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The Georgia Electronic Accident Reporting 
System (GEARS) is an electronic crash reporting 
solution provided by LexisNexis® CoplogicTM 
Solutions on behalf of the Georgia Department 
of Transportation. This no-cost solution allows 
law enforcement agencies in the state of Georgia 
to submit crash reports quickly and efficiently 
through a web-based portal.

GEARS eliminates the outdated process of manual 
crash reporting and delivers the convenience of 
automation among other benefits, including:

•  Provided at no cost to agencies 

•  Generates agency revenue 

•   Assists in making Georgia roads and  
highways safer

LexisNexis® CoplogicTM Solutions delivers 
innovative solutions to help law enforcement 
agencies like yours more effectively serve their 
communities. Ask us today how we can help  
serve you.

For more information, call 866.495.4206 or 
email gears.support@lexisnexisrisk.com

GEARS—Your approved Georgia 
statewide traffic solution 

Save time and resources while 

generating additional revenue. 

Georgia Electronic Accident Reporting System (GEARS)

The GEARS service is not provided by “consumer reporting agencies,” as that term is defined in the Fair Credit Reporting Act (15 U.S.C. § 1681, et seq.) (“FCRA”) and does not constitute 
“consumer reports,” as that term is defined in the FCRA. Accordingly, the GEARS service may not be used in whole or in part as a factor in determining eligibility for credit, insurance, employment 
or for any other eligibility purpose that would qualify it as a consumer report under the FCRA. LexisNexis and the Knowledge Burst logo are registered trademarks of RELX Inc.. Coplogic is a 
registered trademark of LexisNexis Claims Solutions Inc.. Other products and services may be trademarks or registered trademarks of their respective companies. Copyright © 2017 LexisNexis. 
NXR11546-00-0117-EN-US

Coplogic™ Solutions

https://gachiefs.com/buycrash-2/
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PRESIDENT'S  
MESSAGE

 

It has been an honor of a lifetime to serve as your President for the past year.  Serving in the 
capacity as President has truly opened my eyes and allowed me to discover that GACP is the 
most professional and best run Chief’s Association in the nation.  The GACP staff is running on 
all cylinders and approaches every project with a team mindset and fundamentally believes 
in serving our membership in the highest professional light.  I would like to personally thank 
every member of the GACP staff for their hard work and dedication to our association.  Each of 
you are truly the best! 

As my term as President comes to an end, I would like to highlight the many accomplishments 
of the GACP over the past year.  We updated the Constitution and By – Laws, bringing both 
documents up to date and relevant.  We also reinvigorated the State Certification Program by 
making it a priority for the organization, hired a full-time certification manager, updated the 
program rules, increased the number of agencies participating and developed a strong rela-
tionship with Georgia Police Accreditation Committee (GPAC).

The GACP enhanced training programs to include vastly expanding the number of classes 
provided at the Summer and Winter Conferences and increased the opportunity to obtain ex-
ecutive training hours via internet and webinars. The GACP also increased the number of Chief 
Executive Training Courses (CETC) to five smaller classes per year.  We have also begun the 
process of reviewing and updating the course curriculum and the training format to become 
more interactive.

As promised, the GACP Executive Board took to the road last year and hosted our monthly 
board meetings across our great State.  While allowing our membership closer access to our 
executive board meetings, we were honored to visit many great cities along the way such as 
Lyons, Young Harris, Tifton, Valdosta, Gainesville, Atlanta, and of course Forsyth, home to our 
very own GPSTC!

LEADERSHIP

Chief Bruce Hedley 
GACP President & Chief of 
Lilburn Police Department
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In an effort to build our investment portfolio and increase our 
net worth, last year the GACP entered into an agreement with 
Fiduciary Vest. I am proud to announce since last July, our 
investment portfolio grew by more than $425,000 and pushed 
GACP’s net worth to more than $5.2 million!  So, I can assure 
each of you the GACP is financially sound and has the financial 
freedom to allow for top - tier services and training for our mem-
bership. 

Last year the Executive Board unanimously approved the cre-
ation of three new award categories. GACP award categories 
now include Officer of the Year, Supervisor of the Year, and Ad-
ministrative Assistant of the Year.  By creating these three new 
award categories, the GACP is positioned to recognize those 
employees who are the best of the best from around the entire 
State of Georgia. I am excited about recognizing this year’s 
winners at the Summer Training Conference! 

In November 2020, the U. S. Department of Justice created 
rules requiring all agencies seeking discretionary grants from 
the DOJ must first verify their operational policies comply with 
established DOJ standards. GACP entered into an agreement 
with the U. S. Department of Justice to serve as the credential-
ling body for law enforcement agencies in Georgia. To date, 182 
agencies have been credentialed as complying with the DOJ’s 
standards.

As you can see, the GACP transitioned the GACP newsletter into 
a professional magazine, The Georgia Police Chief.  This maga-
zine is full of up-to-date information with articles providing our 
membership with information and references on trending topics 
in law enforcement.  Additionally, you will find scores of re-
sources, all to help our membership better prepare themselves 
to face an ever changing and complex profession.

Improving the quality of police services begins with good 
management and effective leadership. One of the most im-
portant decisions that a local unit of government will make is 
the selection of a CEO for its law enforcement agency. GACP 
provides assistance to municipal and county governments in 
recruiting and selecting chiefs of police and other senior police 
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officials.  Last year the GACP increased the number of assessment centers provided 
to local governments to assist them with selection of the chiefs and other supervisors. 
Thirteen assessment centers have been completed for nine agencies and four more are 
scheduled for the coming months.  

GACP has been working with the Georgia Office of Highway Safety (GOHS) and we were 
able to increase the federal funding to $384,375 for agencies to purchase computer 
equipment needed to electronically transfer accident reporting to the State. This very 
important partnership plays a critical role in obtaining funds earmarked at the highest 
national level and then transferred down to scores of agencies throughout the state.  

The GACP has partnered with the Georgia Peace Officer Standards and Training Council, 
the Georgia Public Safety Training Center, and the Peace Officer Association of Georgia 
to offer the Police Officer Resiliency Training Program.  This program is designed to 
equip officers at all ranks with empirically validated skills of resilience. The program 
is offered as a three-day in-person training and we will soon be offering this course at 
numerous locations through the State of Georgia.

And finally, our Executive Director created a new GACP legislative portal which provides 
our members access to daily legislative updates.  Director Ayers traveled almost daily 
to the Capital during the legislative session and tracked any bill that could potentially 
influence law enforcement or our members.  Now it is very easy to track bills that are 
important to you and our great profession.

In closing, I wanted to thank the GACP staff, members of the Executive Board, and the 
entire membership as a whole in supporting me during my tenure on the Executive 
Board.  I am extremely proud and humbled to have lead an organization with so many 
outstanding leaders as members of our great organization!  

Chief Bruce Hedley, GACP President

LEADERSHIP
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Come see us at the 

2021 GACP Summer Conference 

Booth #808

You don’t have time to toggle between multiple 

browsers and handbooks. We put training, policy, 

and communications at your fingertips to help your 

department save time... and we do it all at a price your 

department can afford.

