March 
We were below the non-fatal injury shooting averages for two of the three months 


OVERALL CRIME STATISTI
Quarter 3 FY24-25

Non-Fatal
Year VC PC Overall Homicides Shooting
Incidents

2024
2025
Change



Presenter Notes
Presentation Notes
This slide is representative of crime stats between January – March 2025, compared to January – March 2024.
At the end of March 2025
Homicides had a 36% decrease
With total violent crime down 3.3%
Burglary, Larceny, and Motor Vehicle Theft were down from Q2 FY24-25
Causing a 21.8% decrease in property crimes
With the City ending the quarter with a 16.8% decrease in overall crime. 


Recruitment

Staffing: 380

FY '24-'25 Q2: 22 hired/ 11 separated
FY '24-'25 Q3: 17 hired/ 14 separated
0 sworn lateraled

Recruiting

e Recruiting Events: 267*

* Current Recruiters: 24

e Currently In the Background Process
» 76 Officer candidates
* 33 Professional Staff candidates

LOCATION

San_Joaquin Delta
"~ (ollege
Budd Building
‘Marcopulos Gym

7.10.25 @ 8AM
. _

joinStockonPD.com



Presenter Notes
Presentation Notes
July 2024 through March 2025: Slides 

As of 3/31/25: 380 staff

Ofc N. Gonzalez or Ofc B. Miller: 34 trainees in academy, 3 trainees in pre-academy, 

Sgt. E. Diaz: 20 in FTO. 

Sgt. J. Borges:

July 2024 – March 2025: 54 hired including, 0 reinstatements, and 1 lateral. 35 Separated,  including 0 lateraled to other agencies


Katie Rose:

Advertising: 
Social Media and Recruitment Marketing Initiatives

Our recruitment efforts have been significantly enhanced through various channels:

1.Social Media Engagement: Posts and videos created by EPIC Recruiting, as well as internal staff, are actively promoted on our Department's Instagram, Facebook, and YouTube pages. The posts are on both the overall Department Facebook and Instagram, as well as the Department Recruiting Facebook and Instagram.
2.Job Posting Platforms: Career opportunities are shared on several platforms, including Indeed, LinkedIn, National Testing Network, Eventbrite, GovernmentJobs.com, CalJobs.ca, Saludos Hispanos, The Cause, and Go Law Enforcement.
3.Targeted Advertising: We are utilizing geofencing marketing to focus on areas with a higher concentration of applicants, as well as populations we primarily obtain applicants/ new hires from.​
4.Rolling Billboard: Our advertising graphic-wrapped patrol vehicle and van serve as mobile billboards during both in-town and out-of-town recruiting events. The vehicles feature QR codes for immediate access to our joinStocktonPD.com recruitment website.​ We are currently in the process of wrapping an additional recruiting vehicle. 
5.Website: We are continuing to work along side EPIC Recruiting, to further enhance our online presence and accessibility.

These initiatives are designed to maximize our outreach and attract qualified candidates to our Department.

Recruiting events: 91 CYTD
Expanded Recruitment Strategies

Our recruitment team is actively broadening its outreach through several initiatives:

1.College Career Fairs: Recruiters are participating in career fairs at colleges to attract candidates from a wide range of degree programs, moving beyond traditional police-related fields.
2.Military Transition Programs: Recruiters are engaging with Transitional Assistance Programs (TAP) on military bases and have partnered with the Army National Guard and Air Force. We are also expanding partnerships with additional branches to enhance our outreach.
3.Academy Class Engagement: Recruiters are attending academy classes to identify and hire candidates who are not currently affiliated with law enforcement.
4.Criminal Justice Presentations: Recruiters are presenting in criminal justice classes at local community and junior colleges to connect with aspiring professionals in the field.
5.Community Event Participation: Recruiting team members are attending public events designed to attract a diverse and qualified applicant pool.
6. Law Enforcement Focused Career Fairs: Recruiters are participating in career fairs that attract and target candidates specifically seeking police related careers.

These strategies aim to broaden our recruitment efforts and ensure a more diverse range of candidates for our Department.

In the current fiscal year we have
Hiring Process and Community Engagement Enhancements:

1.Streamlined Hiring Process: We have worked closely with HR to implement continuous testing and maintain updated eligibility lists, improving efficiency in candidate selection.
2.Expanded Recruitment Focus: This fiscal year, we are prioritizing participation in high-attendance public events that are not traditionally associated with police recruitment, broadening our outreach.
3.Recruiting Unit Expansion: We established one part-time Administrative Assistant II position. As well as promoted one part time Administrative Assistant to a full time position within the Recruiting Unit to support social media initiatives, community relations, and statistical analysis.
4.Police Aide Program: We hired two new Police Aides, creating a total of 5 Police Aides. We have an additional 5 Police Aides currently in backgrounds. The Police Aide position helps to foster positive relationships between the community and the SPD. This program provides youth and young adults with opportunities to explore careers in law enforcement.​

These initiatives aim to enhance our recruitment efforts while strengthening community ties.

Collaborative Partnerships:
Since our last meeting, we have established partnerships to enhance recruitment efforts:

1.Job Corps Collaboration: We are actively recruiting students from Job Corps, particularly those in the public safety program. These candidates have undergone background vetting and meet our minimum qualifications.
2.WorkNet Partnership: We have teamed up with WorkNet to participate in career fairs, further expanding our outreach and connecting with potential candidates.
These collaborations aim to attract qualified individuals to our Department while supporting community workforce development.
3. Delta Center California Conservation Corps: We have recruited at events at CCC. Those who reside at the location and partake in the career fair must undergo a background check. 

