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Members of the St. Mary’s County Sheriff’s Office Honor Guard at Law 
Enforcement Appreciation Day an Event Sponsored by the Department of Aging, 
TRIAD/S.A.L.T. (Seniors and Law Enforcement Together) Council and Board of 

County Commissioners for St. Mary’s County.  The event takes place during 
National Police Memorial Week and pays tribute to law officers who have perished 

in the line of duty as well as honors the Officers of the Year for each agency. 
     

In 2006, the St. Mary’s County Sheriff’s Office was proud to honor as  
Officers of the Year:  

   
Law Enforcement -  Senior Deputy First Class Margaret M. Smolarsky  

 Corrections  - Corporal John T. Ucekay. 
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Headquarters 
23150 Leonard Hall Drive 
Leonardtown, MD 20650 
301-475-4200 Ext. 1900 

301-475-4047 Fax 

Detention Center 
41880 Baldridge Street 

P.O. Box 960 
Leonardtown, MD 20650 
301-475-4200 ext. 3200 

301-475-4010 Fax 

Office of the Sheriff 
St. Mary’s County 

March 19, 2007 
TIMOTHY K. CAMERON 

SHERIFF 

Dear Residents of St. Mary’s County: 
 
As the newly elected Sheriff of St. Mary’s County, I wholeheartedly believe in the strategic 
management process.  Typically strategic plans are multi-year plans; however, due to my short 
tenure in office, this strategic management plan is representative of a one (1) year plan – Fiscal 
Year 2008.     
 
In the not to near future, the agency will commence the strategic management planning process 
anew and compile a three (3) year strategic plan which will address Fiscal Years 2009, 2010 and 
2011.  The plan will build upon the foundation of this document which has begun to incorporate 
my Plan of Action for the St. Mary’s County Sheriff’s Office to successfully respond to 
community needs. 

Success can only be achieved through a collaborative approach with citizens and police to 
combat crime and solve problems.   Progress cannot be based solely on diminishing numbers of 
calls, arrests rates or crime rates. The viability and sustainability of neighborhoods are the true 
measure of the Office of Sheriff’s success or failure. Improving the quality of life in all 
communities must be the priority of the Sheriff and his personnel.  To that end, this first strategic 
management plan document of my administration begins to address my Plan of Action which is: 

• A relentless pursuit of those who sell drugs and those who use them – Expand the 
Vice/Narcotics Division and refine drug enforcement efforts in a two (2) tiered approach; 
major case investigation and street level narcotics enforcement with a commitment to 
combating illicit drug crimes at al levels.  

• Establish exceptional working relationship with the States Attorney to insure continuity 
of effort, necessary case preparation, collaboration on Domestic Violence issues, and 
maximize Crime Prevention initiatives.  

• Utilize existing case management system for accountability and justification for 
personnel and insure timely follow up with crime victims.   

• Replicate HOTSPOT/CSAFE theory and methodology throughout St. Mary’s County and 
transition agency to a true Community Policing Based Agency through the Community 
Service Officer Initiative.   Community policing is a philosophy that calls for Police and 
community cooperation to determine the problems and desires of the community and 
subsequently develop strategies to address these needs. The foundation of community 
policing is an environment of communication with the community. 
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Residents of St. Mary’s County 
Continued 
Page 2 
 

• Implement CompStat crime control model to efficiently and effectively utilize existing 
personnel and existing technology, determine crime trends, collect and disseminate 
timely intelligence information, rapid deployment of police resources, relentless follow-
up investigation, and to hold management and supervision accountable for performance 
and response to these crime trends. 

• Reconfigure Sheriff’s Office patrol areas of the county to increase police visibility, 
improve police response times, and improve case investigative follow up with crime 
victims. 

• Conduct research and analysis of emerging GANG problem and pursue Governors Office 
of Crime Control and Prevention (GOCCP) grants for gang initiatives. We must 
determine the extent of the problem, identify community resources to combat gangs, and 
collectively determine a course of action. 

• Expand the School Resource Officer program and broaden the interaction of those 
officers in the schools to include instructional roles.  Re-establish the DARE (or similar 
program) to all levels of schools. Work with St. Mary’s County Board of Education to 
solidify our collaborative response to events that threatened our children’s safety.  

•  Include community input during Strategic Management Planning to insure accuracy of 
“Community Expectations.”  This can hardly be accomplished without the participation 
or inclusion and involvement of the community. The public is the ultimate judge of what 
constitutes quality policing; an environment that encourages discussion and community 
feedback is the foundation for any community policing initiative.  

• Develop a diverse work force committed to the mission of the Sheriff’s Office. Place 
emphasis on recruitment and retention of minority officers to improve the representative 
diversity of the agency. Mentor, coach, and develop excellence in all employees. 
Establish educational opportunities for employees to ensure the future of the agency.  

• In cooperation with the St. Mary`s Board of County Commissioners, solicit a resource 
analysis of the Sheriff’s Office by an outside entity such as International Association of 
Chiefs of Police, Police Executive Research Forum, National Organization of Black Law 
Enforcement Executives or Johns Hopkins University Department of Public Safety 
Leadership to establish current and future personnel needs. This analysis could be the 
foundation to a “Bridge to Excellence” for Public Safety. 

• Immediately address the Capitol Improvement Plan for the St. Mary’s County Detention 
Center and determine project viability. In the interest of correctional staff and inmates, 
contingency plans for dangerous overcrowding must be developed to prevent litigation, 
injury, or loss of life. 

• Refine Sheriff’s Office response to domestic violence and family advocacy issues by 
establishing a Family Services Unit/Domestic Violence Unit that works in partnership 
with public and private agencies. 

• Homeland Security- Provide for active participation with the Department of Homeland 
Security through attendance in federal/state task forces and various intelligence agencies.  
Research and seek grant initiatives which will prepare the agency for a more proactive 
response in the protection of our citizens from acts of terrorism and related events.   
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Residents of St. Mary’s County 
Continued 
Page 3 

• Maximize patrol resources using the successful example of combining Maryland State 
Police and St. Mary’s County Sheriff’s investigations personnel into the Bureau of 
Criminal Investigation (BCI), explore, examine and discuss with Maryland State Police 
Command the possibility of coordinating uniform patrol personnel in the same manner. 
Eliminating dysfunction of two competing systems would improve police coverage of the 
county, improve police visibility, reduce response times, and improve efficiency of police 
operations.  

This Plan of Action is by no means all inclusive and will certainly change based on community 
feedback and input of agency employees. I look forward to talking with you about your concerns 
or your suggestions to better our county and your St. Mary’s County Sheriff’s Office. 

       Respectfully Submitted, 

          

       ____________________________________ 
       Timothy K. Cameron 
       Sheriff 
       St. Mary’s County, Maryland 
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ACCOMPLISHMENTS 
Calendar Year 2006 

 
 

 
Home Detention Converts to Global Positioning Systems Technology 

 

 
McGruff Safety Demonstration during Sheriff’s Open House 
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ACCOMPLISHMENTS  
 
 
The Office of the Sheriff is especially proud of the following: 
 
Accomplishments for 2006:  
 

 Began usage of Global Positioning Systems (GPS) to monitor inmates on the 
Home Detention Program through a contractual agreement with iSECUREtrac. 

 
 Initiated a Middle School Resource Officer Program with the assignment of a 

Deputy Sheriff who devotes time between Esperanza Middle School and Spring 
Ridge Middle School. 

 
 Law Enforcement Terrorism Prevention Program (LETPP) grant monies were 

awarded for the purchase of a Mobile Command Center to enhance information 
sharing and interoperability communications. 

 
 National Award Winner for outstanding participation in the 23rd Annual National 

Night Out a crime, drug, and violence prevention program. 
 

 Arrested a suspect in a Cold Case Homicide from 1993 as a result of a total case 
review and investigation. 

 
 Established an internal Gun Review Board to determine disposition of over 900 

firearms from cases such as expartes, emergency petitions, and domestic violence 
cases. 

 
 Obtained four (4) tracking devices through a Homeland Security Grant to enhance 

investigative capabilities of the Bureau of Criminal Investigations (BCI). 
 

 Conducted 133 Narcotics Search/Seizure Warrants wherein 121 arrests were made 
and $172,697.40 of narcotics were seized.. 

 
 Procured grant monies to secure a Sex Offender Registry Coordinator which 

enhances the monitoring of sex offenders in our jurisdiction.  
 

 Information technology upgrade to enhance fingerprinting equipment/software at 
the adult detention center. 
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ACCOMPLISHMENTS 

 
 
Accomplishments for 2006 (Continued):  
 
 

 Achieved Immigration and Custom Enforcement (ICE) Audit Compliance. 
 

 Signed a “Memorandum of Agreement” with Walden/Sierra, Inc. to secure beds 
for inmates at the Anchor Residential Treatment Center for Adult Substance 
Abuse. 

 
 100% Service Rate for Child Support Warrant Section. 

 
 Formed a joint St. Mary’s County Sheriff’s Office and Maryland State Police 

Domestic Violence Unit. 
 

 Reinstituted the Commercial Vehicle Enforcement Team for the enforcement of 
federal and state laws. 
 

 Awarded Mobile Data Computers grant monies which will allow law enforcement 
personnel real-time access to information. 
 

 “Smooth Operator” Award for cooperative efforts in reducing motor vehicle 
crashes resulting from aggressive driving. 

 
 Completed Commission on Accreditation for Law Enforcement Agencies 

(CALEA) Accreditation Mock Assessment. 
 

 Issuance “of totally revamped and updated” Policy and Procedure Manual for the 
first time since 1988 and the creation of 31 Standard Operating Procedures for key 
units and/or positions of the St. Mary’s County Sheriff’s Office. 
 

 Awarded Governor’s Office Collaborative Supervision and Focused Enforcement   
(CSAFE) formerly “Hot Spots” Program grant monies and began overall program 
management of CSAFE. 
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EXECUTIVE SUMMARY 
 
 
The St. Mary’s County Sheriff’s Office is steadfast in its commitment to provide the highest 
quality service through Respect, Integrity and Professionalism.   To that end, in 2004, the Office 
of the Sheriff began a strategic management planning process for the St. Mary’s County Sheriff’s 
Office which resulted in the “first ever” agency strategic management plan document.   The St. 
Mary’s County Sheriff’s Office Strategic Management Plan for Fiscal Year 2008 addresses the 
following critical issues: Staffing/Mandates/Workloads, Crime Rates, Response Times/Calls for 
Service, Demographics, Hiring, Retention, Collateral Duties, Community Expectations, Capital 
Improvement Projects, Risk Management, Accreditation, Training, Retirement and Technology. 
 
 
Staffing/Mandates/Workloads – The “Staffing/Mandates/Workloads” section of this document 
addresses the crucial need for additional personnel to provide proactive response to community 
needs and concerns.   This segment promotes the budgetary approval to contract with an 
independent consulting firm to conduct a Law Enforcement Resource Analysis.  In addition to 
promoting an independent resource analysis, five (5) sworn Deputy Sheriffs are requested to 
address two (2) areas of concern.  Positions would be allocated to the Vice/Narcotics Unit of the 
Bureau of Criminal Investigations and positions would be assigned to the Special Operations 
Division to return drug and violence resistance programs to the schools of St. Mary’s County. 
 
Civilian support staff have been introduced into the law enforcement and corrections fields 
beyond the traditional secretarial and dispatching jobs.  This has allowed Deputy Sheriffs and 
Correctional Officers to concentrate on their primary duties.  To that end, in FY08 the SMP has 
recommended the hiring of a full-time Law Enforcement Administrator and Public Information 
Officer, two (2) “Relief” Station Clerks, and two (2) Corrections Inmate Processing/Property 
Specialists.     Lastly, it is being recommended to retain highly qualified candidates the 
conversion from temporary part-time (TPT) to full-time employee a Background Investigator 
and the Accreditation Manager. 
 
Crime Rates – Current trends in law enforcement involve community policing and focused 
strategies.  One such strategy to be implemented by the St. Mary’s County Sheriff’s Office is the 
implementation of CompStat (computer statistics or comparative statistics).  CompStat is a 
multi-layer dynamic approach to crime reduction, quality of life improvement and personnel and 
resource management.    
 
 
Response Times/Calls for Service – A quick response time to a call often saves lives and 
protects property.  From 2002 to 2006, the response time to emergency calls has increased 2.5% 
and the response time for non-emergency 911 calls has decreased 0.8%   In order to ensure a 
quick response time, it is recommended to increase staffing levels in accordance with the action 
steps delineated in the Staffing/Mandates/Workloads topic paper.    
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EXECUTIVE SUMMARY – (Continued) 
 
 
Demographics- The population of St. Mary’s County is 96,550 and based on the economic 
profile and demographic overview is projected to reach 108,150 by 2010.  This growth has 
attributed to the increase in construction of new homes, schools and the expansion of roadways 
to accommodate an increased volume of traffic.    The Office of Base Housing at Patuxent River 
recently informed the St. Mary’s County Sheriff’s Office that is moving base housing off base 
and into St. Mary’s County Communities in the Summer of 2007.  Since DOD police do not 
respond off of the base, the responsibility of additional police services will fall upon the St. 
Mary’s County Sheriff’s Office. 
 
Hiring -  The Sheriff’s Office has consistently had a number of positions to be filled, which 
includes deputies, correctional officers and civilians.   The critical issues identified are finding 
qualified applicants, competitive salaries and benefits, and the cost of housing in St. Mary’s 
County.   In order to meet hiring objectives, the Sheriff’s Office will endeavor to work closely 
with St. Mary’s County Government Department of Human Resources on advertisement issues; 
broaden advertising areas; and participate in job fairs in St. Mary’s County and surrounding 
areas.   
 
Retention –Between July 1, 2005 and June 30, 2006, thirty-nine (39) employees have departed 
the St. Mary’s County Sheriff’s Office (10-Civilians, 15-Deputies, and 14-Correctional Officers).  
It is in the Sheriff’s Office economic advantage to increase retention and reduce costly staffing 
turnovers.  Retention strategies begin at the time of hire and continue throughout employment 
through improving working conditions, communicating support and appreciation, investing in 
training employees and focusing on improving the Sheriff’s Office retirement system.   
 
Collateral Duties – Collateral duties are in addition to the officer’s primary function.  The 
objective of collateral duties is to satisfy legal mandates, reduce/eliminate risk management 
issues and insure efficient operation.  The recommendation is to increase staffing levels to evenly 
distribute collateral duties in law enforcement and corrections. 