With our TMS you can house all your policy and 

procedure guidelines and updates.

Have access to online training, announcements, and 

more wherever you are. 

Learn alongside your peers from leading industry experts.

24/7 U.S.-based technical support–access for all users.

GACP 

STRATEGIC 

PARTNER

GA POST 

APPROVED 

PROVIDER

Do you think 

Virtual Academy is 

JUST online training? 

Think again.

www.virtualacademy.com


10  SUMMER.2021 

LEADERSHIP

FROM THE DESK of the 
EXECUTIVE DIRECTOR
 
A.A Butch Ayers 
GACP Executive Director

The Legislative Session ended on March 31st, and numerous bills be-
came / will become law. You can go to the GACP Legislative Informa-
tion link to learn more about the bills that became law.  There is also 
a PowerPoint presentation available that can be used for in-service 
training and / or GACP district training. 

While we had a relatively successful legislative session, bills that were 
unsuccessful this year are still in play for 2022.  Those bills can be 
found on our website by clicking on the above link. After logging in to 
the GACP Legislative Resources page, click on the Legislative Update 
link (under the photo of the State Capitol). Then click on Legislative 
Bills of Interest 2021-2022. Any bill that is highlighted in yellow, as 
well as any bill that is not highlighted, still has the potential of becom-
ing a law in 2022.

While we have made improvements with our legislative efforts, I do 
need your help. There have been several occasions where I or other 
chiefs have testified before a legislative committee or subcommittee.  
Our testimony carries more weight and influence when we have actu-
al statistical data rather than just anecdotal information.  Unfortunate-
ly, some of the most useful information is not collected / maintained 
on a statewide level. Therefore, I plan to distribute a questionnaire to 
all chiefs after the Summer Training Conference. When you receive it, 
please take the time to accurately complete it and return it to GACP as 
soon as possible. 
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We have also been very busy in other areas of interest to our members. One of 
the Executive Board’s goals is to reinvigorate the State Certification Program. 
On April 12th, Chuck Groover became our full time State Certification Coordina-
tor. He has personally presented the certification plaques to seven (7) agencies 
so far.  

We have also conducted several promotional assessments and chief searches 
for agencies across the state. Several more promotion assessments are sched-
uled to take place over the next several months. 

Our public relations efforts include a renewed presence on Facebook and 
LinkedIn, as well as a redesigned graphics for our display booth. We are 
providing additional training opportunities as well as revamping the curriculum 
for new chiefs’ school.  Finally, GACP staff members have been working very 
hard preparing for the 2021 Summer Training Conference. I hope you enjoy the 
variety of quality training options and please take the opportunity to visit and 
speak with our many exhibitors.

Respectfully,

A.A. “Butch” Ayers, GACP Executive Director

Our testimony carries more weight and influence when we have actual  
statistical data rather than just anecdotal information.  Unfortunately, 
some of the most useful information is not collected / maintained on a  
statewide level. Therefore, I plan to distribute a questionnaire to all chiefs 
after the Summer Training Conference.  When you receive it, please take the 
time to accurately complete it and return it to GACP as soon as possible.
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CHIEF COUNSEL’S CORNER

We have previously examined the 
public’s desire for police officers 
to assist the mentally ill, homeless, 
domestic violence victims, and 
others in contexts that do not directly 
involve the investigation of crimes 
or the enforcement of criminal laws. 
With a genuine intent to “protect and 
serve,” police officers have under-
taken these helpful functions under 
the loose umbrella of “community 
caretaking.” 

Even as the public has increasing-
ly expected the police to perform 
“community caretaking” functions 
in a variety of contexts, the bound-
aries of an officer’s authority under 
the Constitution have not expanded. 
This was made clear by a decision 
that the U.S. Supreme Court issued 
in May of this year, where the Court 
held that police cannot justify a war-
rantless entry into a home based on 
their “community caretaking” duties. 
The case, Caniglia v. Strom, arose 
from an argument that 68-year-old 
Edward Caniglia had with his wife in 
their Cranston, Rhode Island home. 
When the argument escalated, 
Caniglia went into his bedroom and 
retrieved an unloaded handgun. 

Then, a dramatic gesture, he placed 
the gun on the dining room table and 
said to his wife, “why don’t you just 
shoot me and get me out of my mis-
ery?” After some further squabbling, 
his wife left and spent the night at a 
hotel. When she was unable to reach 
her husband by phone the following 
morning, she called the police to 
request a welfare check. 

The responding officers encountered 
Caniglia on the back deck of the 
home and urged him to go to the 
hospital for a psychiatric evaluation. 
Caniglia assured the officers that he 
would never commit suicide, and 
explained that his “just shoot me” 
comment was in exasperation over 
the couple’s argument. Nevertheless, 
he went along with the evaluation 
on the condition that the officers 
not confiscate his firearms. But once 
Caniglia left with medical personnel, 
the officers entered the home and 
seized his weapons. Caniglia sued, 
claiming that the officers had violat-
ed the Fourth Amendment by enter-
ing his home without a warrant and 
seizing his guns.

The officers did not contend that 
their entry into the home was justi-

fied by consent or exigent circum-
stances. Instead, they argued that 
the entry was proper based on their 
general “community caretaking” 
duties. The District Court found that 
the officers’ actions were reason-
able and agreed that the community 
caretaking exception justified the 
warrantless entry. The First Circuit af-
firmed, emphasizing the “special role 
that police officers play in our soci-
ety.” Caniglia v. Strom, 953 F.3d 112, 
124 (1st Cir. 2020). But the Supreme 
Court unanimously vacated the First 
Circuit’s decision and flatly rejected 
the lower courts’ application of the 
“community caretaking” doctrine 
to homes. Caniglia v. Strom, 141 S. 
Ct. 1596, 1600 (2021). Yet in doing 
so, the Court left intact its existing 
precedent on warrantless entry and 
exigent circumstances.

The Warrant Requirement and its 
Recognized Exceptions
The Fourth Amendment protects “[t]
he right of the people to be secure 
in their persons, houses, papers, and 
effects, against unreasonable search-
es and seizures.” The “very core” of 
the Fourth Amendment is “the right 
of a man to retreat into his own home 
and there be free from unreasonable 

Lessons From 
Caniglia v. Strom

Richard A. Carothers
General Counsel
Carothers & Mitchell, LLC
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governmental intrusion.” Collins 
v. Virginia, 138 S. Ct. 1663, 1670 
(2018) (citation omitted). Indeed, 
“physical entry of the home is 
the chief evil against which the 
wording of the Fourth Amendment 
is directed.” United States v. U.S. 
Dist. Ct., 407 U.S. 297, 313 (1972). 
For that reason, it is a “basic prin-
ciple of Fourth Amendment law 
that searches and seizures inside 
a home without a warrant are pre-
sumptively unreasonable.” Groh v. 
Ramirez, 540 U.S. 551, 559, (2004) 
(quotation and citation omitted). 
Exceptions to the warrant re-
quirement exist, but the Court has 
been careful to limit them. This 
approach preserves the primacy of 
the warrant process and ensures 
that police officers have “clear 
guidance ... through categorical 
rules.” Riley v. California, 573 U.S. 
373, 398, (2014). The Court has 
recognized two exceptions to the 
warrant requirement in the context 
of entries to the home -- consent 
and exigent circumstances -- but 
these are “jealously and careful-
ly drawn.” Georgia v. Randolph, 
547 U.S. 103, 109 (2006) (citation 
omitted). When a warrantless 
entry is challenged in court, “the 
burden is on the government” to 
“overcome the presumption of 
unreasonableness that attaches 
to all warrantless home entries.” 
Welsh v. Wisconsin, 466 U.S. 740, 
750 (1984).

