
Agency Responding  Public Safety, Department of (DPS)
Submission Date 10/20/2019

Recommendation Number
Recommendations to Agency and Implementation Notes on File with Legislative Oversight Committee 
as of August 2019

Status of 
Implementation

Actual or Anticipated 
Date of 100% 
Completion

Estimated Net Financial 
Savings, Realized or 
Anticipated, in the 5 Years 
Following Implementation*

Non-Financial Benefits Realized or Anticipated from 
Implementing Recommendation

Non-Financial Drawbacks 
Realized or Anticipated from 
Implementing 
Recommendation

Additional Comments (optional)

Report Rec #01

AGENCY: Ensure the appropriate division head is involved in the hiring process.  Ensure policies outline clearly 
 which personnel provide input at which stages of the hiring process

 
IMPLEMENTATION: In its 2018 Request for Information, the agency indicated it believes the recommendation is 
unnecessary.  According to the agency, it evaluated its Policy 400.02 (Commissioned Law Enforcement Officer 
Application and Selection process) to consider changes that would include additional involvement of Law 
Enforcement Division directors in the final hiring decision, and did not see the need to make further changes to 
the policy.  The agency states implementation of this recommendation would possibly result in duplicative review 
of each candidate insofar as the Division Directors recommend hiring each candidate sent to the director for 
final approval.  For additional details see the Committee's study report and the agency's October 6, 2017 letter 

 to the Committee.  

Not Started - No 
plans to implement

N/A N/A N/A

Implementation of this 
recommendation would 
possibly result in duplicative 
review of each candidate 
insofar as the Division 
Directors recommend hiring 
each candidate sent to the 
director for final approval.

Each Law Enforcement Division (LED) has 
responsibility for managing the recruitment, 
application, and selection process of potential 
employees for their respective Division pursuant to 
SCDPS Policy 400.02 (Commissioned Law 
Enforcement Officer Application and Selection 
Process). Pre-selection activities include receiving 
the applications; testing and applicant processing; 
polygraph examinations; background investigations; 
and Selection Review Boards (SRB). The SRB is 
composed of officers selected by the applicable 
LED commander. Following its review, the SRB 
recommends applicants to the LED commander for 
review and selection. All LED commanders or their 
assigned staff coordinate with the Office of Human 
Resources throughout the application process 
before the applications are forwarded with his/her 
recommendations to the Director’s office for final 
approval. The Director relies heavily on the 
recommendations made by the LED commanders in 
evaluating applicants; however, as the Director of 
the agency, he retains the authority for final 
approval of each applicant. The agency has 
evaluated the role LED commanders play in the 
hiring process and believes that their role is 
significant. The department does not see the need 
to make further changes to SCDPS Policy 400.02.

Report Rec #02

 AGENCY: Research the cost and feasibility of implementing a career path for agency employees
 
IMPLEMENTATION: The agency indicated it is in the process of implementing this recommendation in its 2018 
Request for Information. The agency anticipates implementation by November 2018.  The agency states 
personnel are working diligently to formulate a career path that is feasible with the department's annual budget 
in hopes of increasing law enforcement officer retention and morale. The agency anticipates incurring costs to 
implement a proposed career path plan with cost savings realized if the plan is able to retain an experienced 
workforce. For additional details, see the agency's October 6, 2017 letter to the Committee and the agency's 
letters to the Committee between February and November 2018.

Partially 
Implemented

The agency completed 
and implemented the 
Master Trooper/Officer 
portion of the Law 
Enforcement Career Path 
on July 1, 2019. The 
agency developed a Law 
Enforcement Career Path 
Retention Plan that 
includes all ranks within 
its law enforcement 
divisions. The agency 
submitted a budget 
request for the funding 
necessary to implement 
the Law Enforcement 
Career Path Retention 
Plan on September 20, 
2019. The current Master 
Trooper/Officer Career 
Path and proposed Law 
Enforcement Career Path 
Retention Plan are 
attached hereto.

With the implementation of the 
Master Trooper/Officer Career 
Path, the agency has begun to 
realize cost savings associated 
with retaining a more experienced 
workforce. Going forward, the 
agency hopes to realize 
additional cost savings with the 
implementation of the Law 
Enforcement Career Path 
Retention Plan (if funded).

The deparment hopes that retaining more experienced 
officers will result in a more experienced workforce and 
increased morale.