Community Expectations – In order to meet and understand community expectations, the 
Sheriff’s Office will include community input during Strategic Management Planning. The 
Sheriff’s Office will endeavor to hold town meetings and conduct surveys of both citizens and 
employees to increase the community’s level of participation in policing initiatives.   

Capital Improvement Projects – Due to the significant growth in the inmate population, bed 
space within the Adult Detention Center has reached critical levels.  A needs assessment and 
program master plan are being formulated in accordance with the Local Jails Capital 
Improvement Program format for submission to the State of Maryland to seek monetary 
assistance in expanding the housing capabilities.  A second capital improvement project is in the 
beginning stages to request funding for a feasibility study to identify county owned land and 
costs to construct a firearms range.  
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EXECUTIVE SUMMARY – (Continued) 
 
 
Risk Management – Sheriff’s Office employee’s do not have the luxury of saying “no” to doing 
something because the risks or the possibility of injury or death is high.    In order to identify 
risks and reduce or eliminate them, we will work with the County Risk Manager to establish a 
risk management plan.  
 
Accreditation – The Sheriff’s Office continues toward the goal of becoming internationally 
accredited through the Commission on Accreditation for Law Enforcement Agencies, Inc. 
(CALEA).   The formal CALEA on-site assessment is scheduled for April, 2007.  The St. Mary’s 
County Sheriff’s Office is expected to receive its CALEA Accreditation Certification in July of 
2007.  The re-accreditation process will occur every three (3) years. 
  
Training –Providing for the security of citizens is a top priority of law enforcement executives 
throughout the United States.  With the recent acts of domestic terrorism and since September 
11th law enforcement leaders have made it a goal to enhance the professional development of 
their police executives to successfully manage and lead their agency through the 21st century.  As 
such budgetary approval is sought to implement an Executive Leadership Staff Development 
Program. 
 
Retirement –   Retirement has come to the forefront as a critical issue for the retention of the 
employees of the St. Mary’s County Sheriff’s Office.  The Sheriff’s Office staff is very aware of 
the cost involved and the burden it puts on the citizens to financially support any retirement 
package or plan.  However, it is extremely difficult to recruit and retain deputy sheriffs and 
correctional officers when these officers can apply to a neighboring county that possesses a 
better retirement plan. 
  
 
The Sheriff’s SMP Team will continue the strategic planning process in order to ensure the 
successful implementation, evaluation, and modification of its plan.  Implementation of the 
“action steps” presented in this document is predicated upon successful funding.  The Strategic 
Management Plan for the Office of the Sheriff, although it is a one-year plan, shall be updated 
annually.    
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FISCAL OVERVIEW 
 
The Office of the Sheriff for St. Mary’s County is committed to using its resources in the most 
prudent manner.  The agency recognizes the importance of carefully identifying and addressing 
critical issues.  The action steps contained in this document will be implemented immediately 
following the budgetary approval of the Board of County Commissioners (BOCC).  The 
Strategic Management Plan will be updated annually and monitored on a regular basis. 

 
 
 
Critical Issues 

 
Located on 
Page Number 

 
Fiscal Year 2008 
Budgetary Request 

 
1.  Staffing/Mandates/Workloads 

 
Page              24

 
$               1,061,495 

 
2.  Crime Rates 

 
Page              38 

 
$                          -0-   

 
3.  Response Times/Calls for Service 

 
Page              40 

 
$                          -0-   

 
4.  Demographics 

 
Page              43

 
$                          -0-   

 
5.  Hiring 

 
Page              44

 
$                    23,598   

 
6.  Retention 

 
Page              45 

 
$                       TBD   

 
7.  Collateral Duties 

 
Page              47

 
$                          -0- 

 
8. Community Expectations 

 
Page              49

 
$                          -0- 

 
9. Capital Improvement Projects 

 
Page              52

 
$               1,766,236  

 
10. Risk Management 

 
Page              56

 
$                  293,292 

 
11. Accreditation 

 
Page              58

 
$                    49,500   

 
12. Training 

 
Page              60 

 
$                    15,860 

 
13. Retirement 

 
Page              63

 
$                       TBD   

 
14. Technology 

 
Page              65

 
$                  786,000   

 
 
      Total 

  
 
$               3,995,981   
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ORGANIZATIONAL STRUCTURE 
  
 
 

Office of the Sheriff 
Command Staff/Divisions 
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ORGANIZATIONAL STRUCTURE – (Continued) 
 
 

- Office of the Sheriff 
o Assistant Sheriff 
o Command Staff 
o Bureau of Professional Responsibilities 
 

- Administrative Division 
o Accreditation Section 
o Fiscal Section 
o Systems Administrator 
o Police Services 
o Records Section 
o Personnel Section 
 

- Bureau of Criminal Investigations 
o Crimes Against Property/Persons 
o Vice/Narcotics Unit 
o Crime Lab Unit 
o Domestic Violence Unit 
o Property Unit 
 

- Corrections Division 
o Operations Section 
o Classification and Programs Section 
o Support Services Section 

 
- Patrol Division 

o Uniformed Patrol 
o Station Clerks 
 

- Special Operations Division 
o Judicial Services – Court Security and Civil Process 
o Canine Unit – Narcotics Detectors, Explosive Detectors, and Utility 
o Child Support Enforcement 
o Training and Education 
o Community Services – Traffic Safety, Alcohol/Tobacco Enforcement, School 

Based Programs, and Community Policing 
o Emergency Services Team 
o Honor Guard 
o Critical Incident Negotiator Team 
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AGENCY MISSION  
 

The mission of the St. Mary’s County Sheriff’s Office is to provide the highest 
quality of service through respect, integrity and professionalism. 

 

 
Immediately upon oath of office, Sheriff Cameron appointed Captain John D. 
Horne as the Assistant Sheriff. Under his leadership, Captain Horne 
commands five (5) Divisions of the Office of the Sheriff – Administrative, 
Bureau of Criminal Investigations, Corrections, Patrol and Special 
Operations. 
 
DIVISION GOALS: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Administrative Division 
Sergeant Terry L. Black, “Acting” Commander 

 
  The overall objective of the Administrative Division is to provide  
  continuous  and  effective  services to  agency  personnel and  the  

community through a well-trained, efficient, and productive civilian staff.   
 
The goals of the Administrative Division are:  to maintain concise, accurate, and 
secure records; recruit and retain qualified personnel to sustain professional 
agency growth; strengthen and refine professional effectiveness through 
increased training opportunities and the utilization of updated equipment; provide 
accurate and timely financial analysis for the development, implementation and 
monitoring of the agency’s annual budget; and to effectively move through the 
CALEA Accreditation process.  
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AGENCY MISSION 
 

DIVISION GOALS – (Continued): 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Corrections Division  
Lieutenant Michael R. Merican, Commander 

 
   The  goal of the Corrections Division is to be a model correctional 
   institution dedicated to the humane care, custody, and  control  of    
   all inmates.   Detainees are treated with dignity and respect with a 

focus on providing programs designed to promote educational, occupational 
and life enrichment skills which reduce recidivism and enforce positive 
reintegration to the community.  We remain cognizant to fiscal prudence 
through the employment of alternatives to incarceration and embrace to exceed 
the mandates and regulations set forth by the Maryland Commission on 
Correctional Standards. 

  Bureau of Criminal Investigations 
Lieutenant Louis F. Burris, Commander 

 
   The goal of the Bureau of Criminal Investigations (BCI) Division 
    is to provide the citizens of St. Mary’s County with a    combined 

           Unit of well-trained, well-equipped, cohesive, efficient and 
professional Maryland State Troopers and St. Mary’s County Deputy Sheriffs, 
who are dedicated to ensuring persons responsible for committing felony acts 
are brought to justice, by diligently conducting thorough, state of the art 
investigations.  We strive to provide the community with the very best 
investigative services available.                                                                               
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AGENCY MISSION 
 
DIVISION GOALS – (Continued): 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Patrol Division 
Lieutenant Daniel D. Alioto, Commander 

 
 The goal of   The goal  of the  Patrol  Division is to deploy  an adequate number 
                      of highly proficient employees, equipping them with the most  up- 
                      to-date resources available, to serve and protect the citizens of St. 
Mary’s County to the best of our ability.  We will continue to maintain a forward 
vision, preparing for the ever increasing demands on law enforcement and our 
community.  We will perform our duties and responsibilities in a positive 
professional manner at all times and strive to meet the needs of our personnel and 
the community alike.    

Special Operations Division 
Lieutenant Edward A. Willenborg, Commander 

 
   The,      The  Special  Operations  Division   is comprised of Training and 
the most        Education, Judicial Services, Community Services, Canine,  and 
e                     the Emergency Services Team.  Our goal is to promote pro-active 
problem solving and community partnerships to address the cause of crime and 
other community issues.  We believe by partnering with service organizations, 
schools, neighborhood groups, businesses and citizens, we will reduce crime and 
improve the quality of live in St. Mary’s County. 
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TOPICS SECTION 
 
 
 

 



 23

TOPIC PAPERS  
 Critical Issues Fiscal Year 2008 

 
• Staffing/Mandates/Workloads 

• Crime Rates 

• Response Times/Calls for Service 

• Demographics 

• Hiring 

• Retention 

• Collateral Duties 

• Community Expectations 

• Capital Improvement Projects 

• Risk Management  

• Accreditation 

• Training 

• Retirement 

• Technology 
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STAFFING/MANDATES/WORKLOADS 
 

LAW ENFORCEMENT 
 
 
General Overview 
The Sheriff is an elected official who serves a four (4) year term empowered by statute for the 
enforcement of laws, preservation of peace, execution of legal process, prisoner care and 
custody, as well as assuming the overall responsibility for invoking all mandates prescribed by 
the courts. In St. Mary’s County, the Sheriff’s Office is the primary law enforcement agency and 
handles more than 80% of the total calls for police service. 
 
Trends 
The constitution of the State of Maryland mandates the Sheriff and his Deputies serve as the 
“arm” of the circuit court as well as the warden of the County Adult Detention Center.  However, 
community needs and trends have dictated the Sheriff provide a broad range of full police 
services which could not have been anticipated when Maryland Constitution was conceived. 
Therefore, the St. Mary’s County Sheriff is responsible for answering to the community with a  
proactive response to citizens concerns. This response has called for the creation of many 
specialized services which extend beyond the scope of one’s general perception of a Deputy 
Sheriff, and has dramatically increased employee workloads. Consequently, these specialized 
services require an increase in personnel, training, and equipment. 
 
Since the introduction of the St. Mary’s County Sheriff’s Office Strategic Management Plan 
(SMP), there has been progress in identifying and addressing critical issues faced by the agency. 
However, the agency and the SMP committee realize neither the plan nor this document is static 
in nature. Budgetary shortfalls and employee attrition demand refocus and direction change as 
needed, while still building upon the foundation of the original plan. 
 
With the recent installation of a new Sheriff, comes renewed enthusiasm and fresh ideas.  The 
revisions made to this portion of the SMP document for Fiscal Year (FY) 2008 reflect a change 
in direction in an effort to address staffing and workload concerns in a realistic fashion, working 
within the budgetary constraints.  Instead of asking for a large number of new sworn personnel to 
try and attain a ratio of 2.0 officers per 1000 residents (at this ratio, the agency is 45 officers 
short entering FY08), the Sheriff’s Office has determined an independent, comprehensive Law 
Enforcement Resource Analysis should occur to definitively and precisely identify the real 
staffing needs for St. Mary’s County.  
 
According to the United States Census Bureau, the St. Mary’s County’s population has increased 
12% from 86,211 in the year 2000 to 96,550 in 2005, and is growing.  The St. Mary’s County 
Department of Economic and Community Development have identified a population growth to 
108,150 inhabitants by the year 2010.  This is an average growth rate of 2,320 inhabitants yearly 
for the next five (5) years.   
 
The Naval Air Station Patuxent River (Patuxent River) sits in the heart of St. Mary’s County. 
According to statistics, most of the people working at the air station, approximately 75% live in 
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St. Mary’s County.  In addition, over 8,200 more persons commute into St. Mary’s County to 
work at Patuxent River.  Approximately 3,100 military personnel and their dependents currently 
reside aboard base, and are in the jurisdiction of the Department of Defense (DOD) Police and 
the Naval Criminal Investigative Service (NCIS). The Office of Base Housing at Patuxent River 
recently informed the St. Mary’s County Sheriff’s Office that it is moving base housing off base 
and into St. Mary’s communities.  The transition of base housing will begin taking effect in the 
Summer of 2007.  Since the DOD police do not respond to calls for service off of the base, the 
responsibility for the additional police services will fall upon the St. Mary’s County Sheriff’s 
Office. 
 
The local Maryland State Police (MSP) Barrack is located in Leonardtown. The MSP does share 
a smaller percentage of the law enforcement duties within the county; however, the St. Mary’s 
County Sheriff’s Office remains the primary law enforcement agency for St. Mary’s County. In 
2005, St. Mary’s County received 74,642 calls for police service.  The Sheriff’s Office 
responded to and provided police services for 57,417 or 77% of the total calls received.  A total 
of 77,373 calls for police service were received in 2006.  The Sheriff’s Office responded to and 
provided police related services for 62,527 or 81% of those calls received.  As the county 
continues to grow, the calls for service increase.  
 
Total Calls for Service 2005: 
 

Agency Total Calls For Service Response Percentage  
St. Mary’s County Sheriff 57,417 77% 

Maryland State Police  17, 225 23% 
Total 74,642 100% 

 
Total Calls for Service 2006: 
 

Agency Total Calls For Service Response Percentage 
St. Mary’s County Sheriff 62,527 81% 

Maryland State Police 14,846 19% 
Total 77,373 100% 

 
Critical Issues  
Increasing calls for service, growth of the inmate population, and demands from the expanding 
community continue to be the most critical issues. The need for additional civilian, correctional, 
and law enforcement personnel is crucial in order to provide a proactive response to community 
needs and concerns.   
 
Goals 
Seek budgetary approval and acceptance of the strategic management plan by the St. Mary’s 
County Board of County Commissioners, to include the aforementioned comprehensive Law 
Enforcement Resource Analysis which will prove instrumental in the accurate identification of 
staffing needs as well as the future development and refining of our strategic management plan. 
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Potential Impact(s)/ Benefits(s) 
 Adverse impact if critical issues are not addressed: 

 Decreased officer safety. 
 Increased liability. 
 Unfavorable community opinion. 
 Low employee morale. 
 Increased sick/accident leave. 
 Increased citizen complaints. 
 Employee retention. 

