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II.  HIRING AND RETENTION 
 

100. To maintain high-quality services, ensure officer accountability and create and 
retain a police force that upholds the sanctity of life, implements the least restrictive police 
response necessary in any given situation and polices in a non-discriminatory manner, CPD will 
develop and implement a hiring and recruitment plan with input from the communities most 
affected by police misconduct and where policing resources are most concentrated. That plan will 
be subject to approved from the Coalition and the Monitor, and will accomplish the following:  

 
a. Recruit and retain a police force throughout all command levels that is 

reflective of Chicago’s diversity with regard to residential geography, race, 
ethnicity, gender and LGBTQI status, and with the capacity and competence 
to implement non-biased and least intrusive policing and communicate 
effectively with the public; 
 

b. Develop new hiring and testing procedures to ensure that there is no disparate 
impact based on race, ethnicity or gender and that hiring preferences are 
provided to candidates who have lived in and/or attended school in Chicago’s 
most policed communities;  

 
c. Prohibit recruitment efforts that rely on images or depictions of guns, 

weapons, violence, military-like operations, uses force, and/or arrests;  
 

d. Prohibit recruitment efforts that fail to emphasize that all officers must engage 
in non-biased and least intrusive policing practices;  

 
e. Prohibit recruitment efforts and hiring practices that fail to provide equal 

access to all people for full and fair consideration of their qualifications 
regardless of race, ethnicity, gender and LGBTQI status;  

 
f. A background investigation for potential recruits that will include an 

evaluation of the following factors:  
i. Once an officer is provisionally hired, an in-person psychological 

screening of each candidate by an appropriately qualified and trained 
psychiatrist or psychologist;  

ii. An evaluation of police records, divorce and family-related court 
records, employment, military history and records, and driving 
records, specifically for the purpose of identifying each candidate’s 
history of engaging in violence, domestic violence and/or abuse. 
However, juvenile records, misdemeanors, arrests without 
convictions and non-violent convictions shall not automatically 
disqualify any candidate; 

iii. A review of personnel files from each candidate’s prior employment 
and feedback from a candidate’s previous supervisors;  

iv. An evaluation of each candidate’s history of using lethal and less 
lethal force, as well as training records and complaint history, if the 
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candidate has previous law enforcement experience;  
v. An evaluation of any civil actions in which the candidate has been 

named; 
vi. A screening of each candidate’s social media platforms to ensure the 

candidate’s suitability for implementing the terms of this Agreement 
and non-biased and least intrusive policing;   

vii. A search of all applicable national and state databases and oversight 
bodies to determine if the candidate have ever been decertified or 
disciplined while holding any position.  

 
101. To ensure that CPD retains officers with the capacity and competence to 

implement non-biased and least intrusive policing, CPD will implement a retention plan that will 
include:  

a. An evaluation of all officers on an annual basis based on the factors 
described above to determine if they remain fit for duty;  
 

b. Incentives and promotion opportunities for officers who engage in non-
biased and least intrusive policing. 

  