An officer’s entry into a home can 
be justified by consent only when 
it is voluntarily given by an individ-

ual such as the householder or a 
fellow occupant who shares com-
mon authority over the home. Ran-
dolph, 547 U.S. at 109. Common 
authority is based on “mutual use 
of the property by persons gener-
ally having joint access or control 
for most purposes.” Illinois v. 
Rodriguez, 497 U.S. 177, 181 (1990) 
(citation and quotations omitted). 
It must appear to the objective, 
reasonable officer that the con-
senting person does in fact have 
common authority for consent to 
be valid. Id. at 186. Each occupant 
who shares a home assumes the 
risk that “any of the co-inhabitants 
has the right to permit the inspec-
tion in his own right” and that “any 
one of them may admit visitors, 
with the consequence that a guest 
[is] obnoxious.” Id. at 110-11 (cita-
tion omitted). Even so, the Court 
has narrowly circumscribed this 
exception, holding that “a warrant-
less search of a shared dwelling 
for evidence over the express 
refusal of consent by a physically 
present resident cannot be justi-
fied as reasonable as to him.” Id. 
at 120. A “cooperative occupant’s” 
consent to a search therefore 
cannot “counter the force of an 
objecting individual’s claim to 
security against the government’s 
intrusion into his dwelling place.” 
Id. at 115. The Court acknowledged 
that it was “drawing a fine line” 
by requiring a physically present, 
vocal objector, but concluded that 
such “formalism” was “justified” 
by the “practical value” of easily 
applicable rules. Id. at 121.

The exigent circumstances doc-
trine, on the other hand, can 
potentially justify a warrantless 
home entry when the need for 
urgent action is “compelling.” 
Kentucky v. King, 563 U.S. 452, 
460 (2011). The Court has identi-
fied several circumstances that 
meet this standard, including “the 
need to prevent the imminent 
destruction of evidence in indi-
vidual cases, to pursue a fleeing 
suspect, and to assist persons who 
are seriously injured or are threat-
ened with imminent injury.” Riley, 
573 U.S. at 402. So long as police 
do not create an exigency them-
selves by committing an actual or 
threatened violation of the Fourth 
Amendment, the urgent and com-
pelling need justifies a warrantless 
entry. King, 563 U.S. at 462.

The Community Caretaking 
Exception
Although consent and exigent 
circumstances are the only two 
grounds that the Supreme Court 
has accepted to justify a warrant-
less home entry, the lower courts 
in Caniglia instead upheld the of-
ficers’ actions based solely on the 
“community caretaking” exception 
to the Fourth Amendment warrant 
requirement. And so, the only 
issue before the Supreme Court 
was whether the “community care-
taking” exception to the Fourth 
Amendment’s warrant requirement 
extends to the home. As demon-
strated by the brevity of 
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the Court’s opinion (only four 
pages), the Court had little trouble 
unanimously concluding that it  
does not.

Caretaking functions are activities 
that police officers undertake to 
ensure the public welfare that are 
divorced from law enforcement or in-
vestigatory endeavors. The Supreme 
Court has recognized an exception 
to the warrant requirement in order 
to accommodate such functions, 
but it has limited its application to 
the context of vehicles. In Cady v. 
Dombrowski, the Court held that a 
warrantless search of a disabled and 
impounded vehicle for an unsecured 
firearm did not violate the Fourth 
Amendment. 413 U.S. 433 (1973). In 
reaching this conclusion, the Court 
observed that police officers who 
patrol the “public highways” are 
often called to discharge noncriminal 
“community caretaking functions,” 
such as responding to disabled 
vehicles or providing aid to motorists. 
Id. at 441. The Court was careful to 
emphasize the “constitutional differ-
ence” between automobiles -- which 
are near the bottom of the totem 
pole for constitutional protection -- 
and homes, which are at the pinnacle 
of the Fourth Amendment’s privacy 
interests. Id. at 439. 

Unlike the doctrine of exigent circum-
stances, the community caretaking 
exception contains no requirement 
that a need be particularly compel-
ling or urgent to justify an intrusion. 

The exception’s laxity explains its  
limited application to the relatively 
low-privacy context of automobiles. 
Even so, some courts have treated 
that vice as a virtue that renders the 
broad umbrella of “community care-
taking” an expedient means to up-
hold warrantless intrusions into the 
home. The First Circuit did just that in 
Caniglia, validating the officers’ entry 
into the home simply because their 
efforts to protect Mr. and Mrs. Cani-
glia were “distinct from ‘the normal 
work of criminal investigation,’” and 
fell “within the realm of reason,” and 
generally tracked what the court 
viewed to be “sound police proce-
dure.” 953 F.3d at 123-28, 132-33.

At oral argument in Caniglia, the 
justices foreshadowed their upcom-
ing rejection of the First Circuit’s 
analysis. As Justice Sotomayor put 
it, “I am concerned deeply about 
the First Circuit’s claim that there is 
no requirement that officers must 
select the least intrusive means of 
fulfilling … community caretaking 
responsibilities.” The problem is not 
so much that officers might enter 
homes for purposes other than law 
enforcement; it is that the community 
caretaking doctrine lacks sufficient 
procedural guardrails to protect the 
privacy rights of residential occu-
pants.

The Supreme Court adopted the 
community caretaking doctrine ex-
pressly for automobiles, not homes. 
Because the First Circuit applied the 

“community caretaking” rule be-
yond automobiles and required the 
government to make no showing of 
exigency for a warrantless entry, the 
Supreme Court concluded that the 
Circuit Court’s holding “goes beyond 
anything this Court has recognized.” 
141 S. Ct. at 1599. Revisiting Cady, the 
Court emphasized that its “recogni-
tion that police officers perform many 
civic tasks in modern society was just 
that—a recognition that these tasks 
exist, and not an open-ended license 
to perform them anywhere.” Id. at 
1600. 

