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Executive

Summary


This white paper 
distills those findings 
into an action plan:
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1 Quantify the hard costs of turnover.

2 Adopt compensation policies that lock in baseline loyalty.

3
Build schedules that respect work-life balance and eliminate 
last-minute scrambles.

4
Layer in Belfry’s shift marketplace, mobile self-service, and payroll 
automation to sustain results.

5 Forecast your own savings and next steps.



per exit officers turnover

$720,000

annual lost
x x =
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The Hidden Cost of 
Constant Churn

Direct

Costs

Job ads

Background checks

Uniforms

Training

Indirect

Costs

Supervisor overtime

Compliance risk

Lost new-contract opportunities

High churn erodes profit through:

←

Average annualized 
turnover in contract 
security exceeds

120%



BELFRY    |    Turnover to Tenure: Compensation and Scheduling Strategies That Keep Officers on Post 05

Call‑Offs, Absenteeism,

and Their Financial Drag

←

Turnover Rate by Growth Factor Avg. Turnover Rate

Low Growth 90%

Moderate Growth 110%

High Growth 76%

Rapid Growth 155%

Relative Growth Factor  →   Low: ≤ -9%  |  Moderate: -9% to +10%  |  High: 10% to 45%  |  Rapid: 45%+
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Higher call-off rates

correlate with higher 
turnover → r = 0.68

Good

Bad
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Compensation:

Your Baseline Lever

←

1 Benchmark pay quarterly against local medians plus vertical premiums.

2 Tie micro‑bonuses to attendance, punctuality, and incident‑free shifts.

3 Fund raises with savings from reduced hiring and overtime.

Best Practices:

Annualized Turnover Rate

Pay Rates Quartiles
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Scheduling for Stability

←

Book a Demo →

What you can do to reduce call-offs:

Send Offer

Set up Offer Select Officers Review & Send

Shift Details Edit

Offer Details

Offer Messages

Post

Date

Time

Pay Rate

Timecard
Bradley Johnson

Scheduled

Actual Notes

Pay Breakdown
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Onboarding, Payroll, and 
the First‑Week Experience

←

Guided mobile onboarding trims paperwork time from 2 hrs to 25 minutes.

Payroll accuracy: one system stores hours, rates, taxes, and deductions.

Automated license tracking to prevent accidental suspensions.

Same‑day pay options through instant payroll cards.
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Metrics that matter

←

KPI Why it matters Target Range

Call-Off Rate Early warning sign of disengagement;


spikes preceed churn

<3% weekly

Vacancy Fill

Time

Measures scheduling afility; long fill 

times lead to overtime.

<4h: short notice

<24h: advance posts

First-90-Day

Turnover

Early warning sign of disengagement;


spikes preceed churn

<15% quarterly

Unbilled Overtime

Hours

Early warning sign of disengagement;


spikes preceed churn

Trending down


Quarter x Quarter

Use Belfry to help track these metrics.
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Turnover is the norm, not the exception. Annual churn across contract security averages 120 percent.

Each departure hurts the bottom line. Replacing one officer costs about $2,000 in ads, screening, uniforms, and onboarding time.

Absenteeism signals bigger problems. The call-off rate and overall turnover move together with a correlation of r = 0.68

Competitive pay pays off. A 10 percent wage bump lowers churn roughly 12 percent in our pay-versus-turnover analysis.

Stability and growth can coexist. Firms expanding 10 to 45% a year hold turnover near 76 percent, far better than the industry average 

Digital shift offers speed coverage. Electronic offers fill open posts three times faster than phone calls.

Local benchmarks matter. Median officer pay runs from $14/hour in Texas to $35 in Maryland.

Key Takeaways