As the department has not yet 
implemented the Law 
Enforcement Career Path 
Retention Plan, one possible 
negative could be related to 
funding and budget 
constraints. 

N/A

House Legislative Oversight Committee
Request for Information about Committee Recommendations, 2019

Agency Responses



Recommendation Number
Recommendations to Agency and Implementation Notes on File with Legislative Oversight Committee 
as of August 2019

Status of 
Implementation

Actual or Anticipated 
Date of 100% 
Completion

Estimated Net Financial 
Savings, Realized or 
Anticipated, in the 5 Years 
Following Implementation*

Non-Financial Benefits Realized or Anticipated from 
Implementing Recommendation

Non-Financial Drawbacks 
Realized or Anticipated from 
Implementing 
Recommendation

Additional Comments (optional)

Report Rec #03

AGENCY: Track applicable data to determine which recruiting methods are effective in obtaining applicants with 
the temperament and ability to successfully complete appropriate Criminal Justice Academy courses.  Include 

 this data in the agency’s Accountability Report each year
 
IMPLEMENTATION: The agency indicated it is in the process of implementing this recommendation in its 2018 
Request for Information. The agency anticipates implementation by September 15, 2019. The agency states it 
tracks the success of its recruiting efforts at multiple stages of the application process. As law enforcement  
applicants move through the process of becoming a trooper/officer, the pool of successful candidates becomes 
smaller and smaller, and the department takes an opportunity to evaluate which recruiting methods are most 
fruitful. In terms of benefits, the agency hopes that tracking recruiting data will result in the most effective 
recruiting program and an increase in quality applicants from which to choose.  By identifying better applicants, 
the agency hopes to reduce turnover. For additional details, see the agency's letters to the Committee between 
February and November 2018.

Complete  9/15/2019 N/A

Tracking recruiting data allows the agency to develop an  
effective recruiting program that increases the quality of 
applicants from which to choose. By identifying better 
applicants, the Department hopes to reduce turnover. 
Additionally, the agency is able to evaluate the effectiveness 
of varying recruiting efforts and adjust accordingly.

N/A

The Department tracks the success of its recruiting 
efforts at multiple stages of the application process. 
As law enforcement applicants move through the 
process of becoming a trooper/officer, the pool of 
successful candidates becomes smaller and 
smaller, and the department takes an opportunity to 
evaluate which recruiting methods are most fruitful. 
For additional information on how this information is 
tracked, please reference the agency's August 2018 
response to the Committee. Additionally, the 
agency's 2018 Year End Recruiting Summary, 2019 
First Quarter Report, and 2019 Second Quarter 
Report are attached hereto.

Report Rec #05

 AGENCY: Update the agency’s Personnel Allocation Model to conform to national standards
 
IMPLEMENTATION: The agency indicated it is in the process of implementing this recommendation in its 2018 
Request for Information. The agency anticipates implementation by January 2019.  According to the agency, as 
of February 2018, Highway Patrol had completed the necessary research and revised the agency's Personnel 
Allocation Model, with the draft under review for potential implementation. In terms of benefits, the agency states 
implementing the recommendation would allow the agency to efficiently assign resources statewide. For 
additional details see the agency's letters to the Committee between February and November 2018.

Complete 1/1/2019 N/A
Implementing the recommendation allowed the department to 
assign resources statewide efficiently.

N/A

The Highway Patrol Division completed the 
revisions to the PAM. Personnel assignments were 
determined utilizing the revised PAM on January 1, 
2019.

Report Rec #06

 AGENCY: Review industry best practices on trooper fatigue under various shift changes
 
IMPLEMENTATION: The agency indicated it is in the process of implementing this recommendation in its 2018 
Request for Information. The agency anticipates implementation by November 30, 2018.  According to the 
agency, a 10-hour pilot program for the Highway Patrol was implemented April 1, 2018 and was completed 
September 30, 2018. The Highway Patrol Executive Command staff is assessing the program and anticipates a 
final report by November 13, 2018 to be included in the agecy's 4th quarter report to the Committee along with a 
decision regarding overall implementation. Since the completion of the pilot program, all participating locations 
have returned to 12-hour shifts.  For additional details, see the agency's letters to the Committee between 

 February and November 2018.

