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The 2025 HRPS
Recruiting Strategy
Explained




A brief history....

With a ‘Hiring Rate’ of approximately 2% since 2009, the
HRPS'’ overall growth of 1.90% (YOY) slightly outpaced
the Region’s growth of 1.76% (YOY) — source: census 2016-2021

The Real Story is in our 5-Year Data

All Police Services saw applications drop since 2019

Halton’s Hire-to-Applicant ratio remains
approximately 9 (in other words 9 per 100
applicants are hired)

OPP, Durham, Toronto, York, and Peel, all show
increasing hiring rates since 2020

Between 2020 and 2022, the OPP’s hiring rate
increased from 14.5 to 25.6 hired per 100 applicants

Possible causes for increases: changing process
standards; applicants; or experienced officers hired

. ~(SOURCE — OACP)
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Understanding Cause & ldentifying
Opportunities for Improvement

* How do we compare to other services?

* What are other services doing in light of these challenges?
e Should we change our Recruiting Process?

* Should we expand our outreach?

31 Public Engagements

25 Cadet or Constable Information Sessions
13 Job Fairs

12 PREP Mentoring Sessions — all in 2024

e Should we partner with local educational institutions?
e Should we advertise and if so, how?

* What can we improve.....and WHY? Of note...internal data had not been collected to address the above.

Research through environmental scan and a 2024 OACP Report, identified several improvement opportunities for the HRPS.
In particular, the recruiting process, sourcing, and marketing, represented the highest potential for change.




2025/26 Recruiting Strategy Timeline

Our Strategic Goals:

DATA COLLECTION: Collect data during information sessions and application.

DASHBOARD: This tool will provide real-time data regarding the progress of the
unit. It will also collect data for analysis, which can be used to create further
efficiencies in the recruiting process, training, and marketing.

RECRUITING PROCESS REFORM: The identification of critical elements, the
reduction or removal of redundant features, and modification on a per case
basis, will be critical to evolution of the recruiting process and curtail the loss
of applicants to other police services.

OUTREACH: Cadet and Constable Recruiting Sessions along with PREP
Mentoring Sessions will continue to be conducted on an immediate and
ongoing monthly basis. The measured effectiveness of all other outreach will
determine the continuation of those programs.

MENTORSHIP / POOL DEVELOPMENT: Two pathways are being created to
augment the Cadet and the Constable recruiting streams by providing guidance
to candidates who lack familiarity with the recruiting process.

Task |Description

1.0|Cadet / Constable / PREP Mentoring
1.0|ldentify Strategic Partners and Develop Specific Presentations
1.0|Collection of Data - Determine Effectiveness (Ongoing)

Identify New Qutreach Opportunities (Strategically Present to new groups
1.0|based on data)

2.0|Recruiting Process Reform
2.1|ldentify Critical Elements & Eliminate Redundant features

Collection of Data - Establish Committee (HR & Corporate Communications)
2.2|and Process

Create Strategic Marketing via Corporate Communications (Social Media and
2.3|others formats)

3.0|Develop Mentorship/Referral Project

3.1|Develop Pathways Project

3.2|ldentify Internal Partners (Analytics, Human Resources, Corp.Comms)
3.3|Deliver Project to Service Members

3.4|Data & Analytics (Data to be used for future recruitment)
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Strategic Research & Analytics

As of March 2025, we have been collecting ‘Source’ The 2025+ Recruiting Strategy (‘e mcinsey)
data, to determine the effectiveness of tasks in the
GEM (LFI, Application, On-boarding)
» Targeted marketing campaigns to optimize quality of candidates
» Identify candidates for mentorship

INFORMATION
SESSIONS

Data collection and analysis will continue...

* Work in conjunction with Analytics, Training, Corporate
Communications, and other internal teams, to identify desirable
characteristics of experienced officer hires.

* Analyze previous hires with untoward and other retention
characteristics to evolve the recruiting process and optimize

marketing. ]

RESOURCES: Time / Money / Staffing

RECRUITMENT: Applications / Signed Offer




RECRUITING PROCESS REFORM

A Data Driven Approach — Many of the changes to the HRPS Recruiting Process and practices were led by data
provided in a recent OACP report following a study of an intake at the Ontario Police College in 2023. This data
was essential to identifying opportunities for dramatic and impactful changes to our recruiting practices:

* Loss to Competition: The Halton Regional Police Service held a longer process, exceeding 6-months
(182-days) from initial application to job offer. This led to ‘mid-process’ losses to peer services.

* Prioritization of Key Stages in the Process: The data distinguished beneficial steps while also
identifying redundancy. This led to improvements to the effectiveness and efficiency of our process.

» Strategic Data Collection: The OACP research provided a framework for our own data collection. This
allowed our decisions and subsequent changes to be supported by data.

Changes to the HRPS Recruiting Process has been reduced to 120-days with a target of 90-days and strategic
changes have all but eliminated loss to peer services (three applicants YTD). An updated policy is anticipated
to be completed by September 30, 2025 in accordance with the 2025 Recruiting Strategy.




Operational Data Collection

We have created a dashboard to display our
progress in real time.

It indicates the status of our hires, the stages
each applicant is at, and the total number of
recruits hired for Cadet, Newly Sworn
Constables, and Experienced Officer hires.

A hidden sub-set of data can provide timelines
to show efficiencies between stages, in addition
to providing insight regarding where, and why,
an applicant may be rejected from the process.

The latter can be used to continuously
improve the recruiting process.




Moving Forward 2025/2026 — ‘Growing

)
the POOI in partnership with Corporate Communications

“Growing the Pool” — OACP and internal data show that the majority of successful applicants have employment and
educational backgrounds unrelated to policing. The HRPS has created programs to identify and attract applicants
outside of conventional pathways.

Improved Referral / Mentorship Program - 17% of applicants were referred by HRPS member
* Application Guide with Mentorship — over 25% success rate
e Incentivization Program pending

Strategic Marketing
*  Women in Policing
* Professional Athletes Program
e Military Program

Strategic Programs to create generational interest
e Pathway to Success — in partnership with Sheridan College
* Student Consultation Committee

* Programs to Optimize Success

e Enhanced Cadet Program

* Bootcamps

e Strategic Marketing to Identifiable Groups




Questions?