Still, the Justices remain receptive to 
exigency arguments. Justice Thomas, 
who ultimately wrote for the unani-
mous Court, observed at oral argu-
ment that the current exception for 
exigent circumstances is sufficient to 
accommodate legitimate community 
caretaking concerns. “I don’t know 
why we would need another catego-
ry to cover those examples,” he com-
mented. In a joint concurrence, Chief 
Justice John Roberts and Justice 
Stephen Breyer noted that Fourth 
Amendment jurisprudence already 
permits warrantless entries “when 
there is a need to assist persons who 
are seriously injured or threatened 
with such injury.” Id. at 1600. Justice 
Kavanaugh’s concurrence followed 
the same reasoning: 
 
[T]he Court’s exigency precedents, 
as I read them, permit warrantless 
entries when police officers have 
an objectively reasonable basis to 
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believe that there is a current, ongoing crisis for 
which it is reasonable to act now. … The officers do 
not need to show that the harm has already occurred 
or is mere moments away, because knowing that will 
often be difficult if not impossible in cases involving, 
for example, a person who is currently suicidal or an 
elderly person who has been out of contact and may 
have fallen. If someone is at risk of serious harm and 
it is reasonable for officers to intervene now, that is 
enough for the officers to enter. Id. at 1604 (citations 
omitted).

Conclusion
Caniglia may be best understood as a rejection of 
a legally flawed rationale, and not as a curtailment 
of a police officer’s existing discretion to address a 
truly urgent need. Nothing in Caniglia disturbed the 
Court’s “longstanding precedents that allow warrant-
less entries into a home in certain circumstances.” 
Sanders v. United States, No. 20-6400, 2021 WL 
2194857, at *2 (U.S. June 1, 2021) (Kavanaugh, J.) 
(concurring in decision to grant certiorari, vacate, and 
remand in light of Caniglia). The avenues of con-
sent and exigent circumstances remain available to 
address a variety of circumstances which might call 
for an officer to enter a home without a warrant. Al-
though the Court did not grant officers carte blanche 
permission to enter homes based only on their help-
ful intentions, the Court is clearly willing to accept an 
intrusion that is needed to address a compelling and 
urgent need.

Richard “Dick” Carothers is the General Counsel 
for the Georgia Association of Chiefs of Police.  A 
graduate of Emory University School of Law, he 
has practiced local government law in Georgia for 
40 years.  He served as an Assistant City Attor-
ney for the City of Atlanta, as County Attorney for 
Gwinnett County, and has been City Attorney for a 
number of cities over the years.  He is a member of 
the Georgia and Ohio Bar Associations. 
 
Dick also serves as insurance defense counsel for 
cities and counties including their officers and 
employees throughout Georgia in state and federal 
courts. His firm is currently defending cases rep-
resenting numerous law enforcement officers and 
first responders.  He is admitted to practice in all 
Georgia appellate courts, the Northern and Middle 
District federal courts, the 11th Circuit Court of 
Appeals, and in the United States Supreme Court.  
Dick has represented a Georgia city in a case and 
argued before the Supreme Court.  
 
Dick is the Past President of the Local Government 
Section of the State Bar of Georgia and serves as a 
Special Assistant Attorney General for the Georgia 
Department of Transportation.  His firm, Caroth-
ers & Mitchell, is located in Buford, Georgia.
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On May 5, 2021, the Georgia Association of Chiefs of Police  
Executive Board hosted its monthly board meeting and Annual  
Goals Conference at the Atlanta Motor Speedway in Hampton.  
With 72 members in attendance, Dr. Butch Beach facilitated the 
meeting to assist Incoming GACP President, Chief Janet Moon,  
to establish her goals for the 2021 – 2022 year.  

Goal # 1
Create a series of advance  
‘certifications’ for police chiefs 
beyond the basic Chief Executive 
Training Course (CETC). 

Every newly appointed police 
chief is required by state law to 
attend the ‘next available’ Chief 
Executive Training Class provided 
the Georgia Association of Chiefs 
of Police. This program is desig-
ned to provide attendees a fou-
ndation of knowledge. The goal 
of this initiative is to design topic 
focused ‘levels of certification’ 
from GACP that provide attende-
es in-depth knowledge and skills 
to address complex topics.

Goal #2
Create a Public Education Program regarding 
challenges police officers face and how qualified 
immunity works.

Recent incidents of police misconduct and  
the resulting protests have led to calls for  
police reform and the abolition of qualified  
immunity for police officers. Many of these  
demands are based upon misinformation that 
have led some citizens to have false impressions 
of and beliefs about our officers. There are no 
simple answers for difficult problems. The goal 
of this project is to develop a comprehensive 
public education initiative that outlines the  
multi-faceted challenges agencies face, the  
need for comprehensive solutions, and the  
importance of qualified immunity.

Chief Janet Moon  | Incoming GACP President

Goals for 2021-2022    Pursuant to this meeting the following goals were established. 

LEADERSHIP
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Goal #3
Increase the number of agencies  
participating in the State Certification  
Program by 10%.
 
Over the past year, police agencies across  
the country have faced intense scrutiny  
and criticism. One proven process that  
has mitigated some agencies from being 
targeted for these issues is the Georgia  
Law Enforcement State Certification Pro-
gram. For 25 years, agencies across the 
State have utilized the state certification 
program to ensure they meet or exceed  
established professional and legal stan-
dards.  Currently, there are 142 agencies 
participating in this program. This goal is 
to initiate a process of continued annual 
growth in the program beginning with in-
creased participation in the next year by at 
least 10%.

GOALS CONFERENCE

Goals for 2021-2022    Pursuant to this meeting the following goals were established. 

GOALS CONFERENCE
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https://911eye.com
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www.axon.com/evidence
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Police departments across the country are 
under attack.  Over the last several years, news 
reporters have repeatedly recorded the chants 
of citizens across the United States protest-
ing against the police.  “Say her name!”  “Say 
his name!”  “Hands up, don’t shoot!”  “I can’t 
breathe!”  While the messages were not always 
the same, each demanded significant change 
in law enforcement agencies’ operations.  Pro-
ponents of change call for defunding the police 
and changing policing procedures as the solu-
tion, but these are hardly experts talking. This 
phenomenon is not a new one, nor is it one that 
will simply go away.  There are many different 
reasons for the rhetoric against law enforcement 
and most are based upon bad actions of few 
individuals. Unfortunately, every police officer is 
paying the price for their bad behavior.    Instead 
of waiting for the narrative to shape the solution, 
law enforcement still has an opportunity to cre-
ate avenues to engage the public and build their 
trust and support. 

While many argue the media has an agenda or 
news reports are either false or exaggerated for 
ratings and sensationalism, it is uncertain what 
effect these stories have on ordinary citizens 
and their perception of the police.  A recent 
Gallup poll of public confidence in police report-
ed the lowest rating in 22 years. It suggested 
the death of black men “while being arrested by 
white police officers” 1  influenced some of the 

numbers.  They went on to note, “these 
events likely contributed to the decline in confi-
dence in police, although it is important to note 
that Americans’ trust in police has not been fun-
damentally shaken---it remains high in an abso-
lute sense, despite being at a historical low” 2 .  
In today’s tumultuous world, it is imperative 
for law enforcement agencies to consider the 
various resources available to prevent many of 
the tragedies regularly seen in the news.  One 
such resource is a set of professional standards 
developed by an outside entity, created by prac-
titioners and community members to improve 
professionalism in law enforcement.  The State 
of Georgia has always been a leader in the Com-
mission on Accreditation of Law Enforcement 
Agencies (CALEA) accreditation program and 
Georgia Law Enforcement Certification Program 
(often referred to as State Certification).  While 
State Certification and CALEA are different in 
many ways, they have two important things in 
common: both programs offer enhanced pro-
fessional standards with an independent review 
and an accountability process for participating 
agencies.  