 
Benefits: 

 Increased officer safety. 
 Safer community. 
 Decreased liability. 
 Favorable community opinion. 
 Increased employee morale. 
 Decreased sick/accident leave. 
 Decreased citizen complaints. 
 Improved employee retention. 

  
Recommendations / Law Enforcement 
The Office of the Sheriff realized a growth of an additional five (5) deputies in FY07 despite a 
request for twelve (12) sworn law enforcement positions. Last year’s SMP document also 
indicated the agency would be requesting approval for fifteen (15) sworn law enforcement 
positions for FY08 on top of any not received in FY07, for a total of twenty-three (23). These 
recommendations were made based on an internal assessment of a committee designed to 
promote a long term progressive growth plan for the attainment of 2.0 officers per 1,000 
inhabitants.  
 
Historically, the law enforcement community has relied on ready made, universal staffing 
standards such as officer-per-thousand population to determine the needs for police resources 
and services within their jurisdiction.  This ideology is antiquated and does not take into account 
the specific needs of a community.  The St. Mary’s County Sheriff’s Office wishes to adopt a 
more progressive methodology of determining staffing and allocating available resources.  
Staffing and deployment is a complex endeavor and must take into consideration an extensive 
series of factors which include, but are not limited to; population size and density, cultural 
attitudes, policing philosophy, policies and practices, demands for crime control and non-
criminal services with available resources. It is our goal to seek budgetary approval and 
acceptance to contract an independent consulting firm to conduct a Law Enforcement Resource 
Analysis to determine staffing and allocation of Deputies to meet the growing demands for 
police services within St. Mary’s County. An independent resource analysis will offer an 
objective evaluation of all consideration.  All factors will be evaluated and then formulated into a 
practical and fiscally responsible road map for the staffing and deployment of resources to meet 
the needs of the community and this agency.   
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For Fiscal Year 2008, the SMP committee is recommending approval for: 
 
Funding for five (5) sworn Deputy Sheriff positions:    The addition of these five (5) officers will 
allow the agency to address two (2) areas of great concern where immediate help is needed, and 
which happen to be related: 
 
Two (2) of the positions will be allocated to the Vice/Narcotics Unit of the Bureau of Criminal 
Investigations. The unit is currently staffed by a total of six (6) officers, which includes 
supervision.  Two (2) of the officers are Maryland State Police Troopers. The illegal 
manufacturing, sale and abuse of dangerous narcotics continue to increase in St. Mary’s County 
as it does nationwide. The increase of these type offenses combined with the increase in the 
number of persons committing these offenses result in a parallel rise in crimes of violence 
against persons and in property crimes. The Sheriff’s Office must have the resources to combat 
these trends, and it begins with increasing the staffing in the Narcotics Unit. This vital increase in 
manpower cannot presently occur from within, as there are simply no other units/sections which 
can afford a decrease in manpower.  
 
In addition to enhancing narcotics enforcement, the Sheriff’s Office would like to see the return 
of a drug and violence resistance program in the schools of St. Mary’s County. The Drug Abuse 
Resistance Education (D.A.R.E.) program was a mainstay in St. Mary’s public and parochial 
schools from 1988-2002. Due to manpower, the program was removed in 2002 and the three (3) 
sworn positions dedicated to D.A.R.E. were reallocated throughout the agency. The primary 
mission of D.A.R.E. and similar programs is to provide youth with the information and skills 
needed to live drug free and violence free lives by equipping them with tools that will enable 
them to avoid negative influences, and instead enable them to focus on their strengths and 
potential. Additionally, D.A.R.E. and like programs establishes positive relationships between 
students and law enforcement, teachers, parents and other community leaders. Every young 
person in St. Mary’s County should have the opportunity to grow up healthy, safe, secure, and 
equipped with the skills needed to succeed in life. Not only will school programs such as these 
allow our children to receive this most valuable education, but our schools will be made safer by 
the presence of police officers within their walls. For the last four (4) years, the strongest voice 
for staying drug and violence free has been silenced within our schools. Bringing back D.A.R.E. 
or a similar program will allow the drug and violence free message to once again be heard by our 
children. The Sheriff’s Office would need budget approval for three (3) sworn positions in order 
to return a positive police influence to our schools. An added incentive for the approval of these 
positions is any Deputies selected for these positions would be “cross-trained” as School 
Resource Officers (SROs). Our existing SROs would be cross-trained in D.A.R.E. or the similar 
program selected. The end result would be a highly trained, positive police presence in each of 
the county’s middle and high schools, with the dual roles of School Resource Officer and 
instructor of the selected drug abuse and violence resistance program. This is a rare opportunity 
for our community to be proactive rather than reactive in response to a problem which, without 
preventative action, is destined to become worse. The addition of these three (3) positions is a 
winning scenario for everyone involved. 
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Funding for twelve (12) Senior Deputy First Class ranks:    A continuing area of concern is the 
organizational infrastructure of the Sheriff’s Office as it relates to advancement and supervision 
of subordinate staff. Commencing in FY05, the Board of County Commissioners and the Sheriff 
embraced the development of a Senior Deputy First Class position. The plan was to gradually 
phase an uncertain number of positions in an effort to afford a marginal raise and motivational 
incentive to those employees “working the streets” each and everyday. Unfortunately, budget 
restraints have not allowed for all persons meeting eligibility requirements to enjoy this 
promotion.  Thus, by Fiscal Year 2008, 12 employees will be eligible for Senior Deputy First 
Class.   
 

 

 
Correctional Officer Staffing Post I – Main Control 

Of the County Adult Detention Center 
 

 
Deputy Sheriff Supervisor Staffing Duty Officer Station
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CORRECTIONS 
 
General Overview 
The services provided by the Corrections Division have dramatically changed since the 
enactment of the Maryland Constitutional mandate.  The Corrections Division is committed to 
the reduction of recidivism, as well as alternatives to incarceration programs.  A review of the 
Corrections organization structure revealed a lack of staffing as it relates to the manning of 
stationary posts.  Correctional officers within the organization are required to man eight (8) 
different posts with two (2) posts requiring two (2) officers.  There currently are no safeguards in 
place to facilitate constant monitoring of inmates when duty calls for correctional officers to 
vacate a post for other reasons (i.e., assist another officer, meal serving, laundry, etc.).  This 
occurs quite often and places the agency at significant liability risk.  
 
Additionally, the Adult Detention Center is in the process of accepting proposals for a multi-
phase renovation/addition project to occur between FY09 and FY12. This project will allow the 
current designed capacity of a 230 bed facility to expand to a 524 bed correctional institution.  
During this transition other operational changes will occur as they relate to alternatives to 
incarceration. 
 
The Community Supervision Unit is solely responsible for monitoring alternatives to 
incarceration better known as our Work Release, Home Detention, and Weekender Programs.  
This unit is comprised of two (2) uniformed personnel with no support staff included to assist 
with daily administrative duties. 
 

Average Daily Work Release Comparison by Fiscal Year
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Figure 1 – Source:  Maryland Jail Statistics Report 
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Average Daily Home Detention Comparison by Fiscal Year
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Figure 2 – Source:  Maryland Jail Statistics Report 

 
 

Average Weekender Comparison by Fiscal Year
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Figure 3 – Source:  Maryland Jail Statistics 
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The Adult Detention Center is the only facility within St. Mary’s County designated to house 
detainees and inmates for local and state law enforcement.  As such, during the course of one 
month over 200 prisoners are “booked” and “processed” by correctional personnel.  
Additionally, this current 230 bed facility is housing 300 plus prisoners on a monthly basis. 
 

Average Daily Population Comparison by Fiscal Year
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Figure 4 – Source:  Maryland Jail Statistics Report 

 

Intake Comparison by Fiscal Year
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*Intakes are inmates who are processed and committed to the institution. 

Figure 5 – Source:  Maryland Jail Statistics Report 
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Walk Through Comparison by Fiscal Year
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*Walk through inmates are persons processed and released prior and are not 
included in the official average daily population nor are they included in the 

intake official count. 
Figure 6:  Source:  St. Mary’s County Sheriff’s Office – Corrections Division 

 
 

The current proposal for additional personnel based upon a staffing analysis for the renovation 
project, requires the hiring of an additional 34 officers and 16 civilian support staff.  Until such a 
time as existing vacancies can be satisfied it would not be beneficial to entertain hiring of 
additional officers.  A more prudent approach is to hire civilian staff in the interim in an effort to 
reduce the workload of current employees and decrease the current attrition rate. 
 
Funding for two (2) Senior Correctional Officer First Class ranks:   As stated above, a continuing 
area of concern is the organizational infrastructure of the Sheriff’s Office as it relates to 
advancement and supervision of subordinate staff. Commencing in FY05, the Board of County 
Commissioners and the Sheriff embraced the development of a Senior Correctional Officer First 
Class position. The plan was to gradually phase an uncertain number of positions in an effort to 
afford a marginal raise and motivational incentive to those employees “working the floor” each 
and everyday. Unfortunately, budget restraints have not allowed for all persons meeting 
eligibility requirements to enjoy this promotion.  It is the recommendation of the committee to 
request funding for these positions. 
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CIVILIAN SUPPORT STAFF 

 
 
General Overview 
As the duties and responsibilities of the Sheriff’s Office expand with the expectations and 
demands of the community, the various law enforcement divisions within the Sheriff’s Office 
will continue to grow.  As such, the civilian staff, which is essential for the mission support of 
the sworn and correctional personnel, must grow as well. 
 
Trends 
Over the last several years, it has been realized in the law enforcement community that many of 
the tasks and responsibilities once performed by an array of sworn and correctional personnel 
can be performed as effectively if not more so by qualified civilian personnel, often at significant 
fiscal savings.  
 
The introduction of civilian support staff into the field beyond the traditional secretarial and 
dispatching jobs have allowed sworn and correctional personnel to concentrate on their primary 
law enforcement duties, significantly reducing overtime and, to a lesser extent, the need to hire 
even more officers. Additionally, the civilians hired to support the sworn and correctional staff 
often already are, or soon become “specialists” in their particular jobs, and ultimately complete 
those tasks formerly performed by sworn and correctional officers more efficiently. 
 
Critical Issues 
The volume of paperwork and recordkeeping, at the Sheriff’s Office continues to rapidly 
multiply. Increased workloads require additional personnel, which, in turn, require additional 
management.  The number of citizens calling or walking into the Sheriff’s Office continues to 
increase. The risk of “burnout” of employees currently tasked with numerous collateral and/or 
clerical duties assigned to them beyond their already full complement of primary duties.  The 
ever-growing demands of the press/media have revealed the agency’s need for a Public 
Information Officer (PIO) to serve a liaison to the press and the community. Assuming initial 
CALEA accreditation is attained in April, 2007, the Office of the Sheriff will realize an 
immediate need for a full-time Accreditation Manager. 
  
Goals 
Seek budgetary approval and acceptance of the strategic management plan by the St. Mary’s 
County Board of County Commissioners. Strive to fill all open positions and retain employees. 
Increase civilian complement to allow sworn employees to concentrate on their primary duties.  
 
Potential Impact(s) / Benefit(s) 
 Adverse impact if critical issues are not addressed: 

 Increased liability. 
 Unfavorable community opinion. 
 Low employee morale. 
 Decreased employee productivity. 
 Increased sick/accident leave. 
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 Increased citizen complaints. 
 Employee retention. 

 
Benefits:  

 Decreased liability. 
 Favorable community opinion. 
 Improved employee morale. 
 Improved employee productivity. 
 Decreased sick/accident leave. 
 Decreased citizen complaints. 
 Improved employee retention. 

 
Recommendations / Civilian Support Staff 
The committee recommends funding the following civilian staff positions for the support of 
sworn personnel: 

One (1) full-time Law Enforcement Administrator:    The St. Mary’s County Sheriff’s Office is 
seeking funding for a civilian Law Enforcement Administrator to assign responsibilities related 
to coordinating and directing major programs and civilian personnel within agency.  The 
functions and responsibilities within this job will vary as the goals and objectives of the agency 
evolve, but may include the following: 

a. Charting division’s or program’s course-of-action by performing administrative functions 
in the planning, coordinating and evaluating of major functions and activities. 

b. Establishes program goals and objectives; coordinates and evaluates the efforts of civilian 
mid-level managers, unit supervisors, and employees. 

c. Review the overall operational effectiveness of programs and recommends necessary 
changes for improvement; monitors and evaluates ongoing programs through analysis of 
statistical, fiscal and other relevant data; prepares and administers the budgets and annual 
reports. 

d. Coordinates with other agency Division Commanders in the development of policies and 
procedures for the delivery of effective services to the public. 

e. Develops agency directives and standard operating procedures to assure compliance and 
accountability for program operations and CALEA Accreditation. 

f. Conducts program needs assessment and/or reviews and analyzes needs assessment for 
immediate and long-range program development. 

g. May serve as an agency representative to local or regional committees, advisory boards, 
meetings and hearings. 

h. Recommends the modification or development of legislation to further refine agency 
operations or reviews proposed legislation to determine potential impact on the agency or 
division programs. 

i. Recommends the designs of grants proposals, including mission, budget and analysis of 
resources, in order to create or augment major agency projects or functions. 
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A Law Enforcement Administrator will have comparable responsibilities to a Division 
Commander and therefore is a critical position of trust within the St. Mary’s County Sheriff’s 
Office.   
 
One (1) full-time Public Information Officer (PIO):    Media relations are one of the greatest 
challenges facing modern law enforcement. With newsworthy events occurring daily in our 
communities, law enforcement officers are faced with the difficult and added burden of 
disseminating timely and critical information to the public.  
 
The lack of information or untimely release of information leaves a negative, public perception 
of law enforcement and breeds distrust within our communities.  The most effective way to 
manage this growing concern is to implement a proactive approach to disseminating vital 
information to the community.  The staffing of a public information office with an individual 
who is well-trained, knowledgeable regarding the press and has a background in journalism and 
marketing is critical to addressing this growing challenge.   
 