These collaborations aim to attract qualified individuals to our Department while supporting community workforce development.​

Trainee Tests:
The Department has maintained a continuous testing process, partnering with an external background investigation company to streamline candidate evaluations.

•Applicant Overview (January – April 2025):​
•Total applicants: 1,029
•Applicants for the PELLETB/PAT test in April: 372
•Attendees on test date: 130
•Candidates placed on the eligibility list: Unknown- Still pending eligibility list as of 4/14/25
This approach supports ongoing recruitment efforts by efficiently identifying qualified candidates for hiring.

Lieutenant Arrieta:

Recruiting and retention plan

Recruiting Plan Summary

The Police Department has initiated a comprehensive recruiting plan, focusing on creating employment pathways for youth and enhancing outreach efforts. Key components include:

1.Youth Pipeline: Establishment of a paid Police Aide position for ages 16-25, aimed at providing law enforcement experience while attending school. Volunteer programs (Cadet and Sentinel) also encourage youth involvement, facilitating potential recruitment.
2.Dedicated Recruiting Unit: The Department formed a full-time Recruiting Unit, expanding outreach beyond local areas to include statewide and national recruiting efforts, adapting to challenges faced since 2020.
3.Hiring Process Improvement: The Department has streamlined the hiring timeline, aiming to reduce the process to four months and increasing testing frequency from four to eleven times a year.
4.Technology and Marketing: Partnership with EPIC for social media recruiting and geo-fencing advertisements, alongside the creation of targeted recruiting videos.
5.Data-Driven Strategy: Applicant data collection will help assess the effectiveness of recruitment efforts, with annual evaluations to target a 5% increase in contacts, applications, and hires.

Overall, the plan aims to cultivate a diverse pool of qualified candidates while enhancing the efficiency of the hiring process.

Retention Strategy Summary
The law enforcement retention strategy focuses on workplace satisfaction. Key initiatives include:
1.Retention Side Letter: Provided comprehensive benefits to improve staff satisfaction and retention.
2.Career Succession: Development of a "Career Path" to guide employees in training and self-improvement for special assignments and promotions.
3.Training Opportunities: The Department has significantly increased training offerings and is identifying necessary professional development programs.
4.Supervisor and Management Training: Ongoing mandatory POST training for supervisors.
5.Equipment Replacement: A scheduled replacement cycle for aging equipment, ensuring officers have the necessary tools.
6.Facilities Rehabilitation: Upgrades to various departmental areas to improve work environments and wellness spaces.
7.Officer Wellness: Establishment of an Organizational Wellness Unit to address employee wellness needs, including hiring a part-time onsite clinician.






Applications and Disqualificat

Doesn't meet
Total POST
Eligible . C F A, C A, B B, C C,D A, B, C Requirements

238

Academy Graduate

87

A-Prior Applicant
B-DrugUse
C-Characterlssues
E-Medical

F-Psych

FTC-Failure to comply with process

s *As of FY March 31, 2025


Presenter Notes
Presentation Notes
BORGES TO PROVIDE

there were a total of 2,042 applications for the 24/25 Q1 and 24/25 Q2. We usually discuss the trainee position since it is over 95% of our applicants
 
-Trainee-2,042
From the 2,042, 410 qualified candidates made it into the background process and 239 made it into full background during those two quarters. Here are just the disqualifications. Not included are persons who waived from consideration or are still in the background process. Also, note that some qualified candidates are still in the background process. 
The Background process can take 4-5 months from passing the test, depending on the candidate's responsiveness, availability of required documents, and turnaround on the Department of Justice fingerprint return required for hire. 
We hired 48 police officers in FY 23/24, with 51 attritions. 11 of those attritions were laterals to other agencies.
Fiscal YTD 24/25, we have hired 35 officers and lost 18 to attrition, with two being to agencies outside of the state. People moving with their families. 6 retired, 3 did not complete FTO,  6 failed the academy, and 2 to agencies outside of the state. 
•Historically, About 35% of applicants show up to test day. So for about 2042 applicants, about 715 show up, and from there, we net between 60-75 per list. In the last 2 quarters we have had 5 lists, because of the 31 day time betweens tests. 

•OF THOSE THE ABOVE WERE DISQUALIFIED, AND THE REST ARE EITHER IN THE BACKGROUND PROCESS (APPROX 125 IN BGI RIGHT NOW), WAIVED FROM CONSIDERATION FOR PERSONAL REASONS OR HIRED. 
•Eligible means that they applied, and passed the minimum written and physical agility. 
•Remember that a portion of those are repeat applicants who for whatever reason will never pass a background (felony conviction, sex crimes, hallucinogenic drug use)
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Presenter Notes
Presentation Notes
We must remember that natural attrition for agencies our size across the United States is between 10-15%. Which means we can naturally lose 45-60 officers a year. 
�Retention is the key to slowing that down as far as laterals and people leaving the industry. Retirements and persons failing the academy and FTO program is to be expected. 

Retention for the requested periods:

January – March 2025 (0 Laterals, 13 total separations)
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