Certification
Is it Worth the Hype?
Christopher M. Cooke
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To determine if accreditation 
or certification is an answer 
to today’s problems, one can 
simply start by examining the 
beginning of the accreditation 
movement.  Looking for a way to 
evaluate their departments, sev-
eral agencies decided to seek 
out a professional organization 
to assess their efforts.  Agencies 
became engaged in the accred-
itation process “to address the 
public outcry against the some-
times-violent police responses 
to the civil rights and antiwar 
protests of the 1960s and 
1970s”  3 (p. 298).  At the same 
time, some critics have claimed 
the accreditation process was 

“mostly an empty, symbolic 
exercise”. 4 One of the primary 
goals of the accreditation pro-
cess, and what the standards 
and procedures are intended to 
show the citizens, is the agen-
cy’s commitment to meeting 
higher standards of performance 
and levels of transparency with 
the public.  This cannot be mea-
sured by simply examining crime 
rates or raw numbers. Rather, a 
better measurement is the level 
of confidence and satisfaction 
the community has in its police 
department.

Previous studies have been con-
ducted comparing use of force, 

complaints, reporting, and mea-
suring success, but have largely 
been inconclusive due to the 
complexities of the accreditation 
process.  At the same time, there 
have been many studies of the 
impact of accreditation in law 
enforcement, no study viewed 
the citizens’ perception of agen-
cies that either had or did not 
have accreditation.  To increase 
the number of state certified 
agencies, it is incumbent on all 
departments to demonstrate 
there is value added from the 
process.   One such way to mea-
sure the success of the program 
is to ask the citizens if they see 
benefit in the process. 
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To determine how the citizens felt about law 
enforcement accreditation programs in Georgia, 
a study was conducted to measure the percep-
tions of citizens in communities across the state.  
To ensure uniformity in responses, surveys were 
conducted with leaders in 140 local Chambers of 
Commerce across the State.  The study measured 
five (5) areas that related to satisfaction and five 
(5) areas that related to confidence.  The data col-
lected was used to show the relationship between 
the public’s perception of CALEA Accredited agen-
cies and State Certified agencies, compared to the 
public’s perception of agencies neither accredited 
nor certified. The purpose was to determine if the 
citizens of communities with CALEA Accredited 
agencies or Georgia State Certified agencies had 

a higher level of satisfaction with the overall per-
formance, professionalism, level of transparency, 
response to the community, and efforts to create 
positive race relations than those agencies that 
have neither accreditation nor certification.  In ad-
dition, the study sought to determine if residents 
of CALEA Accredited or State Certified agencies 
had more confidence that the agencies were trying 
to establish partnerships in the city; working with 
citizens to address challenges in the community; 
working to create a diverse workforce; and were 
performing impartial use of force audits more than 
citizens of non-CALEA Accredited or State Certified 
agencies.   

CertificatioN: Is it Worth the Hype?

Area Measured CALEA GA State Other
Satisfaction with Overall Performance 4.76 4.79 4.15
Satisfaction with Professionalism 4.94 4.50 3.94
Satisfaction with Transparency 4.94 4.50 3.94
Satisfaction with Response to Community Members 4.88 4.64 3.97
Satisfaction with Race Relations 4.82 4.71 3.94
Confidence with Building Relationships 4.94 4.43 3.97
Confidence with Working with Citizens 4.88 4.43 3.97
Confidence with Creating Diversity in Workforce 4.76 4.36 3.76
Confidence with Conducting Impartial UOF Investigations 4.88 4.57 3.88
Confidence of the Community with Overall Performance 4.24 4.07 3.82
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After evaluating the collected 
data, the results of the study 
showed a positive correlation 
existed for agencies that held 
either a CALEA Accreditation or 
Georgia State Certification.   The 
data below represents the aver-
age scores for responses in each 
of the areas studied.  

This study revealed law enforce-
ment agencies in Georgia overall 
have a positive public percep-
tion.  It was noted, however, 
agencies that achieved accred-
itation or certification enjoyed a 
much better public perception.  
While this study ultimately does 
not answer all questions about 
accreditation and certification, 
there is a strong argument for 
agencies to work towards imple-
menting the standards.  

There are many barriers that can 
prevent an agency from attaining 
and keeping State Certification, 
including cost and concerns 
regarding lack of control. 

Conversely, as other agencies 
across the country have already 
demonstrated, doing nothing 
may likely result in a much high-
er cost and potential for losing 
control. 

Christopher M. Cooke retired after 
25 years of law enforcement service, 
most of which was with the Dal-
ton Police Department. He holds a 
Doctorate of Public Administration 
from Valdosta State University and is 
a graduate the Georgia Law Enforce-
ment Command College and the 
238th Session of the FBI National 
Academy.  

1 Jones, Jeffrey M., In U.S., Confidence in Police 

Lowest in 22 Years,  https://news.callup.com/

pol/183704/confidence-police-lowest-years.aspx 

(June 2015), p. 3.

2 Ibid.

3 McCabe, B. Ponomariov, B. & Estrada, F. (2018). 

“Professional cities: Accredited agencies, 

government structure, and rational choice”, Public 

Administration Review, 78(2), 295-304.

4 Hughes, A. G. & Teodoro, M. P. (2012). “Socializer 

or signal? How agency accreditation affects

organizational culture”, Public Administration 

Review, 72(4), 583-591.
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Within the past few years, virtual reality (VR) and augmented reality (AR) have steadily 
moved from early adopters towards the mainstream. Though not applicable for all situations, 
e.g., traditional simulation and live fire still have a prominent place for group training, the 
new technologies have arrived at an opportune moment. There is a strong call for revisiting, 
increasing and improving law enforcement training. With its immersive capacity, VR and AR 
appear to be game changers in preparing trainees for unexpected threats.

The hour has come for VR and AR
In mid-January, SharePoint Developer Aufait, cited a list of upcoming law enforcement tech 
trends.  The author cited virtual and augmented reality training among the top technologies, 
along with the Internet of Things, Body-worn cameras, drones, Artificial Intelligence and 5G 
connectivity: The author noted that “the realism and flexibility of VR training make it the best 
training law enforcement trainees can get.” By simulating real-life situations using goggles 
and headsets, virtual reality police training improves efficiency as well as cognitive response. 
The posting added a further application: “Virtual reality methods can also be used to train 
officers for providing appropriate medical assistance, better connecting police and communi-
ty … especially in the light of the recent hostility towards officers.” 
 
Matching heightened realism with the right scenarios
Law enforcement, with its split-second judgments, has always been a physical, mental and 
emotional challenge, but 2020 with COVID-19 and community unrest made it more com-
plicated. Professionals now find themselves under a glaring spotlight for their actions. The 
Supreme Court decision that removed second-guessing and Monday-morning quarterbac-
king is being questioned. The law enforcement officer more than ever requires confidence 
to approach issues like use of force and handling of people in crisis. Not surprisingly, almost 
everyone agrees that improved training must be a part of the solution. But what constitutes 
an improvement? 