It is our goal to seek budgetary approval and acceptance to implement a public information 
office and hire a civilian person to act as the agency’s Public Information Officer.  The duties of 
the civilian Public Information Officer would include, but are not limited to the following: 
 

a. Management and dissemination of information to the press. 
b. Provide for and conduct interviews and news conferences. 
c. Organize and disseminate Sheriff’s Office news releases and photographs. 
d. Organize and disseminate law enforcement brochures and collateral materials. 
e. Compile and archive press clippings and photographs. 
f. Release the Sheriff’s Office Annual Report. 
g. Fields media telephone calls and inquires. 
h. Dispel law enforcement myths and control rumors. 

 
Creating a better public understanding as to the nature of police work will, in turn, lead to a high 
degree of public support for law enforcement operations and the Deputies that serve the citizen’s 
of St. Mary’s County, Maryland.  The Public Information Officer’s position is a cornerstone in 
fostering public trust.   
 
Two (2) full-time “Relief” Station Clerks:  The position of Station Clerk has evolved into an 
integral element in the smooth and successful day-to-day operation of the patrol function of the 
Sheriff’s Office. Particularly, the Station Clerk is an essential complement to the Duty Officer, 
handling an overwhelming majority of incoming telephone calls and walk-in complainants, in 
addition to performing data entry, filing, and managing incoming and outgoing court issued 
Protective Orders and Peace Orders. The Sheriff’s Office currently employs five (5) Station 
Clerks, with one (1) assigned to each of the five (5) Patrol Squads. Having become so 
indispensable, the agency has now realized the necessity to complement the full-time Station 
Clerk staff with two (2) additional full-time positions. Like all employees, the Station Clerks 
have vacation days, sick time, training, and other situations which occasionally prevent them 
from working all or part of their shift. When this occurs, it creates an extreme hardship for the 
Duty Officer, as it is virtually impossible  to handle the front desk and telephones at the Sheriff’s 
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Office while managing the calls for service and supervising the officers working the street. In the 
absence of a Station Clerk, personnel have to be pulled from other areas of the Sheriff’s Office to 
handle the Station Clerk duties.  During non-regular working hours, this task often falls upon a 
patrol unit or patrol supervisor. Not only does this take a desperately needed Deputy off of the 
street, but usually the officer lacks the skills and training to adequately perform all of the duties 
of a Station Clerk, and is reduced to strictly answering telephones and handling the walk-in 
complaints. Furthermore, the addition of two (2) more station clerks will allow for the scheduling 
of two (2) clerks at a time during regular dayshift hours, which is the busiest time when the need 
for two (2) is justifiable. It will also ensure continued smooth and efficient operations as well as 
eliminate the need to reduce the manpower on the street keeping our community safe.  
 
 
Conversion of TPT CALEA Coordinator to full-time Accreditation Manager:     The St. Mary’s 
County Sheriff’s Office began the self-assessment phase of the CALEA process in June of 2004.  
For nearly three (3) years, the Sheriff’s Office has worked diligently examining and updating 
policies and creating Standard Operating Procedures (SOPs) to become compliant with all 
applicable CALEA law enforcement standards.  Our agency participated in a pre-mock 
assessment in May of 2006 and a formal mock assessment in December of 2006. 
 
Based on the results of the pre-mock and mock assessments the St. Mary’s County Sheriff’s 
Office has completed all compliance, preparation, and planning tasks associated with the self-
assessment phase and is ready to become a candidate for accreditation.  The formal CALEA on-
site assessment is scheduled for April 2007.   The St. Mary’s County Sheriff’s Office is expected 
to receive its CALEA Accreditation Certification in July of 2007. The re-accreditation process 
will then occur every three (3) years. 
 
Once accredited, agencies are required to send an annual report on the two (2) anniversaries in 
between assessments.  The St. Mary’s County Sheriff’s Office will begin it’s preparation for re-
accreditation immediately.  CALEA has now instituted the Fifth Edition of Standards for Law 
Enforcement.  The St. Mary’s initial accreditation certification was based on the Fourth Edition 
of Standards for Law Enforcement.  The St. Mary’s County Sheriff’s Office Accreditation 
Manger will have to re-examine all policies, procedures and SOPs to ensure continuing 
compliance.  In addition, the Accreditation Manager will have the daily responsibility of 
researching and documenting the St. Mary’s County Sheriff’s Office proofs of compliance with 
all associated CALEA law enforcement standards.    
 
Currently, the St. Mary’s County Sheriff’s Office Accreditation Manager’s position is budgeted 
as a temporary part-time position.  It is the agency’s goal to seek budgetary approval and 
acceptance to convert the temporary part-time position to a full–time employee position.  The 
Accreditation Manager is vital to the success and continuing compliance of the St. Mary’s 
County Sheriff’s Office CALEA Accreditation.  By providing for a full-time employee position 
with associated benefits, the St. Mary’s County Sheriff’s Office is more likely to attract 
applicants that have the knowledge and work related experience to maintain the research and 
documentation of compliance.   
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Funding of two (2) Inmate Processing/Property Specialist:   
Over the past years, the duties of Correctional Officers have escalated, especially upon 
consideration of the increased inmate population rate.  A more prudent approach to reducing 
workloads of these officers is the hiring of civilian support staff.  The creation of the Inmate 
Processing/Property Specialist would allow for the Correctional Officer to return to his/her 
typical duties while this position assists with the operation of the facility through computer/data 
entry during the processing of inmates, creating and maintaining inmate files, answering 
telephones, and maintaining of Post log entries.  Additionally, these positions will provide for the 
safe, secure storage of inmate personal property as mandated by the Maryland Commission on 
Correctional Standards. 
 
Conversion of Background Investigator from TPT to FTE:  For Fiscal Year 2006, funding was 
requested for a full-time Background Investigator and subsequently approved to hire one (1) as a 
TPT employee.    Unfortunately, caseload management for this position requires full-time status 
as the TPT employee position is unable to complete assigned tasks in a timely manner.  This is 
necessary to fulfill the obligation of vacant deputy sheriff and correctional officer positions. 
 
 
 
 

 
Sheriff’s Office “Civilian” Fiscal Section 
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CRIME RATES 
 

 
General Overview 
Studies of crime prevention tactics have suggested police-oriented strategies have an important 
role in crime prevention and policy.  Even within the most crime-ridden neighborhoods, crime is 
clustered at a few discrete locations while other areas are relatively crime free.  Crime can be 
reduced when law enforcement focus their attention on these specific areas.  Figure 7 denotes the 
number of incidences over a four (4) year period has increased. 
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Figure 7 – Source:  HTE Crimes 
 
 

CSAFE stands for Collaborative Supervision and Focused Enforcement.  In St. Mary’s County, 
the Sheriff’s Office is the lead law enforcement agency in the CSAFE Program.  Throughout the 
state most CSAFE teams cover a block or a subdivision.  The CSAFE area in St. Mary’s County 
is much larger and encompasses the California/Great Mills/Lexington Park area. 

 
In Fiscal Year 2007, the Sheriff’s Office received five (5) sworn officers and equipment from the 
St. Mary’s County Board of County Commissioners.  This brought the sworn staffing levels for 
the Sheriff’s Office to 122.  
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Trends 
Current trends in law enforcement involve community policing and focused strategies.  One such 
strategy to be initiated by the St. Mary’s County Sheriff’s Office is the implementation of 
CompStat (computer statistics or comparative statistics). CompStat is a multi-layer dynamic 
approach to crime reduction, quality of life improvement and personnel and resource 
management.  This “real time” computer technology employs Geographic Information Systems 
(GIS) and is intended to map crime, detect patterns, hot spots, and identify problems.  Weekly 
meetings are held with command personnel to develop strategies to immediately address issues 
identified within the system which will solve problems, effectively deploy personnel, reduce 
crime and ultimately improve the quality of life in affected neighborhoods. With the current 
integration of Mobile Data Computers (MDC) to the Law Enforcement Division, this technology 
can be easily introduced for development at minimal cost with the purchase of software and 
other equipment within an already defined records management system. 

 
Critical Issues 
The following critical issues are directly related to St. Mary’s County: 
• Ineffective deployment of manpower resources. 
• Increased community demands.  
• Proactive problem-solving entities.   

 
Goals 
To devise strategies and tactics to solve problems, reduce crime and ultimately improve quality 
of life for the citizens of St. Mary’s County through the implementation of CompStat and the 
continued integration of Mobile Data Computers and other information technologies to the Law 
Enforcement Division.  

 
Potential Impact(s)/ Benefit(s) 

Adverse impact if critical issues are not addressed:  
 Ineffective deployment of resources.  
 Critical information not shared within the agency and community.  
 Crime trends not recognized. 

   
Benefits: 

 More effective deployment of resources.  
 Critical information being shared within the agency and community. 
 Crime trends recognized. 
 Increase in community support.  

 
Recommendations 
Purchase and implementation of technology resources which will maximize deployment of 
personnel, identify and reduce crime and improve community quality of life. 
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RESPONSE TIME/CALLS FOR SERVICE 
 
 
General Overview 
An immediate response time to a call often saves lives and protects property.  Response time is 
one of the factors that can affect the public’s satisfaction with law enforcement service.  A quick 
response may well set the tone for the entire law enforcement contact. Calls for service received 
from the public are an indicator of the work demand placed on the agency and its personnel by 
the public. 
 
Trends 
For the five-year period of 2002 to 2006 the response time for emergency 911 calls has increased 
2.5% and the response time for non-emergency 911 calls has decreased 0.8%.  Calls for service 
have increased by 46.0% from 2002 to 2006.  Figure 8 denotes the response times for the 
primary responding unit to 911 and non-911 calls for service for calendar years 2002 through 
2006.  Figure 9 charts the response times for the primary responding unit. 
 
    Response Time Analysis - Primary Responding Unit Only 
     

Year 
911 Calls For 

Service 
% 

Increase/Decrease
Non-911 Calls For 

Service 
% 

Increase/Decrease

2002 
8 minutes 

39 seconds  
10 minutes 
30 seconds  

 
2003 

8 minutes  
25 seconds -2.7% 

9 minutes  
58 seconds -5.0% 

2004 
8 minutes  

24 seconds -0.2% 
9 minutes  

57 seconds -0.2% 

2005 
9 minutes  
3 seconds 7.7% 

10 minutes  
51 seconds 9.0% 

2006 
8 minutes  

52 seconds -2.0% 
10 minutes  
25 seconds -4.0% 

Figure 8 – Source:  HTE Computer Aided Dispatch 
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Figure 9 – Source:  HTE Computer Aided Dispatch 
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2006 Calls For Service 
By Month 
May 5881 
March 5713 
July 5479 
April 5404 
January 5400 
October 5260 
August 5018 
June 4972 
September 4940 
November 4841 
February 4821 
December 4798 
Total 62527 

Figure 10 – Source:  HTE  
Computer Aided Dispatch 
 
Figure 10 illustrates the calls for service for calendar year 2006 by month from highest to lowest.   
 
Figure 11 displays the calls for service from calendar year 2002 to 2006 and the percentage of 
increase and/or decrease. 
 

2006 Most Frequent Call Types 
Number of 
Calls 

Percentage 
of 2006 Calls 
For Service 

Average Time on Scene 
– Primary Unit 

Premise/Business Check* 7754 12.4% 5 minutes 11 seconds 
Suspicious Incident 4662 7.5% 9 minutes 34 seconds 
Alarm 2630 4.2% 5 minutes 34 seconds 
Motor Veh. Accident – Prop. Damage 2075 3.3% 27 minutes 35 seconds 
Theft 1806 2.9% 36 minutes 29 seconds 
Traffic Complaint 1768 2.8% 14 minutes 3 seconds 
Check Welfare 1716 2.7% 11 minutes 42 seconds 
Assist Motorist 1583 2.5% 10 minutes 5 seconds 
Warrant Service 1514 2.4% 52 minutes 0 seconds 
Property Destruction 1275 2.0% 24 minutes 13 seconds 
Attempt to Locate 1193 1.9% 14 minutes 52 seconds 
Criminal Summons 1076 1.7% 19 minutes 23 seconds 

Figure 12 – Source: HTE Computer Aided Dispatch 
 
 
Figure 12 denotes the most frequent call types, number of calls and percentage of total calls for 
service in calendar year 2006.  *Premise/Business Checks are conducted primarily during the 
night shift. 
 
 
 

Year Calls For Service Increase/Decrease
2002 42833  
2003 48333 12.8% 
2004 52875 9.4% 
2005 57417 8.6% 
2006 62527 8.9% 

       Figure 11 – Source:  HTE Computer Aided Dispatch 
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Critical Issues 
Response times are directly affected by: 
• Number of calls for service. 
• Number of officers per squad. 
• Officer workload. 
• Lack of proactive patrol. 
• Case management.  
 
Goals 
Provide effective and efficient law enforcement services by maximizing the use of current and 
projected resources. 
 
Potential Impact(s)/Benefit(s) 
 Adverse impact if critical issues are not addressed:  

 Slower response times to calls for service. 
 High risk of officer and public injury.  
 Decrease in public perception and confidence. 
 Lower employee morale and job satisfaction. 

 
Benefits: 

 Faster response times to calls for service. 
 Decreased risk of officer and public injury. 
 Improved public perception and confidence. 
 Improved employee morale and job satisfaction. 

 
Recommendations 
In order to ensure a quick response time for calls for service, increase staffing levels to meet the 
demands for service in accordance with the Staffing/Mandates/Workloads recommendations.  
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DEMOGRAPHICS 
 
 
General Overview 
The population for St. Mary’s County is 96,550.  Data indicates the population of St. Mary’s 
County has risen by an average of 1,403 people per year since 1970.  The population is estimated 
to increase to 108,150 by 2010 based on the current trends.  (Source:  St. Mary’s County 
Demographic and Socio-Economic Outlook.  Projection prepared by the Maryland Department 
of Planning, Planning Data Services as of July, 2004).  Naval Air Station Patuxent River has 
brought most of the population to St. Mary’s County due to their increasing number of projects.  
Most people working on the air station and related workforce are living in St. Mary’s County.  
Nearly 75% of the county workforce, work at the air station.  An additional 3,100 people will be 
living in the community due to base housing closures.  Approximately 8,200 people travel to St. 
Mary’s County for work purposes daily. 
  
Trends 
Population growth has attributed to the increase in construction of new homes, schools and the 
expansion of roadways to accommodate an increased volume of traffic. 
 
Critical Issues 
As the population increases so do the calls for service.  Demands for service preclude officers 
from proactive service.   
 
Goals 
Obtain budgetary approval from the Board of County Commissioners to increase staffing levels 
to meet the demands for service.  
 