Complete 11/30/2018 N/A N/A N/A

A 10-hour pilot program for the Highway Patrol was 
implemented April 1, 2018 and completed 
September 30, 2018. The Highway Patrol Executive 
Command staff assessed the program and the 
agency provided the analysis in its 4th quarter 
report to the LOC along with a decision regarding 
overall implementation. In accordance with the 
findings, all participating locations have returned to 
12-hour shifts. A copy of the Ten Hour Shift Pilot 
Project Summary is attached.

Report Rec #14

AGENCY: Restructure the agency so both the Office of Professional Responsibility and Human Resources 
Office report to the Legal Department, whose attorneys are subject to requirements of legal ethics and rules of 

 professional responsibility to remain licensed to practice law, then the Director
 
IMPLEMENTATION: Agency indicated it will not complete this recommendation in its 2018 Request for 
Information. The agency states in part, its Office of Human Resources is subject to audits from a number of 
outside regulatory bodies  which monitor its compliance with applicable law. Also, the agency states its Office of 
Strategic Services, Accreditation, Policy, and Inspections (OSAPI) provides oversight over all divisions within the 
agency, including the Office of Human Resources. For more detail, see the agency's 2018 Request for 

 Information response, as well as its letters to the Committee in August and October 2017.

Not Started - No 
plans to implement

N/A N/A N/A

The proposed restructuring 
would potentially jeopardize the 
attorney/client privilege that 
exists between the OGC and 
OHR and OPR staff. 
Additionally, under such an 
arrangement, attorneys could 
become witnesses to certain 
OHR and OPR matters, 
thereby making them 
witnesses for purposes of legal 
proceedings associated with 
the matters.

SCDPS’ Office of Human Resources is subject to 
audits from a number of outside regulatory bodies  
which monitor its compliance with applicable law. 
For more detail, see the Agency's August response 
to the Committee.
The Department’s Office of Strategic Services, 
Accreditation, Policy, and Inspections (OSAPI) also 
provides oversight over all divisions within the 
agency, including the Office of Human Resources. 
As an accredited agency through CALEA, the Office 
of Human Resources is required to submit proofs on 
a variety of topics in order to demonstrate 
compliance with Department policy. These materials 
are evaluated by the CALEA coordinator within 
OSAPI. Additionally, OSAPI has an internal auditor 
on staff who is available to conduct audits of the 
divisions within the agency, including the Office of 
Human Resources. Finally, the agency has an 
informal system of checks and balances within its 
structure to verify the accuracy of reported 
information. All divisions within the agency, including 
the Office of Human Resources, often work 
collaboratively on projects. This results in 
information being shared between divisions which is 
evaluated by colleagues.
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Report Rec #17

AGENCY: Require Troop Commanders and Supervisors in the Blythewood Office, including the Director, to 
 spend one day per month on the road to stay abreast of troopers’ daily activities

 
IMPLEMENTATION: The agency indicated it is in the process of implementing this recommendation in its 2018 
Request for Information. According to the agency, the director and command staff of the various SCDPS 
divisions continue to participate in ride-alongs with officers which provide a firsthand view of the daily challenges 
faced by the officers working the road and allow the director and various command staff to receive useful 
feedback and keep their fingers on the pulse of the climate in the field in areas ranging from process 
improvement to employee morale. Furthermore, as the Director, Deputy Directors (Colonels, Chiefs, 
Commanders), supervisors assigned to the Blythewood Office, and Administrative Command personnel 
regularly travel throughout the state in attendance, support, or command of numerous field operation 
assignments. [e.g., holiday enforcement, special duty assignments (bike weeks, state house rallies), promotional 
ceremonies, awards ceremonies (HP Trooper of the Year, HP TCO of the Year, STP Officer of the Year, BPS 
Officer of the Year, Public Servant of the Year), Highway Dedications for fallen troopers, emergency 
management operations (winter storms, hurricanes, floods, etc.), media-related events (e.g., highway safety 
campaigns)], they are given opportunities to interact with officers while gaining insight into their daily activities.  
Lastly, the department has regionalized many of its promotional and recognition ceremonies. This provides an 
opportunity for command staff to interact with officers at the local level while reducing the amount of time that 
those officers have to travel to headquarters.  The director and law enforcement commanders' field presence 
has resulted in greater engagement of field personnel.  In regards to financial impact, the agency states 
participating in ride-alongs and field operation assignments takes the director and command staff away from 
their administrative duties.  However, the agency believes the benefits of this participation far outweigh the 
associated costs.  For additional details about the revised report see the agency's October 6, 2017 letter to the 

 Committee and the agency's letters to the Committee between February and November 2018.   