In 2018, two academicians at the University of Copenhagen, Lasse Jensen and Flemming 
Konradsen, identified situations where VR’s head-mounted displays (wireless headsets) 
are the most useful for skills acquisition. After their review of 21 experimental studies, they 
determined that VR seemed to improve learning in three areas: 

1. Cognitive skills related to remembering and understanding spatial and visual information 	
    and knowledge. 

2. Psychomotor skills related to head-movement, such as visual scanning or observational      	
    skills.
 
3. Affective skills related to controlling your emotional response to stressful or difficult  
    situations.
 
Each of these areas are pertinent to law enforcement skills. VR and AR, with their three-
-dimensional sensory inputs, provide unprecedented realism for memorable learning. Even 
though the actual training space may be a small room, officers can respond to calls in a vivid 
environment, duplicating actual conditions they are likely to encounter. Of course, the techno-
logical effects can only be as instructive as the courseware. Scenarios drawn from authentic 
events, adjudicated with a clear legal result, can have long-term implications for an officer’s 
career and the community. 
 
Choosing VR content that fits your training program
For 3D VR to reach its training potential, it must have content that matches the capabilities of 
proven successful simulation systems. It should have a comprehensive, video content library 
for all applications: From use-of-force de-escalation to active shooter to person-in-crisis re-
sponse. These scenarios should have branched outcomes, where officer response modifies 
the flow of events.  Most important, all content should be created in conjunction with users, 
e.g., law enforcement, first responders, and correctional and military police partners. Becau-
se of constant changes in what officers confront, your vendor needs to release new content 
on a regular basis. Ideally, the system itself should also let you author specific customized 
scenarios to place the trainee in specific environments, such as the following:

•  An office or business park
•  A school with single or multiple entry points as well as a single hall with classroom
•  A multitude of streets options, including urban, rural, highway, etc. 
•  Inside and outside of houses
•  A park and picnic areas
•  Jail or prison block

Written by Ellis Pines of Radancy, a TMP Worldwide Company

The new InVeris VR-DT: VR based on unparalleled law  
enforcement simulation

Building immersive systems involves more than adapting an 
innovative technology. With 35 years of experience with FATS® 
simulation training hardware and software, InVeris Training 
Solutions understands the rigors of writing and producing cour-
seware that hundreds of agencies use each day. This know-how 
has gone into the development of the VR-DT – Virtual Reality 
Decisions and Tactics - (“Verdict”) virtual reality system. If you 
have a demand for a geographic setting or training circumstance, 
it is likely that the InVeris VR-DT has either an available scenario 
or one that can be readily modified.

The trainee can consequently benefit from the most advanced 
technology, accompanied by the latest law enforcement scena-
rios. To explore virtual reality for your agency and how it might 
meet your training needs, please visit 
 
https://inveristraining.com/vr-landing/ or contact ITS-LESales@
inveristraining.com. 

Virtual Reality in Law Enforcement Training  
PA ID ADVERTOR IAL

PA ID ADVERTOR IAL
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One of the most common behaviors I noticed among 
offenders in jail and in the prison system was their re-
fusal to accept responsibility for their own behavior and 
instead focus upon the faults of others, their bad circum-
stances and upbringing, etc.  I often asked them why 
they were in prison or jail and they would often begin 
their answer with “they say I robbed a bank” or 
 “I was set up for selling drugs by the cops” or some-
thing similar.  I met very few “guilty” people in our 
corrections and jail facilities.

In dealing with errant employees I saw the same pattern 
of blame shifting.  Most personnel and managers who 
got in trouble either flat out lied about their behavior or 
had an excuse for what they did, “the inmate made me 
so mad I had no choice but to hit him” or “things are 
so screwed up here I am right in cussing out the super-
visor”, etc.  In my career as head of an Internal Affairs 
Division – I only had one employee who actually came 
in and said, “I have no excuse for my behavior – what I 
did was foolish and wrong  - I understand that it is going 
to cost me my job.”  Fortunately after he said that, the 
paramedics were able to resuscitate me so I did not die 
of shock. HA!  It is interesting that of all the men and 
women I disciplined as a manager – he was the only one 
I volunteered to write a letter of recommendation for 
another job.

As we reflect on these people we know that do this – 
 let me remind you that we all come from the same  
gene pool as they – humans are wired to blame
others for their problems.  When Adam and Eve got in 

trouble – they started blame 
shifting and we as their de-
scendants have never stopped 
doing it.  I have an incredible ability to notice (and con-
demn) the behavior of everyone around us but see my-
self as a pretty good person.  As a result of that, I spend 
entirely too much time noticing everyone else’s mistakes 
and seem to be totally blind to my own weaknesses 
and mistakes.  This “sitting in judgment” of others in the 
agency, in my family, in political offices, etc. is foolish for 
several reasons.  

First, I have NO ability to change others, or the situations 
in Congress, or whatever – so I am frustrated and upset 
over things I cannot really change.  Secondly, this focus 
upon what is wrong with those around me makes me 
more likely to not deal with the only person or situation 
I can change – ME!  I think if we are honest, the people 
who complain the most are not only the most miserable, 
but the least likely to change or be teachable.

As managers, employees, as spouses, as parents and 
other various roles we have in life – we need to fight this 
natural temptation to spend all of our emotional energy 
and thoughts focusing on how everyone in the world 
is screwed up – but us.  I know that it is the likely the 
number one reason managers fail to be leaders – we 
cannot be a leader if we are not “leading by example” by 
bringing our own behavior and attitudes under control.  

The most common comment I get while doing leadership 
training is “I agree with what you said today – it is too 

Dealing with the Biggest Leadership 
Problem You Will Face Working in 
the Criminal Justice Profession
By Jack Enter
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bad my boss was not here!’  It is no wonder leadership training is rarely successful – we see everyone else as failing 
to practice leadership but do not see our own failure as severely or at all.  This tendency to focus on others also 
feeds our natural inclination towards pride – and increases our critical and unforgiving spirit.  No one who fails to 
tackle this perfectly human trait will ever be a leader – or a great husband or parent.  

Most of us have heard the expression, “we have met the enemy – and it is us.”  I ask you to change that to “we have 
met the enemy – and it is me.”  All the great leaders I have been exposed to have reworked their thinking to take 
100% ownership for their own behavior which gives them the right to lead.  

It is a battle that they will fight for their entire lives – but because they do they possess the most rare and likely the 
most charming human behavior – humility.  They not only consistently work on being a better person but their strug-
gle also makes them more tolerant of others’ failures.  As a result, they positively impact those around them – both 
at work and at home.  Basically fight the chief and most dangerous enemy you will ever face – your own pride and 
behavior.  Most of us fail to do that – and that is why we fail as leaders.