Potential Impact(s)/Benefit(s) 

Adverse impact if critical issues are not addressed:  
 Officer retention. 
 Potential for increased response times. 
 Potential reduction in proactive law enforcement. 

Benefits: 
 Improved officer retention. 
 Potential for decreased response times. 
 Potential increase in proactive law enforcement. 

 
Recommendations 
Due to the population growth of St. Mary’s County, it is recommended an independent 
consulting firm is contracted to conduct a Law Enforcement Resource Analysis to determine 
staffing and allocation of resources to meet the demands for service, i.e.,  increase in crime and 
calls for service, percentage of time to call increase, and population increase. 
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HIRING 
 
 
General Overview   
We value our diverse work force and the unique perspectives they bring to the St. Mary's County 
Sheriff's Office. By valuing differences, the Sheriff’s Office demonstrates our commitment to 
treating everyone with fairness and respect. 
 
Trends 
Historically, the St. Mary's County Sheriff's Office consistently has a number of positions to be 
filled, which includes Deputies, Correctional Officers and Civilians. Statistically, over the last 
five (5) years, less than one (1) in ten (10) Deputy Sheriff applicants were hired.  During the last 
three (3) years, two (2) in ten (10) Correctional Officer applicants were hired. 
 
Critical Issues 
The following critical issues are being experienced by the St. Mary’s County Sheriff’s Office: 
• Finding qualified applicant’s representative of the community.   
• Competitive salaries and benefits. 
• Cost of housing in St. Mary’s County. 
 
Goals 
The Sheriff’s Office endeavors to have an agency that is representative of it’s diverse 
communities. 
 
Potential Impact(s)/ Benefit(s) 

Adverse impact if critical issues are not addressed:  
 Employee morale. 
 Workforce not reflective of community.  
 Retention and recruitment deficiencies continue. 
 Community mistrust.  

 
Benefits: 

 Workforce reflective of community. 
 Retain personnel. 
 Community trust/confidence. 
 Employee morale. 

 
Recommendations 
In order to meet hiring objectives, the following is recommended: 

- Increase Advertising Funding.   
- Convert Temporary Part-Time (TPT) Background Investigator to Full-Time 

Employee (FTE). 
- Continue to participate in job fairs in St. Mary’s County and surrounding areas. 
- Outreach to community organizations to assist in Affirmative Action Plan. 
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RETENTION 
 
 
General Overview 
It is to the Sheriff’s economic and professional advantage to improve retention, in order to 
reduce costly staffing turnovers and increase the collective level of experience within the agency 
and improve over-all morale.  Retention is both an economic and professional issue, and the 
Office of the Sheriff has an obligation to retain qualified employees. 
 
Trends 
Between July 1, 2005, and June 30, 2006, 39 employees left the Sheriff’s Office (10–Civilians, 
15-Deputies, and 14–Correctional Officers). 
 
Critical Issues 
The following critical issues directly affect the Sheriff’s Office ability to retain employees: 
• Number of vacancies. 
• Mandatory overtime. 
• Shift work/working conditions. 
• Manpower/staffing levels. 
• Morale. 
• Competitive pay/benefits/retirement package. 
• A strong sense of esprit de corps. 
 
 
Goals 
Through competitive pay/benefits/retirement package, an excellent working environment, and a 
strong sense of esprit de corps, the Sheriff’s Office will endeavor to retain first-rate employees. 
 
 
Potential Impact(s)/ Benefit(s) 

Adverse impact if critical issues are not addressed:  
 Employee retention.  
 Experienced work force.  

 
Benefits: 

 Increased efficiency/productivity. 
 Increased job morale/job satisfaction. 

 
 
Recommendations: 
Retention strategies must begin at the time of hire and continue throughout employment.  
Recruitment and hiring strategies need to be developed throughout the Sheriff’s Office, since 
word of mouth information is the chief source of recruitment and hiring.  It would follow that a 
strong sense of esprit de corps and a high level of job morale and satisfaction would contribute to 
hiring practices.  Hiring and retention are not necessarily separate issues in this environment.   
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The following is recommended to address retention of employees: 
- Focus on improving conditions affecting the loyalty and commitment of employees in 

the Sheriff’s Office. 
- Retain veteran employees by communicating support and appreciation. 
- Invest in employees through a structured training matrix. 
- Use the Employee Questionnaire on an annual basis to obtain feedback from the 

employees.   
- Continue to monitor Exit Questionnaires. 
- Create a Recruitment/Hiring/Retention campaign, such as:  “Can you be Best with the 

First?” or “Make a difference:  Protect and Serve”   or     “Respect – Integrity  -
Professionalism:  can you qualify?” which would be designed to strengthen the 
connections between recruitment, hiring and retention, through morale-building and 
esprit de corps and job satisfaction.  Highlighted in this campaign would be the 
positives of working and living in St. Mary’s County, the assets of our area and in 
particular, the St. Mary’s County Sheriff’s Office, second to none.  Further, this 
campaign should focus on increasing diversity within the Sheriff’s Office. 

  

 
Tug of War to Benefit Special Olympics 

 

 
8th Annual Iron Dog Challenge – 2nd Place 
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COLLATERAL DUTIES  
 
 
General Overview 
A collateral duty is a function in addition to the officer’s primary responsibility.   
 
Law Enforcement: Deputies are assigned or volunteer for additional duties and receive training 
to do these specialized jobs, i.e., Emergency Services Team, Hostage Negotiator, Polygraphs, 
Crime Lab, Color/Honor Guard, etc.  Due to growth, demand and necessity, some collateral 
duties have become overwhelming and time consuming and should be full-time positions.   Some 
collateral duties must be completed weekly and others monthly.  
 
Corrections:  Collateral duties are critical for compliance with the Maryland Commission on 
Corrections Standards (MCCS) and the normal day-to-day operations of the facility.  A 
correctional officer’s primary duty is protecting the citizens of St. Mary’s County by providing 
for the safe, secure, and humane incarceration of inmates.  Some collateral duties must be 
completed weekly and others monthly.  
 
 
Trends 
Law Enforcement:  Increased demands for services and legal mandates (i.e., in-service training, 
firearms) have caused collateral duty assignments per staff member to increase.   Overwhelming 
levels of collateral duties have caused for such assignments to be a primary duty versus a 
secondary assignment. 
 
Corrections:  Due to the increased inmate population, staff shortages, and increased workloads, it 
takes additional time to complete assigned collateral duties.    
 
 
Critical Issues 
The following critical issues are directly related to collateral duties within the St. Mary’s County 
Sheriff’s Office: 

• Need for increased firearms training. 
• Officer retention. 
• Monitoring of inmates.  
• Additional employee stress due to increased workloads. 
• Lack of manpower and increased overtime hours.  
• Employee morale. 

 
 
Goals 
The objective of collateral duties is to satisfy legal mandates, reduce/eliminate risk management 
issues and efficient facility operation.  Obtain budgetary approval from the Board of County 
Commissioners to increase staffing levels to meet the demands for service. 
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Potential Impact(s)/Benefit(s) 
Adverse impact if critical issues are not addressed:  

 Potential liability. 
 Loss of Maryland Police and Correctional Training Commission (MPCTC) 

certification. 
 Non-compliance with legal mandates.   
 Continued retention problems.  
 Increased overtime costs.  
 Decreased employee productivity. 
 Decreased employee morale.  
 Decreased facility efficiency.   

 
Benefits: 

 Potential liability decrease. 
 Continued MPCTC certification. 
 Compliance with legal mandates.  
 Decreased retention problems.  
 Decreased overtime costs.  
 Increased employee productivity.  
 Increased employee morale. 
 Increased facility efficiency.   

 
Recommendations 
It is recommended to increase staffing levels to evenly distribute collateral duties in law 
enforcement and corrections to decrease liability.      

 
 

 
Kids and Cop Program – MCI Center / Georgetown Hoyas Basketball 

Honors Law Enforcement Officers
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COMMUNITY EXPECTATIONS 
 
 
General Overview 
Community Expectations is an overall view of the wants and needs of the community on how 
their agency can best respond to, and satisfy, their needs.  The opportunity for feedback from the 
community is necessary to determine their concerns, fears, and perceptions.   
 
Programs of the St. Mary’s County Sheriff’s Office: 
Some of the programs in the St. Mary’s County Sheriff’s Office (SMCSO) which are believed to 
bring law enforcement and the community together are as follows:   

• Middle School/High School Resource Officer. 
• Project Lifesaver.  
• Fingerprinting. 
• Drive to Survive Program. 
• Home Safety.  
• Bicycle Safety. 
• Stranger Danger. 
• Identity Theft. 
• Gun Safety. 
• Drug Prevention. 
• Security Surveys. 
• Child Safety Seat Inspections. 
• Crime Solvers Program. 
• Are You OK Program. 
• Chief’s Challenge Seatbelt Campaign. 
• Collaborative Supervision and Focused Enforcement (CSAFE ).  
• National Night Out. 
• Triad. 
• S.A.L.T.  
• Open House. 
• Drive to Survive. 
• Ride Along Program. 
• St. Mary’s County Fair. 
• Community Policing. 
• Citizens Academy. 
 
• Programs the St. Mary’s County Sheriff’s Office Participates in: 

o Cool To Be a Family.   
o Operation Spot Light. 
o Victim Awareness Classes. 
o Juvenile/Adult Probation Check-ins. 
o Coordinate the Community Action Teams. 
o Criminal Justice Program. 
o School Bus Inspections. 
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o Summer of Safety, Art and Reading (SOSAR) - Summer Activities for Kids.  
o Heightened Enforcement Accountability Treatment (HEAT).    
o Neighborhood Safety Team. 
o Spring Ridge After-School Program. 
o Kids and Cops Basketball. 
o Special Olympics. 
o Health Fairs at County High Schools 
o Gentlemen’s Club/Ladies Club. 
o Junior Police Academy. 
o Read Across America. 
o After School Programs. 
 

• St. Mary’s County Sheriff’s Office Members participate in the following Boards and 
Committees:   

o Alternatives to Youth and Families Board. 
o Boys and Girls Club. 
o Community Health Advisory Board. 
o Mental Health Advisory Board. 
o St. Mary’s County (SMC) Criminal Justice Coalition. 
o SMC Teen Drug Court Board. 
o Three Oaks Shelter Board. 
o SMC Mental Health, Substance Abuse and Victims Advisory Council. 
o Tri-County Homeland Security Committee. 
o Local Management Board Planning Committees. 
o Tri-County Terrorism Task Force. 
o Safety Committee. 
o Safe Nurse Program and Child Death Review Board. 
o St. Mary’s County Fire Board Association. 
o Maryland Advantage Program. 
o Local Law Enforcement Advisory Board Committee. 
o Occupant Protection Committee. 
o School Bus Accident Review Board. 
o SMC Alliance for Alcohol and Drug Abuse Prevention Steering Committee.  
o Highway Safety Committee.  
o Child Welfare Committee. 
o Neighborhood Accountability Board. 
o St. Mary’s Caring Board of Directors. 
o Maryland Crash Reconstruction Committee. 
o Maryland Correctional Administrators’ Association. 
o Maryland Sheriff’s Association. 
o Triad Council. 
o Walden Sierra Board of Directors. 
o Juvenile Services. 
o Community Action Team (C.A.T.). 
o SMC Board of Education Safe Schools Task Force. 
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Trends  
Requests from the community for programs are greater than ever in particular since public 
concern over calls for service involving juvenile offenders is increasing in the community. 
 
Critical Issues 
The following critical issues are directly related to community expectations within the St. Mary’s 
County Sheriff’s Office: 
• Maintain public trust. 
• Provide consistent service throughout the communities. 
• Maintain safe schools. 
• Provide safe, secure and humane incarcerations. 
• Visibility in the community. 
• Continue to educate the public.   
• Improved communications with communities. 
 
Goals 
Improve overall communications and increase the level of participation in community programs 
and community awareness through an increase in funding for existing and expansion of 
community based law enforcement programs.  
 
Potential Impact(s)/ Benefit(s) 

Adverse impact if critical issues are not addressed:  
 Increase in crime.  
 Public awareness.  
 Lack of communication.  
 Diminished level of confidence and mistrust.  

 
Benefits: 

 Decrease in crime.  
 Increased public awareness. 
 Improved communications.  
 Increased level of confidence and trust.   

 
Recommendations 
In order to understand the needs and expectations of the community, the Sheriff’s Office will 
hold town meetings and conduct surveys of both citizens and employees to determine areas of 
needed implementation and community policing needs. 
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CAPITAL IMPROVEMENT PROJECTS 
 
 
General Overview 
As our community continues to grow, the demands on the Office of the Sheriff increase.  To 
meet the growing demands for service and to accommodate for agency growth, capital 
improvement projects have been identified to meet the current and future needs of the agency. 
 
Current Project(s) 
Expansion/Renovation of Adult Detention Center:  The St. Mary’s County Sheriff’s Office 
jail expansion is a three (3) phase building/renovation project.  When completed, the current 230 
bed facility will be expanded to 524 beds.  
   
Due to significant growth in the inmate population and the aging physical plant, monies were 
requested and approved by the St. Mary’s County Board of Commissioners in the amount of 
$50,000 in Fiscal Year 2005 for a needs assessment and program master plan.  In Fiscal Year 
2007, the needs assessment and master plan which were formulated in accordance with the 
Department of Public Safety and Correctional Services (DPSCS) Local Jails Capital 
Improvement Program format of a Facility Program Part One and Part Two were submitted to 
the State for funding consideration.  Through the Department of Public Safety and Correctional 
Services (DPSCS) Local Jails Capital Improvement Program the Sheriff’s Office is seeking State 
funding to assist with the project. 
 
The overall objective of the St. Mary’s County Adult Detention Center is to provide safety for 
inmates, staff and the surrounding community.  The Adult Detention Center was occupied in 
January of 1989 to provide short to medium term incarceration for both male and female 
convicted and pre-trial offenders at the local level.  The Adult Detention Center was originally 
constructed to house 128 general population inmates.  Through double bunking, the addition of 
extra bunks to work release and work incentive, and a 62 bed expansion in 1998, the facility is 
currently designed to house 230 general population inmates.   
 