In Progress Ongoing N/A

The director and command staff of the various SCDPS 
divisions continue to participate in ride-alongs and field visits 
with officers which provide a firsthand view of the daily 
challenges faced by the officers working the road and allow 
the director and various command staff to receive useful 
feedback and keep their fingers on the pulse of the climate in 
the field in areas ranging from process improvement to 
employee morale. Furthermore, as the Director, Deputy 
Directors (Colonels, Chiefs, Commanders), supervisors 
assigned to the Blythewood Office, and Administrative 
Command personnel regularly travel throughout the state in 
attendance, support, or command of numerous field 
operation assignments. [e.g., holiday enforcement, special 
duty assignments (bike weeks, state house rallies), 
promotional ceremonies, awards ceremonies (HP Trooper of 
the Year, HP TCO of the Year, STP Officer of the Year, BPS 
Officer of the Year, Public Servant of the Year), Highway 
Dedications for fallen troopers, emergency management 
operations (winter storms, hurricanes, floods, etc.), media-
related events (e.g., highway safety campaigns)], they are 
given opportunities to interact with officers while gaining 
insight into their daily activities.Lastly, the department has 
regionalized many of its promotional and recognition 
ceremonies. This provides an opportunity for command staff 
to interact with officers at the local level while reducing the 
amount of time that those officers have to travel to 
headquarters.
The director and law enforcement commanders' field 
presence has resulted in greater engagement of field 
personnel. 

Participating in ride-alongs, 
field visits, and field operation 
assignments takes the director 
and command staff away from 
their administrative duties, but 
the benefits of this participation 
far outweigh the associated 
costs.

N/A

Report Rec #20

AGENCY: Coordinate a meeting with the division of State Human Resources and other agencies which may 
have similar scheduling situations, (e.g., Department of Juvenile Justice; Department of Corrections; and 
Department of Social Services), to discuss ways to reduce the amount of time necessary to enter and update 

 personnel hours in the South Carolina Enterprise Information System
 
IMPLEMENTATION: The agency indicated it is in the process of implementing this recommendation in its 2018 
Request for Information. The agency anticipates implementation by March 1, 2019.  For additional details about 
the revised report see the agency's letters to the Committee between February and November 2018.  In terms 
of benefits, the agency state's its personnels' workload in regard to using the SCEIS timekeeping system has 
been reduced and streamlined.  Also, the agency's ability to track working time attributed to hazardous weather, 
special events, and other projects has improved.  In future years, the agency anticipates the following financial 
savings:  (A) $6,438 (est.) saved annually based on  Civilian Employees completing Law Enforcement Time 
Administration Duties; (B) In the event of natural disasters: (i) $1,878 (est.) saved annually based on Law 
Enforcement Officers no longer completing paper time sheets; (ii) $2,278 (est.) saved annually based on Law 
Enforcement Supervisors no longer completing  time administration duties; (iii) $5,549 (est.) saved annually 
based on Human Resources and Finance Personnel no longer completing time administration duties; and (iv) 

 $9,704 (est.) projected savings per disaster. 

Complete 3/1/2019

The agency continues to realize 
manpower savings associated 
with time entry. The agency 
previously provided the following 
estimates as to the annual 
savings based on these revised 
processes, and continues to 
realize similar savings during 
natural disasters or other 
significant events.

$6,438 (est.) saved annually 
based on civilian employees 
completing law enforcement time 
administration duties.                                                             
This revised process also results 
in savings in the event of natural 
disasters:
*$1,878 (est.) saved annually 
based on law enforcement 
officers no longer completing 
paper time sheets

*$2,278 (est.) saved annually 
based on law enforcement 
supervisors no longer completing  
time administration duties

*$5,549 (est.) saved annually 
based on human resources and 
finance personnel no longer 
completing time administration 

DPS personnel's workload in regard to using the SCEIS 
timekeeping system has been reduced and streamlined. The 
agency's ability to track working time attributable to 
hazardous weather, special events, and other projects 
continues to  improve.