Jack Enter began his law enforcement career in 1972.  Since 
that time, he has worked as a street police officer, detective, 
vice/narcotics investigator, and as the administrator of a law 
enforcement agency in the suburbs of Atlanta.  Jack obtained 
his Ph.D. in 1984 and has served as a professor and adminis-
trator in the university setting and served as one of the plan-
ners of the security component of the 1996 Summer Olympic 
Games in Atlanta.  He has lectured throughout the United 
States and abroad.  He published his first book: Challenging 
the Law Enforcement Organization: Proactive Leadership 
Strategies in 2006.
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At first glance, Think Again by Adam Grant would  
not be on a list of recommended books for law  
enforcement leaders to read.  Yet after reading  
his book, I would certainly add it to my list.

Grant is an organizational psychologist, and he explores the science behind 
changing your mind and understanding what you do not know.  He also dives into 
how to persuade others to change their mind.  Think Again will spark the reader’s 
curiosity, help you understand the preconceived notions and assumptions you 
bring to your decision-making, and help organizations more closely examine why 
they do what they do.

Having the ability to re-think your position has never been more critical than it 
is today.  The changing landscape of law enforcement, combined with the multi-
tude of legislation introduced in states across the country and federally, indicates 
change is coming.  I am reminded of a great quote about police officers and 
change.

“Police officers hate change and the way things are.”

Still, we must adapt, and that might mean changing how we think.

When I was researching the 50th Anniversary book of the Georgia Association of 
Chiefs of Police, I discovered an article written right after the Miranda v. Arizona 
ruling.  The author of the article criticized the Supreme Court and its ruling and 
believed the ruling was the end of law enforcement as we know it and that no 
suspect would ever confess to a crime again.

Of course, we know his prophecy did not come true.  In fact, the Miranda case 
had a positive impact in reducing the police abuse of suspects rampant across the 
country.  Today, we believe Miranda v. Arizona helped law enforcement because 
our thinking has changed.

When it comes to our opinion and the opinion of others, Grant describes how we 
take on the role of three professions: preacher, prosecutor, and politician.  We  
operate in preacher mode to protect and promote our ideals.  We move to  

 BOOKS AND BADGES

Think Again:  
The Power of Knowing  
What You Don’t Know    
By: Adam Grant

 
Chief Billy Grogan 

Dunwoody PD
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prosecutor mode when we identify flaws in the 
position of others and attack.  We shift to politi-
cian mode when we are trying to win over our 
audience.  

Grant argues our opinions should be driven more 
by facts like a scientist.  I’m not suggesting we 
should surrender our core beliefs.  Instead, I’m 
suggesting that having an open mind about spe-
cific issues can lead to more understanding and 
better outcomes. 

In 2009, the CEO of Blackberry, Mike Lazaridis, 
was on a roll.  Blackberry controlled almost 50 
percent of the smartphone market.  In just five 
years, their market share dropped to just 1 per-
cent thanks to the Apple iPhone and Lazaridis’ 
unwillingness to change his mind about the 
Blackberry devices and how they operated.

Grant discusses concepts such as confirmation 
bias, desirability bias, the overconfidence cycle, 
Anton’s syndrome, armchair quarterback syn-
drome, imposter syndrome, confident humility, 
detaching your present from your past, detaching 
your opinion from your identity, relationship con-
flict, task conflict, agreeableness, the strength 
of weak opinions, group polarization, overview 
effect, common identity, counterfactual thinking, 
motivational interviewing, binary bias, awestruck 
effect, dumbstruck effect, psychological safety, 
escalation of commitment, and re-thinking.

Don’t let these scientific-sounding terms cause 
you to hesitate about reading this book.  Grant 
does an exceptional job explaining them in a 
language everyone can understand and uses 
excellent, real-life examples to illustrate each  
of them. 

One of the most gripping examples Grant uses 
in his book is the story of how a black musician 
used his words to enable 200 white suprema-

cists to re-think their beliefs and renounce their 
prejudice.  The story is fascinating and worth the 
read by itself. 

Grant suggests that each of us should have 
challenge network.  He defines this as a group of 
individuals you trust who are not afraid to chal-
lenge your opinion, thoughts and ideas.   

As Grant says, “Even our great governing doc-
ument, the U.S. Constitution, allows for amend-
ments.  What if we were quicker to make amend-
ments to our own mental constitutions?”  

Think Again is the kind of book that will have a 
special place on your bookshelf.  It is one you will 
highlight extensively and reference in conver-
sations, presentations, and speeches for many 
years to come.  

Chief Billy Grogan has over 38 years of law 
enforcement experience and has served the 
last 13 years as the Chief of Police. Previously, 
Chief Grogan served as Deputy Chief in  
Marietta Police. He is a graduate of the FBI 
National Academy, Georgia Command Col-
lege, and the Georgia International Law 
Enforcement Exchange (GILEE). He holds a 
Masters Degree in Public Administration from 
Columbus State University.
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In today’s world, traffic safety is constantly 
evolving. With the pandemic waning and 
summer underway, our schools are back to 
full capacity and more people are on the roads. 
That means school zone and highway safety is 
more critical than ever – along with the need to 
deploy our officers as effectively as possible.
Blue Line Solutions helps police agencies 
get their jobs done. Founded by former 
police officer Mark Hutchinson, BLS blends 

one-of-a-kind photo speed enforcement and 
compelling public education to save more 
lives and prevent tragedy before it happens. 
The company offers hassle-free, end-to-
end managed services, from equipment and 
surveillance to citations and collections. BLS 
is also the only mission-focused company of 
its kind, firmly grounded on the principles 
of giving back and honoring those who have 
fallen.  

What’s next in traffic safety: 
Top 4 industry innovations…built by Blue Line Solutions

BLS founder/CEO  
Mark Hutchinson stays 

on the forefront

Built by cops for cops, TrueBlue School Zone was modeled after the acclaimed, 21-year-old Click It or Ticket program.
Using this proven methodology, TrueBlue School Zone features a comprehensive five-day preliminary study of a
school to create strong baseline data which is shared with parents, schools, government and neighbors through social
media, press releases and school communications. “We’re basically saying, ‘Hey, we watched your school carefully,’”
Mark explains. “’Can you believe that 2,025 people dangerously sped through your school zone in just five days?’”Next
comes a 30-day warning period, where speeders receive written notices but no tickets, followed by actual citations
issued. BLS conducts speed studies repeatedly during these initial stages – and the results have been extraordinary.
In Jefferson, GA’s mid-program study, there was a 95% speeding reduction in the elementary school zone and an 86%
reduction at the high school. Another report from South Fulton, GA, shows an 82% reduction in speeders in the first 90
days of the program among 10 school zones. “64.5% of the reduction was achieved during the public information, 
education before the 1st ticket was written,“ Mark added. “This isn’t about making money…it’s about saving lives.“

2. Because precision matters: Why LIDAR?

What’s the best way to capture criminals, recover stolen cars and save children? It’s TrueBlue ALPR – another leading-
edge suite of BLS systems. Engineered for both stationary and mobile use, TrueBlue is the most formidable license 
plate recognition program available anywhere today, leveraging a sleeker, self-contained design that can be run 
completely on solar energy. 

And it’s available at no cost. “We offer a 1-for-1 program to our agency partners,” Mark explains. “You get one ALPR 
camera for every school zone photo speed camera – and the cameras can be placed anywhere in the jurisdiction.”