Proposed Project(s) 
Air Conditioning for the Adult Detention Center:  The adult detention center currently lacks 
air conditioning within the inmate housing units and corridors.  During the summer months, the 
temperatures within these areas of the facility commonly reach temperatures in excess of 100 
degrees.  The hot conditions can cause irritability among the inmate population making their 
management more difficult.  It is not uncommon for the corridor walls to sweat during these high 
heat days. The condensation/sweat from the walls has a tendency to drip onto the corridor floors 
causing slick conditions.  The high heat takes its toll on the inmates, staff and the facility.  The 
installation of air conditioning would provide relief for the staff and assist in the management of 
the inmate population. 
 
Firearms Range and Canine (K-9) Training Center: Currently, the Sheriff’s Office must 
compete with other agencies for range time at the indoor firearms facility located on the Naval 
Air Station Patuxent River to meet the firearms qualification standards mandated by the 
Maryland Police and Correctional Training Commissions.  The Patuxent River range is a 
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modern, state of the art facility; however, it has limitations for use for law enforcement firearms 
training due to its limited size and indoor design.  Modern law enforcement firearms training 
practices employ various elements in an attempt to make the training as realistic as possible.  
These elements include firing from a patrol vehicle, moving to cover and transitional firearms 
tactics while moving to and from cover to name a few.  These types of training scenarios are not 
possible at the Patuxent River facility and a local county owned facility to meet the Sheriff’s 
Office training needs is not currently available.   
 
County owned land has been identified for the proposed range project, which would serve as 
both a firearms range and a K-9 training center.   
 
Trends 
Since 1999, the average daily population of the Adult Detention Center has increased 72%.  In 
1989, the female average daily population was eight (8), and in 2005 the female average daily 
population was 26, an increase of 225%.  The average daily population was 316 in 2006.  Figure 
13 indicates the design capacity of the Adult Detention Center versus the operational capacity. 
 
 
Housing Unit 

 
Design Capacity 

Operational 
Capacity 

 
Current Usage* 

Pod A Male Max 8 (8 Cells) 16 8 
Pod B Females 24 (24 Cells) 24 40 
Pod C Male Medium 48 (24 Cells) 48 51 
Pod D Male Spec 32 (16 Cells) 32 31 
Pod E1 Male Min 32 (16 Cells) 32 35 
Pod E2 Male Min 30 (15 Cells) 30 35 
Male Work Release 42 (Dorm) 42 77 
Male Work Incentive 8 (Dorm) 8 15 
Male Isolation 3 (Cells) 3 2 
Male Segregation 3 (Cells) 3 3 
Intake/Holding  7 6 
 
TOTAL 

 
230 

 
245 

 
303 

* One day snapshot 2-02-07               
Figure 13 -  Source:  Jail Needs Assessment (Carter Goble Associates, Ind.) 

Note: Due to the increase in the female population, the female housing unit was changed from Pod A to B to accommodate the increase. 
 

In order to ensure proper classification of inmates, the following modifications are required: 
- Holding Cells being utilized as Suicide Watch Cells. 
- Pod A Housing changed from female housing unit to male maximum security. 
- Pod B Housing changed from male maximum security to female housing 

unit/holding cells. 
- Pod D Housing – special needs and protective custody inmates. 
- Work Release – community release inmates – originally designed for 42 

inmates but currently houses an average of 81. 
- Work Incentive – minimum classification inmate overflow – originally 

designed for eight (8) inmates now houses 16 inmates daily. 
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Critical Issues 
• Retention of county government and contractual employees due to working conditions, for 

example, increased frustration levels due to overcrowding and, in particular during the 
summer months, the fact the majority of the facility is not air conditioned. 

• Lack of bed space for housing of inmates to include general population, holding areas, work 
release and work incentive dormitories. 

• Changing dynamics of the inmate population and demographics. 
• Significant increase in special needs and mental health detainees. 
• The aging physical plant.  The needs include, but are not limited to: expansion and 

renovation of the booking area, renovation of electronic locking control mechanisms, and 
security cameras. 

• Ensuring adequate facilities for storage, health services, mental health services, kitchen, 
attorney conference rooms, visitation area, program rooms and administrative space. 

• Heating and ventilation inadequacies. 
• Lack of an adequate county owned firearms training facility. 

 
Goals 
Obtain budgetary approval from the Board of County Commissioners and the State of Maryland 
to begin expansion/renovation project – Phase I – 230 Bed Minimum Security Facility and Phase 
II – Jail Renovations.  And, BOCC support to add the proposed air conditioning of the adult 
detention center and construction of a firearms range/K-9 training center. 
 
Potential Impact(s)/Benefit(s) 
 Adverse impact if critical issues are not addressed:  

 Inability to retain qualified and tenured county government and contractual 
employees. 

 New inmates assigned to the Adult Detention Center could be redirected to other 
correctional facilities within Maryland counties because a bed is not available.  St. 
Mary’s County Government would then be responsible for reimbursing at that 
county’s daily per diem rate. The Tri-County average is $51.92.  

 Reduction in inmate programs and services. 
 Inmate frustration may contribute to increased physical altercations between 

inmates and correctional officers.   
 Unsafe working conditions. 
 Increased facility maintenance costs. 
 Minimum MPCTC firearms qualifications. 
 Rely on other agencies for firearms training range time. 
 Increased liability and exposure to claims. 

 
Benefits: 

 Retention of qualified and tenured county government and contractual employees. 
 Reactivate housing contract with Immigration and Customs Enforcement (ICE). 
 New inmates will not be redirected to other correctional facilities within 

Maryland due to adequate bed space, and thus no loss of revenue in this area. 
 Increased programs and services. 
 Reduction of physical altercations. 
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 Better working conditions. 
 Improved facilities maintenance. 
 Opportunity to train in a realistic environment employing modern law 

enforcement firearms training practices. 
 Range time would be available. 
 Decreased maintenance costs for mobile command center. 
 Decrease exposure to litigation. 

 
Recommendations 
The findings of the needs assessment study for the detention center should be carefully reviewed, 
approved, and implemented accordingly.  The proposal for construction of a firearms range and 
K-9 training center facility and installation of air conditioning in the adult detention center 
corridors and inmate housing units should be explored and incorporated in the county Capital 
Improvement Project Five (5) Year Master Plan. 
 
 
 
 

 
St. Mary’s County Governmental Center Complex
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RISK MANAGEMENT 
 

General Overview 
Risk Management is the process of measuring, or assessing risk and developing strategies to 
manage those risks. Ideally, risks should be prioritized by the greatest loss and the greatest 
probability of occurrence. 
 
The St. Mary’s County Sheriff’s Office greatest risk exposures are the following:   

• Officer involved shootings. 
• Automobile accidents. 
• Excessive force complaints. 
• Lack of enforcement action. 
• Failure to maintain required and/or appropriate training. 
• Lack of personnel – inability to maintain workloads. 
• Equipment – aging equipment and fleet.     
Source:  Local Government Insurance Trust (LGIT). 
 

Trends 
Liabilities are increasing nationwide and therefore the trend for law enforcement agencies across 
the country is to seek input from risk managers who identify risk exposures and reduce liability.  
St. Mary’s County Government and the Office of the Sheriff recognized this fact subsequently 
hiring a County Risk Manager in FY07.  All departments within County Government must now 
join and develop a process for measuring, assessing and developing risk management strategies 
in the upcoming fiscal year.    
 
Critical Issues 
The following critical issues are directly related to the risks associated with the St. Mary’s 
County Sheriff’s Office:   
• Officer safety. 
• Personnel.  
• Adequate supervision. 
• Training. 
• Equipment. 
• Exposures not being identified. 
• Identify and prioritize risks. 
• Develop and maintain a risk database. 
• Compliance and mandate issues. 
 
Goals 
Our goal within the Sheriff’s Office is to identify the risks within the agency and reduce or 
eliminate those risks. This process can be accomplished by determining the probability of 
occurrences and then placing them in one of the following four categories: 
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1. Risk Avoidance – Not performing an activity that could carry risk. In the law 
enforcement field, employees are subjected to inherent risks with mandates requiring 
pursuit despite risks making risk avoidance unavoidable.   

2. Risk Reduction – Methods of reducing the possibility of risk all together or reducing the 
severity of the risk. One method used within law enforcement and the Sheriff’s Office is 
training.  The Sheriff’s Office relies heavily upon having officers properly trained in all 
aspects of their jobs in anticipation for avoiding risks and the civil liability.  The agency 
provides employees with the proper equipment needed to perform their jobs and ensure 
state and federal standards are followed as in MOSHA and OSHA. 

3. Risk Retention – Accepting loss when it occurs. Risks that cannot be avoided such as 
getting involved in a physical altercation with a suspect and getting injured. The Sheriff’s 
Office trains officers in communication skills and self defense methods, yet it is 
unavoidable in some instances for physical confrontation. In those instances, the agency 
must retain the inherent risk.  

4. Risk Transfer – Causing another party to accept the risk. Outsourcing is one way of 
transferring risk, for example, having the appropriate insurance coverage, hiring outside 
companies to handle certain tasks for the agency, example Conmed at the Adult 
Detention Center, vehicle maintenance and public works. Again this is not feasible for 
the majority of the responsibilities in our organization. 

 
Potential Impact(s)/Benefit(s) 
  Adverse impact if critical issues are not addressed:  

 Increased risks/loss/exposures.  
 Injuries/lost employee hours.  
 Non-compliance to mandates.  
 Increased insurance rates.  

 
Benefits: 

 Reduction of liabilities.  
 Safer work environment. 
 Mandates are maintained. 

 
Recommendations 
In order to identify the risks within the St. Mary’s County Sheriff’s Office and reduce or 
eliminate those risks, the following is recommended:  

- Establish a risk management plan.  
- Develop a plan for implementation and follow through as recommended by the 

Resource Allocation Analysis by the International Association of Chiefs of Police 
(IACP). 

- Adopt the current action step recommendations submitted within the Strategic 
Management Plan. 
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ACCREDITATION 
 
 
General Overview 
The Sheriff’s Office is pursuing International Accreditation through the Commission on 
Accreditation for Law Enforcement Agencies, Inc. (CALEA).  CALEA was established as an 
independent accrediting authority in 1979 by the four (4) major law enforcement membership 
associations: International Association of Chief’s of Police (IACP); National Organization of 
Black Law Enforcement Executives (NOBLE); National Sheriffs' Association (NSA); and Police 
Executive Research Forum (PERF).  Accreditation is a process that gives the Sheriff a proven 
management system that supports decision-making and resource allocation. 
 
Trends 
Accreditation embodies the precepts of community-oriented policing. It creates a forum in which 
law enforcement and citizens work together to prevent and control challenges confronting law 
enforcement and provides clear direction about community expectations.  
 
Critical Issues 
The following issues are directly related to the accreditation process of the St. Mary’s County 
Sheriff’s Office: 
• Strengthen crime prevention and control capabilities. 
• Formalize essential management procedures. 
• Establish fair and nondiscriminatory personnel practices. 
• Improve service-delivery. 
• Solidify interagency cooperation and coordination. 
• Boost citizen and staff confidence in the agency. 
 
Goals 
The overall purpose of the CALEA Accreditation Program is to improve delivery of law 
enforcement service by offering a body of standards, developed by law enforcement 
practitioners, covering a wide range of up-to-date law enforcement topics. It recognizes 
professional achievements by offering an orderly process for addressing and complying with 
applicable standards. 
 
Potential Impact(s)/Benefit(s) 
 Adverse impact if critical issues are not addressed:  

 Increased liability. 
 Increased citizen complaints. 
 Diminished service delivery. 

 
Benefits: 

 Decreased liability. 
 Reduced insurance premiums. 
 Reduced citizen complaints. 
 Improved service delivery. 
 Improved public and community perception. 
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Recommendations 
Successful completion of the accreditation program requires commitment from all levels of the 
organization, starting with the Sheriff. Therefore, continued commitment from the Board of 
County Commissioners is also an integral ingredient in the accreditation process. 
 
 
 
 
 
 

 

 
Accreditation Manager Updating Members of the 

St. Mary’s County Sheriff’s Office Citizens Advisory Board 
On the Benefits of Being Accredited by the  

Commission on Accreditation for Law Enforcement
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TRAINING 
 
 

General Overview 
Training is essential to guarantee compliance with the standards of the Maryland Police and 
Correctional Training Commission (MPCTC), in order for police officers and correctional 
officers in the State of Maryland to receive and maintain their certification as officers. Training 
is one of the most important responsibilities in any law enforcement agency. Training serves 
three (3) broad purposes; first, well-trained officers are better prepared to act decisively and 
correctly in a wide spectrum of situations; second, training results in greater productivity and 
effectiveness; and third, training fosters cooperation and unity of purpose. Furthermore, agencies 
are being held legally accountable for the actions of their personnel and for failing to provide 
adequate training. Increased levels of training allow agencies to deal effectively with law 
enforcement problems in an increasingly complex and diverse society.  
 
The MPCTC requires a minimum of 600 hours of entrance level training, and 18 hours of in-
service training annually for law enforcement officers, and a minimum of 160 hours of entrance 
level training, and 18 hours of in-service training annually for correctional officers. The 
aforementioned are strictly minimum required training hours and cannot keep personnel 
technically efficient in legal matters and specialized operations such as Emergency Services 
Team (EST), Emergency Response Team (ERT), firearms proficiency, utilization of less lethal 
force, hostage/barricade negotiations, specialized crime investigations, traffic collision 
reconstruction, and many others. 
 
Trends 
Although there are no accurate averages for annual ongoing training nationwide, over the past 
several years annual training for officers has increased considerably.  Officers are now required 
to be more technically trained due to an increasingly complex society, i.e., weapons of mass 
destruction, computer crimes, advancement in DNA technology, and less lethal weapons. 
Inexpensive and sometimes free training is widely available for Sheriff’s Office employees; 
however, the barrier to attending much of this training often is the lack of sufficient manpower to 
accommodate an officer being away from work to attend the training courses.  
 
Our agency is currently in the process of developing a training matrix to provide fair and 
equitable training opportunities for all employees, and to develop a more knowledgeable and 
capable staff. Development of the matrix is just the first step towards the goal of having a highly 
trained and professional agency to better serve the citizens of St. Mary’s County. 
 
Furthermore, the law enforcement field has evolved from a “blue collar” type of employment to 
a more technical, executive-driven profession. Many agencies across the country require some 
college education now as a minimum requirement for employment. Others are requiring 
advanced education for their administrators, and are encouraging and facilitating continuing 
formal education for rank and file members of their respective agencies.  
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Critical Issues 
The following critical issues are directly related to training within the St. Mary’s County 
Sheriff’s Office: 
• Computer Forensics Analysis Training/Equipment. 
• Budget and personnel limitations.  
• Meeting required mandates (MPCTC, CALEA, MCCS).  
• Community expectations.   
 