N/A N/A

Notes:
* If implementation of a recommendation will result in a net cost to the agency, please include that as a negative number in column E.
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 Band Range:
$26,988 - $49,932 

 Band Range:
$39,960 - $73,935 

Trooper / Officer Trainee
(Band 4)

Trooper / Officer
(Band 5)

Trooper / Officer 
First Class
(Band 5)

Lance Corporal 
(Band 5)

Master 
Trooper/Officer

(Band 5)

Corporal 
(Band 6)

Sergeant
(Band 7)

F. Sergeant
(Band 7)

Lieutenant
(Band 7)

Captain
(Band 8)

Major 
(Band 8)

Entry
$43,000 (Non-Certified) 

$45,000 (Certified)
$43,000 (Non-Certified) 

$45,000 (Certified)
 $                 45,000  $               47,235  $                50,736  $                     54,236  $    61,083  $    65,822  $       70,561  $     82,146  $       90,571 

1
$43,000 (Non-Certified) 

$45,000 (Certified)

2
$43,000 (Non-Certified) 

$45,000 (Certified)

3
$43,000 (Non-Certified) 

$45,000 (Certified)
42,100$                 

4 *** Discipline  $                 45,000 
5  $                 45,000 
6 *** Discipline  $               47,235  $                     54,236  $    61,083 
7  $               47,235  $                     54,236  $    61,083  $    65,822  $       70,561 
8  $               47,235  $                     54,236  $    61,083  $    65,822  $       70,561  $     82,146  $       90,571 
9  $               47,235  $                     54,236  $    61,083  $    65,822  $       70,561  $     82,146  $       90,571 

10  $               47,235  $                     54,236  $    61,083  $    65,822  $       70,561  $     82,146  $       90,571 
11 *** Discipline  $                50,736  $                     55,321 62,305$     67,138$     71,972$        2%  $     82,146  $       90,571 
12  $                50,736  $                     55,321 62,305$     67,138$     71,972$         $     82,146  $       90,571 
13  $                50,736  $                     55,321 62,305$     67,138$     71,972$         $     82,146  $       90,571 
14  $                50,736  $                     55,321 62,305$     67,138$     71,972$         $     82,146  $       90,571 
15  $                50,736  $                     55,321 62,305$     67,138$     71,972$         $     82,146  $       90,571 
16 53,273$                5% 58,087$                     65,420$     70,495$     75,571$        5% 84,610$      93,288$       3%
17 53,273$                58,087$                     65,420$     70,495$     75,571$        84,610$      93,288$       
18 53,273$                58,087$                     65,420$     70,495$     75,571$        84,610$      93,288$       
19 53,273$                58,087$                     65,420$     70,495$     75,571$        84,610$      93,288$       
20 53,273$                58,087$                     65,420$     70,495$     75,571$        84,610$      93,288$       
21 57,002$                7% 60,991$                     68,691$     74,020$     79,350$        5% 88,841$      97,952$       5%
22 57,002$                60,991$                     68,691$     74,020$     79,350$        88,841$      97,952$       
23 57,002$                60,991$                     68,691$     74,020$     79,350$        88,841$      97,952$       
24 57,002$                60,991$                     68,691$     74,020$     79,350$        88,841$      97,952$       
25 57,002$                60,991$                     68,691$     74,020$     79,350$        88,841$      97,952$       
26 60,992$                7% 65,261$                     73,499$     79,202$     84,905$        7% 93,283$      102,850$     5%
27 60,992$                65,261$                     73,499$     79,202$     84,905$        93,283$      102,850$     
28 60,992$                65,261$                     73,499$     79,202$     84,905$        93,283$      102,850$     
29 60,992$                65,261$                     73,499$     79,202$     84,905$        93,283$      102,850$     
30 60,992$                65,261$                     73,499$     79,202$     84,905$        93,283$      102,850$     

20.21% increase*

SCDPS Law Enforcement Proposed Career Path (Attachment A)

 Band Range:
$48,622 - $89,956 

13.56% increase

Years of Law 
Enforcement 
Service with 

DPS

 Band Range:
$32,838 - $60,760 % Increase % Increase

20.33% increase

% Increase

Position Position Position

 Band Range:
$59,161 - $109,457 



 

South Carolina 
Department of Public Safety 

 
 
 
 
 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Recommendation 3 

 

Attachment 1 

















 

South Carolina 
Department of Public Safety 

 
 
 
 
 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Recommendation 3 

 

Attachment 2 

































 

South Carolina 
Department of Public Safety 

 
 
 
 
 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Recommendation 3 

 

Attachment 3 





























 

South Carolina 
Department of Public Safety 

 
 
 
 
 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Recommendation 6 

 

Attachment 1 


















	2019 SCDPS RFI.pdf
	SCDPS 2019 RFI Attachments.pdf