The St. Mary’s County Sheriff’s Office and Bureau of Criminal Investigations has relied on 
outside resources such as the Maryland State Police (MSP) Crime Lab and Charles County 
Sheriff’s Office Crime Lab to perform analysis of certain items of evidence. The need for 
computer forensics has increased substantially the past few years and will continue to do so. The 
MSP Computer Forensics Unit is overwhelmed with their own cases as well as those of several 
agencies throughout the state, so they no longer accept certain cases from our agency and the 
cases they will accept take over six (6) to eight (8) months to complete (with few exceptions) 
which hinder the investigative and prosecution process. The need to train personnel and purchase 
the equipment is critical.  
 
Goals 
Obtain adequate funding and personnel to maintain a well-trained staff.  
 
Other critical analysis services such as DNA, Ballistics, Gunshot Residue, Handwriting Analysis, 
Fingerprinting Analysis, and Trace Evidence are also relied upon to outside agencies. These 
services are very expensive to train personnel and require in some cases, many years of 
experience. These services should be a long range goal for the Sheriff’s Office. 
 
Potential Impact(s)/Benefit(s) 
 Adverse impact if critical issues are not addressed:   

 Retention problems. 
 Increased liability.  
 Increased injuries. 
 Lower proficiency levels. 
 Increased citizen complaints. 
 Decreased case closures. 
 Decreased convictions. 

 
Benefits: 

 Improved employee retention.  
 Decreased liability.  
 Reduction in injuries. 
 Reduced insurance premiums 
 Improved proficiency.  
 Reduced citizen complaints. 
 Increased case closures. 
 Increased convictions. 
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Recommendations  
Training is critical to an efficient professional law enforcement agency. Without local 
government support it is only possible to achieve minimum training requirements. Therefore, 
every opportunity to garner support for increases in funding and staffing needs to be utilized to 
achieve the resources required to keep personnel trained, motivated, and proficient. 
 
Providing for the security of citizens is a top priority for law enforcement executives throughout 
the United States. With the recent acts of domestic terrorism and since September 11th law 
enforcement leaders have made it a goal to enhance the professional development of their police 
executives to successfully manage and lead their agency through the 21st century. 
 
The FBI probably sums it up best through their Executive Leadership Mission Statement: "to 
support, promote, and enhance the personal and professional development of law 
enforcement leaders by preparing them for complex, dynamic, and contemporary 
challenges through innovative techniques, facilitating excellence in education and research, 
and forging partnerships throughout the world." 
 
To achieve this goal, an overwhelming amount of information needs to be absorbed, processed, 
interpreted and analyzed in a timely fashion.  Professional education of law enforcement 
executives will enhance in the efficient and effective management of their agency and public 
safety as a whole.   
 
Quality leadership development will provide the following benefits to the law enforcement 
agency, local government and public by: 
 

a. Conducting long-term evaluation and improvements in community relations consistent 
with current practices, outreach and problem solving needs of the community for which 
the agency serves. 

b. Planning and budgeting to develop strategies and models which will provide for the 
organization, utilization and conservation of personnel and resources; 

c. Improving human resource issues, such as recruiting, hiring, retention, career 
development and performance evaluations; 

d. Developing strategic management systems and approaches to patrol,  investigations, 
emergent technologies, communications and other associated law enforcement 
responsibilities; 

e. Developing a staff training program which will improve the quality of agency personnel 
and reduce risk liability. 

 
It is the Sheriff’s Office goal to seek budgetary approval and acceptance to implement an 
Executive Leadership Staff Development Program. 
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Retirement 
 

General Overview 
Brought to your attention in the previous Strategic Management Plan, retirement for sworn and 
corrections personnel has now become forefront in terms of hiring and retaining qualified 
personnel. In the year since this matter was brought to your attention, other allied agencies have 
dramatically enhanced their respective retirement plans. These actions will attract qualified 
personnel to their agencies for employment. 
 
Trends 
In the past several years the agency has lost several experienced officers to neighboring agencies. 
Primarily due to the fact the allied agencies offer a better benefit package at retirement. This 
greatly impacts the agency and community, i.e., when a veteran officer leaves he/she takes their 
experience and knowledge. This cannot be immediately replaced with merely filling his/her 
vacant position. It will take a number of years for that experience and knowledge to be regained. 
 
Both allied agencies, Charles County Sheriff’s Office and Calvert County Sheriff’s Office 
provide a significantly better retirement benefit/plan. 

 
 Charles County Sheriff’s Office current retirement plan is as follows. With 25 years of 

service the officer can retire at a rate of 70% of their annual salary. Up to a maximum 
with 30 years of service of 80% of their annual salary. Effective July 1, 2007, an officer 
will be allowed to retire with a minimum of 20 years of service at a rate of approximately 
55% of their annual salary. Charles County essentially eliminated their early retirement 
penalty. 

 
 Charles County Sheriff’s Office adopted the “Drop Program” this allows an officer to 

essentially retire. However, the officer continues to work and receive pay and benefits for 
a specific time period. Once at their retirement date the officer must separate from 
employment, but will receive their retirement plus a lump sum that equals the amount 
placed into the program.  
 

 Calvert County Sheriff’s Office: Their plan benefits are a 58% retirement after 25 years 
of service. There were no enhancements to speak of.  

 
Critical Issues 
The following critical issues directly affect the retention capabilities of this agency: 
• Allied agencies offer a better retirement plan. 
• In the event an employee who wishes to retire with at least 20 years of service, the employee 

receives a 6% penalty for each year prior to the 25th year, which carries a maximum of a 30% 
penalty. 

 
Goals 
The initial goal is to assert a no penalty for retiring at 20 to 24 years of service, i.e., an officer for 
whatever reason decides to retire with 20 years of credited service, that officer without a penalty 
would retire at rate of 2% per year at 40%. With a penalty that same officer would receive a 
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penalty of 6% per year prior to the completion of their 25th year, so at 20 years of service he/she 
would retire at 20%. That equals to a 30% penalty for early retirement. 
 
Over the next two (2) fiscal years implement a plan that would allow the retirement plan 
members to retire at a rate of 50% of their annual salary after 20 years of service, 62.5% of their 
annual salary after 25 years of service, and a maximum 80% of their annual salary after 32 years 
of service.  
 
Current retirees will receive an annual cost of living increase of no less than 3%.   
  
Reconstruct the military benefit to allow for a maximum of three (3) years maximum credited 
service, as opposed to the current five (5) year credit. This will be a reduction from 10% to a 6% 
benefit.  

 
The Sheriff’s Office staff is very aware of the cost involved and the burden it puts on the Board 
of County Commissioners to financially support any retirement package or plan.  However, it is 
an extremely hard burden on the Sheriff and his staff to recruit and retain law enforcement and 
corrections personnel when theses officers or potential officers can apply to a neighboring 
county that possesses a better retirement plan.     
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TECHNOLOGY 
 
 

General Overview 
As our community grows, the demands of the Sheriff’s Office increase. In order to accommodate 
for the growth and to maintain efficient service and safety of the public, the Office of the Sheriff 
needs to find ways to incorporate current technology into day-to-day operations.  
 
Correctional employees must stay constantly aware of their environment and the need for 
vigilance. To enhance correctional officer and civilian staff safety, technology has come to the 
rescue with devices such as Digital Video Surveillance System (DVSS). The Patrol Division and 
the Canine Unit are this county’s first responders to any calls for service or disaster. Deployment 
of Mobile Data Computers (MDC) will provide law enforcement personnel with real-time access 
to information, which will provide the community with more effective and efficient law 
enforcement services. In Fiscal Year 2007, the Sheriff’s Office began the implementation of 
MDC in patrol vehicles.    
 
Trends 
Correctional facilities throughout the country are upgrading their video recording capabilities by 
incorporating digital video technology in lieu of analog recording. The DVSS program is cutting-
edge technology designed to provide remote video viewing of real-time and previously recorded 
video images that are captured by high-resolution color video cameras strategically placed 
throughout the facility.  
Facts: 

 Recorded images and real-time motion may be viewed on the high-resolution video 
monitor(s), or on any local area network (LAN) computer. 

 All images captured by the cameras may be easily handled by any personal computer just 
like any other image or movie clip to print-out email, archive, etc. 

 Digital recordings cannot be erased, either in selected segments or in entirety. When the 
digital video recordings’ (DVR) storage capacity is full, it starts erasing and recording 
over the oldest images so it always retains the previous several days, which cannot be 
modified. 

 Digital recording cannot be stopped. The DVR continuously records all active cameras. 
No operator intervention is ever required. 

 
Current levels of information sharing and reporting process for the St. Mary’s County Sheriff’s 
Office does not allow for “real-time” access to records for interoperability purposes with allied 
agencies and other requesters. It is vital to the mission of law enforcement to have 
interoperability capabilities to assist in community policing and homeland security. MDC 
provide voiceless dispatch, status updates, car to Computer Aided Dispatch (CAD) messaging, 
car-to-car messaging, and information queries from vehicles. Field personnel can access local, 
state, and national warrants, stolen vehicle property information, mug shots, and record 
management information. 
 
Through the use of MDC’s with Field Reporting Software, dispatchers and first responders will 
be able to identify current trends within communities.  This use will allow personnel to establish 
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an up-to-date mapping system identifying types and modes of operations for crimes. Through 
this type of review, the law enforcement personnel will have an ability to identify activities 
occurring within his/her patrol area as well as tool for identifying offenders.    
 
Critical Issues 
• Antiquated recording capabilities at the adult detention center. 
• Inability of patrol deputies to access registration and warrant information in the field 

electronically. 
• Inability of patrol deputies to file reports electronically.    
• Limited interoperability between surrounding jurisdictions. 
 
Goals 
Seek budgetary approval to:  Install a DVSS or similar recording system to the current facility; 
continue the deployment of mobile computer equipment in patrol vehicles; and  funding for Field 
Reporting Software for use with MDC. 
 
Potential Impact(s)/Benefit(s) 
 Adverse impact if critical issues are not addressed:  

 Decreased officer safety. 
 Increased liability. 
 Decreased supervision of inmates. 
 Decreased safety of inmates. 
 Decrease in ability to obtain/access critical information in a timely manner. 
 Increase in dispatcher workload. 
 Increased difficulty in call-taking and dispatching functions. 

 
Benefits: 

 Increased officer safety. 
 Decreased liability. 
 Increased supervision of inmates. 
 “Real-time” digital recording capabilities. 
 Increased safety of inmates. 
 Call-taking and dispatching functions simplified. 

 
Recommendations 
Continue funding for the implementation of Mobile Data Computers in the patrol vehicles and 
secure funding for the purchase of field reporting software. Obtain estimates for the purchase and 
installation of a digital video recording system for the adult detention center.  
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STAFFING/MANDATES/WORKLOADS 
 

 
Action Steps 

 
 
Lead Person(s) 

 
 
Resources Needed 

 
 
Timeline 

 
 
Estimated Cost 

Increase the sworn 
complement with five (5) 
additional Deputies and 
equipment in FY08 which 
will enable the agency to 
keep up with the increased 
workloads. 
 

Sheriff, BOCC, 
and Department 
of Human 
Resources. 

Budgetary support 
for five (5) 
additional Deputies 
and equipment in 
FY08. 
 
 

July 1, 2007 
through June 
30, 2008 
(FY 08).  
 

 
 
 
 
 
 
$           446,279 

Increase promotional 
potential for the sworn 
complement with eleven 
(12) additional Senior 
Deputy First Class (SDFC) 
ranks in FY08. 
 
 

Sheriff, BOCC, 
and Department 
of Human 
Resources. 

Budgetary support 
for twelve (12) 
additional Senior 
DFC ranks in 
FY08. 

July 1, 2007 
through June 
30, 2008 
(FY08). 
 

 
 
 
  
$           125,376 

 
Corrections 

Increase promotional 
potential  for  Correctional 
Officers with two (2) 
additional Senior CFC 
ranks in FY08. 
 

Sheriff, BOCC, 
and Department 
of Human 
Resources. 

Budgetary support 
for two (2) 
additional Senior 
CFC ranks in 
FY08. 
 
 

July 1, 2007 
through June 
30, 2008 
(FY08).  
 
 
 
 

 
 
 
 
$             10,364 

 
Civilian Support Staff 

Hire one (1) full-time Law 
Enforcement Administrator 
to command the 
Administrative Division. 

Sheriff, BOCC, 
and Department 
of Human 
Resources. 

Budgetary support 
for one (1) full-time  
Law Enforcement 
Administrator. 
 
 
 
 

July 1, 2007 
through June 
30, 2008 
(FY08). 

 
 
 
 
$          112,966 
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STAFFING/MANDATES/WORKLOADS – (Continued) 
 
 
Action Steps 

 
 
Lead Person(s) 

 
 
Resources Needed 

 
 
Timeline 

 
 
Estimated Cost 

Hire one (1) full-time  
Public Information Officer 
to support all divisions and 
reduce workloads. 
 
 
 

Sheriff, BOCC, 
and Department 
of Human 
Resources. 

Budgetary support 
for one (1) full-time  
Public Information 
Officer. 

July 1, 2007 
through June 
30, 2008 
(FY08). 
 

 
 
 
$            77,237 

Convert one (1) TPT 
Accreditation Manager to 
full-time in order to handle 
increased workload as well 
as attract and retain 
qualified personnel. 
 
 
 

Sheriff, BOCC, 
and Department 
of Human 
Resources. 

Budgetary support 
to convert one (1) 
TPT CALEA 
Coordinator to full-
time Accreditation 
Manager. 

July 1, 2007 
through June 
30, 2008 
(FY08). 

 
 
 
 
 
$             61,445 

Hire two (2) full-time 
“Relief” Station Clerks to 
ensure 24 hour coverage. 
 
 

Sheriff, BOCC, 
and Department 
of Human 
Resources. 

Budgetary support 
for two (2) full-time 
Station Clerks. 

July 1, 2007 
through June 
30, 2008 
(FY08). 

 
 
 
$             86,373 

Hire two (2) full-time 
Inmate Processing/Property 
Specialists to reduce 
Correctional Officer 
workloads. 
 
 

Sheriff, BOCC, 
and Department 
of Human 
Resources. 

Budgetary support 
for two (2) full-time 
Inmate Processing/ 
Property 
Specialists. 

July 1, 2007 
through June 
30, 2008 
(FY08). 

 
 
 
 
$             92,832 

Convert one (1) TPT 
Background Investigator to 
FTE in order to complete 
assigned tasks in a timely 
manner.   
 
 

Sheriff, BOCC 
and Personnel/ 
Recruitment 
Section. 

Budgetary support 
to convert one (1) 
TPT Background 
Investigator to FTE. 

July 1, 2007 
through June 
30, 2008 
(FY08). 

 
 
 
 
$             48,623 

 
Staffing/Mandates/Workloads:  Total Fiscal Year 2008 Costs 

 
$       1 ,061,495 
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Crime Rates 

 
 
Action Steps 

 
 
Lead Person(s) 

 
 
Resources Needed 

 
 
Timeline 

 
 
Estimated Cost 

Provide information to the 
public through web-based 
technology. 

Sheriff’s Office 
System 
Administrator 
and Director of 
Information 
Technology 
Department.  
 

This task will be 
coordinated by the 
Systems 
Administrator. 

Quarterly -  
July through 
September, 
October 
through 
December, 
January 
through 
March, and 
April through 
June. 
 
 

 
 
 
 
 
 
 
 
 
 
$                   -0- 

 
Crime Rates:  Total Fiscal Year 2008 Costs 

 
$                   -0- 

 
Response Time/Calls for Service 

 
 
Action Steps 

 
 
Lead Person(s) 

 
 
Resources Needed 

 
 
Timeline 

 
 
Estimated Cost 

Continually examine 
schedules to maximize 
personnel based on 
demand. 

Command 
Staff, Shift 
Commanders 
and County 
Information 
Technology 
Department. 
 
 
 

Budgetary support 
for the Information 
Technology 
Department to 
procure a 
scheduling software 
package. 
 

July 1, 2007 
through June 
30, 2008 
(FY08). 
 

 
 
 
 
 
 
$                   -0- 

 
 
Response Time/Calls for Service:  Total Fiscal Year 2008 Costs 

 
 
$                   -0- 
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Demographics 

 
 
Action Steps 

 
 
Lead Person(s) 

 
 
Resources Needed 

 
 
Timeline 

 
 
Estimated Cost 

 
See Staffing/Mandates/Workloads for Personnel Costs 

 
$                   -0- 

 
 
Demographics:  Total Fiscal Year 2008 Costs 

 
 
$                   -0- 

 
Hiring 

 
 
Action Steps 

 
 
Lead Person(s) 

 
 
Resources Needed 

 
 
Timeline 

 
 
Estimated Cost 

Informative 
Advertisements. 
 

BOCC and  
Personnel/ 
Recruitment 
Section. 
 

Budgetary support 
for advertising 
(Law and 
Corrections). 

July 1, 2007 
through June 
30, 2008 
(FY08). 

 
 
 
$             15,000 

Pre-Employment Costs.  Sheriff, BOCC 
and Personnel/ 
Recruitment 
Section. 
 

Budgetary support 
for pre-employment 
costs (Law and 
Corrections). 

July 1, 2007 
through June 
30, 2008 
(FY08). 

 
 
 
$               4,000 

Job fairs in other 
jurisdictions.  

Sheriff and  
Personnel/ 
Recruitment 
Section. 
 

Current budget.  July 1, 2007 
through June 
30, 2008 
(FY08). 

 
 
 
$                   -0- 

Continued Hiring Bonus 
for Correctional Officer 
Applicants. 

Sheriff, BOCC 
and Personnel/ 
Recruitment 
Section. 
 

Budgetary support 
for Hiring Bonus 
for Correctional 
Officer Applicants. 

July 1, 2007 
through June 
30, 2008 
(FY08). 

 
 
 
$               4,598 

 
 
Hiring:  Total Fiscal Year 2008 Costs 

 
 
$             23,598 
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Retention 

 
 
Action Steps 

 
 
Lead Person(s) 

 
 
Resources Needed 

 
 
Timeline 

 
 
Estimated Cost 

Employee Survey. Administrative 
Division. 

Time and talent of 
current personnel. 

Annually.  
$                   -0- 

Develop a training matrix. 
 
 
 

Training 
Coordinator. 

Training Budget. July 1, 2007 
through June 
30, 2008 
(FY08). 
 

 
 
 
$                   -0- 

Monitor the trends of the 
tri-county and Maryland 
State Police in 
salary/benefits/ 
retirement. 
 

Administrative 
Division. 

Time and talent of 
current personnel. 

July 1, 2007 
through June 
30, 2008 
(FY08). 

 
 
 
 
$                   -0- 

Exit Questionnaire. Administrative 
Division. 

Time and talent of 
current personnel. 

July 1, 2007 
through June 
30, 2008 
(FY08). 
 

 
 
 
$                   -0- 

Work with Sheriff’s Office 
Personnel/Recruitment 
Section to coordinate 
hiring/retention practices. 
 

Administrative 
Division. 

Time and talent of 
current personnel. 

July 1, 2007 
through June 
30, 2008 
(FY08). 

 
 
 
$                   -0- 

Initiate a retention plan 
designed to recognize 
employees and increase job 
morale. 
 

Administrative 
Division. 

Time and talent of 
current personnel. 

July 1, 2007 
through June 
30, 2008 
(FY08). 

 
 
 
$                   -0- 

Reclassify recommended 
civilian staff to compare 
with surrounding counties 
and current job market. 
 

Sheriff, BOCC, 
and Department 
of Human 
Resources. 

Budgetary support 
for recommended 
reclassifications. 

July 1, 2007 
through June 
30, 2008 
(FY08). 

BOCC will 
remunerate 
employees 
effective July 1, 
2007. 
 

 
 
Retention:  Total Fiscal Year 2008 Costs 

 
 
$                TBD 
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Collateral Duties 

 
See Staffing/Mandates/Workloads for Total Personnel Costs 

   
$                   -0- 

 
Collateral Duties:  Total Fiscal Year 2008 Costs 

 
$                   -0- 

 
Community Expectations 

 
See Staffing/Mandates/Workloads for Total Personnel Costs 

   
$                   -0- 

 
Community Expectations:  Total Fiscal Year 2008 Costs 

 
$                   -0- 

 
Capital Improvement Projects 

 
 
Action Steps 

 
 
Lead Person(s) 

 
 
Resources Needed 

 
 
Timeline 

 
 
Estimated Cost 

Secure funding for 
architecture and 
engineering for Phase One 
and Two of the detention 
center expansion project. 

Sheriff, 
BOCC and 
State of 
Maryland. 

Budgetary support 
for adult detention 
center Expansion 
and Renovation.    

July 1, 2007 
through June 
30, 2008  
(FY08). 

 
 
 
$        1,696,500 

Install 41 upper bunks to 
“Double Bunk” remainder 
the Adult Detention 
Center. 

Sheriff and 
BOCC. 

Budgetary monies 
to “Double Bunk” 
remainder of the 
facility. 

July 1, 2007 
through June 
30, 2008 
(FY08). 

 
 
 
$             69,736 

Request proposed range 
and canine training center 
project be added to the 
CIP. 

Sheriff, 
Director of 
Public Works & 
Transportation 
and BOCC. 

To be determined 
(TBD). 

July 1, 2007 
through June 
30, 2008  
(FY08). 

                  TBD 

 Request proposed air 
conditioning for adult 
detention center be added 
to the CIP. 

Sheriff, 
Director of 
Public Works & 
Transportation 
and BOCC. 

To be determined. July 1, 2007 
through June 
30, 2008  
(FY08). 

                  TBD 

 
 
Capital Improvement Projects:  Total Fiscal Year 2008 Costs 

 
 
$        1,766,236 
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Risk Management 

 
 
Action Steps 

 
 
Lead Person(s) 

 
 
Resources Needed 

 
 
Timeline 

 
 
Estimated Cost 

Resource Allocation 
Analysis by the 
International Association 
of Chiefs of Police (IACP). 
 
 

Sheriff, BOCC 
and Department 
of Human 
Resources. 

Funding for 
analysis. 
 

July 1, 2007 
through June 
30, 2008 
(FY08).  
 

 
 
 
$             50,000 

Sixteen (16) replacement 
vehicles and five (5) new 
vehicles and equipment to 
include Mobile Data 
Computers in FY08. 
 
 
 

Sheriff, BOCC 
and the 
Transportation 
Department. 

Budgetary support 
to procure sixteen 
(16) vehicles in 
FY08.  
 

July 1, 2007 
through June 
30, 2008 
(FY08). 
 
 

 
 
 
$           220,042 
 
* Exempt 
Financing. 

Develop Risk Plan. 
 
 
 
 

Sheriff and 
County Risk 
Manager. 

Statistical Data.  July 1, 2007 
through June 
30, 2008 
(FY08).  
 

 
 
 
$                   -0- 

Identify Exposures, i.e., 
MOSHA, OSHA. 
 
 
 
 
 
 

County Risk 
Manager and 
Local 
Government 
Insurance Trust 
(LGIT). 

Budgetary Support 
to purchase 
equipment 
identified by 
County Risk 
Manager, i.e., 
boots, supplies, 
web belts, 
($20,000) 
Emergency Service 
Team (EST) 
physicals ($3,250) 
and Statistical Data. 
 

July 1, 2007 
through June 
30, 2008 
(FY08). 
 
 

 
 
 
 
 
 
 
 
 
 
 
$             23,250 
 

 
 
Risk Management:  Total Fiscal Year 2008 Costs 

 
 
$           293,292 
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Accreditation 

 
 
Action Steps 

 
 
Lead Person(s) 

 
 
Resources Needed 

 
 
Timeline 

 
 
Estimated Cost 

Onsite Inspection - An 
Onsite inspection is 
conducted by three 
assessors who are law 
enforcement officials from 
different parts of the 
United States, or Canada.  
 
 
 
 

Sheriff, 
Administrative 
Commander, 
and  CALEA 
Accreditation 
Manager. 

Budgetary support 
to bring the 
assessors to St. 
Mary’s County to 
perform the onsite 
inspection. 

July 1, 2007 
through June 
30, 2008 
(FY08). 

 
 
 
 
 

$               5,500 

CALEA Review and 
Decision - CALEA reviews 
the final report and 
receives testimony from 
agency personnel, 
assessors and staff. If the 
agency has met all 
compliance requirements 
accredited status is 
awarded.  
 
 

Sheriff, 
Administrative 
Commander, 
and  CALEA 
Accreditation 
Manager. 

 Budgetary support 
for travel expenses 
to the “Summer” 
CALEA 
Conference. 

 July, 2007 
(FY08). 

 
 
 
 
 
 
 
 
 
$             38,500 

Re-accreditation - Annual 
Reports are submitted to 
CALEA showing continued 
compliance. At the 
conclusion of the three-
year period, another Onsite 
Inspection is scheduled. 
 
 
 

Sheriff, 
Administrative 
Commander, 
and  CALEA 
Accreditation 
Manager. 

Budgetary support 
for re-accreditation 
process, i.e., 
CALEA fees, office 
supplies for 
creation of new 
CALEA mandated 
files, etc 
 

Ongoing 
Process from 
April, 2007. 
through April 
2009. (FY07, 
FY08, FY09 
and FY10). 

 
 
 
 
 
 
 
$               5,500 

 
 
Accreditation:  Total Fiscal  Year 2008 Costs 
 

 
 
$             49,500 
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Training 

 
 
Action Steps 

 
 
Lead Person(s) 

 
 
Resources Needed 

 
 
Timeline 

 
 
Estimated Cost 

Continue development 
training matrix system for 
all employees. 

Training 
Coordinator. 

Training Budget. 
 

July 1, 2007 
through June 
30, 2008    
(FY08). 

 
 
 
$                   -0- 

Procure the adequate 
ammunitions to properly 
train and qualify 
employees for the use of 
less lethal weapons. 

Sheriff and 
BOCC. 

Budgetary support 
for less lethal 
ammunitions. 

July 1, 2007 
through June 
30, 2008 
(FY08). 

 
 
 
 
$               6,200 

Increase Training Budget 
to allow for annual 
Executive Leadership 
Development Programs 
and both undergraduate 
and graduate programs. 

Sheriff and 
BOCC. 

Training Budget. July 1, 2007 
through June 
30, 2008 
(FY08). 

 
 
 
 
 
$               9,660 

 
 
Training:  Total Fiscal  Year 2008 Costs 

 
 
$             15,860 

 
Retirement 

 
 
 
Action Steps 

 
 
 
Lead Person(s) 

 
 
 
Resources Needed 

 
 
 
Timeline 

 
 
 
Estimated Cost 

Complete an actuarial 
study report to ascertain 
the additional costs to the 
BOCC and to the plan 
members. 

Sheriff, BOCC, 
the St. Mary’s 
County 
Sheriff’s Office 
Retirement Plan 
Board. 

Actuarial Study, 
Budgetary Support 
from the BOCC.  

July 1, 2007 
through June 
30, 2009.  
Project two 
(2) fiscal 
years for the 
study. 

                  TBD 

 
 
Retirement:  Total Fiscal  Year 2008 Costs 

 
 
$                TBD 
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Technology 

 
 
 
Action Steps 

 
 
 
Lead Person(s) 

 
 
 
Resources Needed 

 
 
 
Timeline 

 
 
 
Estimated Cost 

Field Reporting Software 
for Law Enforcement 
Personnel allowing for real 
time data collection. 

Sheriff, 
Information 
Technology 
Director and 
BOCC. 
 

Funding for Field 
Reporting 
Software. 

July 1, 2007 
through June 
30, 2008 
(FY08). 
 
 
 
 

 
 
 
 
$           196,860 

Continue implementation 
of Mobile Data Computers 
to include Deputies in the 
Special Operations 
Division. 
 

Sheriff and 
BOCC. 
 

Funding. July 1, 2007 
through June 
30, 2008 
(FY08). 

 
 
 
$           589,140 

Obtain estimates for the 
purchase of Digital Video 
Recording System for the 
county detention center. 
 

Sheriff. Time and talent of 
current personnel. 

July 1, 2007 
through June 
30, 2008 
(FY08). 

 
 
 
$                   -0- 

 
 
Technology:  Total Fiscal  Year 2008 Costs 
 

 
 
$           786,000 

 