Adding TrueBlue ALPR to mobile surveillance cameras reinvents how an agency combats crime. Now a trailer can be 
moved according to an agency’s changing needs, streaming video in real-time, identifying individuals from 1,000 feet 
away and generating customized data.

Perhaps the most exciting news is BLS’s breakthrough Criminal Intelligence Network 
(C.I.N.), scheduled to launch shortly. Think of it as a national fusion center, where 
agencies across the entire country can seamlessly share information gleaned from 
ALPR hot lists, record management systems (RMS), social media platforms, websites 
and blogs. Superior intuitive analytics then transforms all of this random, disjointed 
data into actionable, predictive information, connecting facial characteristics and 
Amber alerts to driving patterns and 911 transcripts.

“C.I.N. dismantles silos and creates relevance in irrelevant data,” Mark says. “It will 
revolutionize how we stop crime, combat terrorism, drugs and gun trafficking and 
locate missing children. And C.I.N, is solid and secure, with servers housed at the 
NLETS data center.”

1. Enforcement meets information: TrueBlue School Zone

State-of-the-art LIDAR uses an infrared laser-beam that precisely pinpoints a specific vehicle and instantly calculates 
its speed on a road or even a multi-lane highway. It’s powerful, extremely fast and 100% effective.  

“Blue Line Solutions is the industry’s only company that leverages lane-dedicated, single-beam LIDAR technology,” 
Mark tells us. “We can definitively prove that the vehicle our equipment captured was the only vehicle in question. Also 
we manage every aspect of the citation process, freeing up manpower for more important work.”

3. Triple threat: ALPR, surveillance and automated enforcement

4. Smarter intelligence: Introducing C.I.N.

We sat down with Mark recently as he shared the top 4 cutting-edge industry 
innovations that are changing the way we think about traffic safety.

To learn more, visit  

bluelinesolutions.org or 

call (423) 541-9316

3903 Volunteer Dr., Ste. 400 
Chattanooga, TN 37416PA ID ADVERTOR IAL
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www.bluelinesolutions.org
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The problem of retention and rate of 
attrition of police officers in depart-
ments across the United    States is 
well documented. The adoption of 
community policing has broadened 
the duties of police agencies. It has 
increased the number of functions 
police undertake, especially in de-
partments with larger jurisdictions. 
Many law enforcement agencies 
have difficulty not only identifying 
and hiring qualified candidates 
but retaining them as well. There 
are several reason officers leave 
an agency to take a job at another 
agency.

The attrition rate simply signifies a 
reduction in workforce for several 
reason. The reductions could be due 
to retirement, death, or resignation. 
Since attrition rate is the overall re-
duction of workforce, it usually does 
not include situations where job 

vacancy is created and then filled. A 
high attrition rate could be a red flag 
for your human resources depart-
ment and indicate the need   for pol-
icy changes - or it could be a result 
of dwindling aspects such as low 
pay, working conditions and poor 

management. Exit interviews are 
conducted by some agencies when 
an employee voluntarily resigns. This 
provides feedback to the agency and 
allows for continuous improvement 
of experiences for every employ-
er. Your attrition rate is somewhat 
different than your turnover because 
it indicates the overall reduction of 
workforce and does not account for 
the positions vacated and then filled 
with new employees.

Any lost employee should be in-
cluded in your average turnover. As 
an example, if three officers resign 
during a specific period and two 
others were fired, you lost five em-
ployees. You should note the circum-
stances of each loss. If many em-
ployees resign, that may indicate a 
problem with the work environment. 
If more employees are terminated, 
that could indicate a weakness in the 
hiring or training process.

To aid in today’s time of elevating 
high attrition rate in law enforce-
ment, agency heads and command 
staffs must reexamine their ways 
of doing business. Let’s face it, 
traditional ways have failed the law 
enforcement profession and new 
strategies must be implemented to 
create ways to retain officers. There 
is little that local police agencies can 

do to limit the scope of their work 
and the resulting demand for offi-
cers. There are some practices and 
strategies they can adopt to improve 
the recruitment and retention and, 
hence, their ability to meet the de-
mands for services.

First, planning and analysis (includ-
ing analysis of demographic trends), 
as well as surveys and interviews 
with officers about job satisfaction, 
can help agencies understand their 
prospects for   attracting and retain-
ing officers. Specific training can 
and should be identified to provide 
proper training for officers needs 
and wants.

Second, agencies can reduce turn-
over by offering realistic job pre-
views to candidates and   requiring 
contracts with new employees. Also 
provide clear expectations of their 
officers.

Third, agencies can attract and re-
tain candidates by enhancing com-
pensation and other benefits. 
As we know, the most common 
reason most officers leave one 
agency for another is because of 
low pay. We have worked hard to 
establish a great communication 
conduit between Chief and Mayor, 
Council, City Manager and Human 

INSIGHTS

Chief James Morgan 
Jackson Police Department

QWith the recent increase in police turnover agencies 
are experiencing, what strategies do you recommend 
for agencies to reduce the rate of attrition?
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Resources in efforts to come to a 
compromise of competitive pay and 
benefits. My agency provides paid 
dues for the Peace Officers Annuity 
Benefit fund program. My agency’s 
Human Resources Director provides 
and thoroughly explains salary and 
benefits in full details to new hires 
and current employees. By reach-
ing out to outside sources such as 
financial and investment institutions, 
we have assisted officers with their 
financial affairs to create a better 
quality of life. Also, agencies should 
seek ways to offer an “Officer Next   
Door Program.”

Fourth, agencies can increase 
retention through greater employee 
engagement, including efforts to 
increase employee input in deci-
sion-making and other evaluation 
and feedback opportunities.  Im-
proving organizational effectiveness 
through better hiring and manage-
ment practices can improve an agen-
cy’s image with its employees and 
community. Offering free or reduced 
price  physical fitness gym member-
ship is another way to help connect 
officers with the community.
Finally, as a result of globalization, 
technology advancement, and great-
er awareness, the scope of crime 
that the law-enforcement community 
must now address continues to grow. 
Local police   roles have expanded to 

include not only benign order-main-
tenance duties such as answering 
noise complaints and solving neigh-
borhood disputes, but also new, 
occasionally militaristic roles, such as 
counter-terrorism, information-shar-
ing, and immigration enforcement.

In summary, past and ongoing re-
search on recruitment and retention 
is evolving and still has some signif-
icant gaps. Local agencies will need 
to identify what has been learned 
elsewhere with regards to their spe-
cific problems. Nevertheless, local 
officials may find much to adapt in
existing research to their own agen-
cy’s situation.

Chief James Morgan has more than 
44 years of law enforcement expe-
rience. He has the been the Jackson 
Police Chief for six years. Prior to 
joining the Jackson Police Depart-
ment, he served with the Georgia 
Department of Public Safety where 
he retired at the rank of Lieutenant 
as Deputy Director of the Office of 
Professional Standards.

There has to be a multilevel ap-
proach of strategies in order to slow 
the attrition rate in law enforcement.  
There has to be a multilevel approach 
of strategies in order to slow the 
attrition rate in law enforcement.  Pay 
seems to rise to the top when the dis-
cussion of attrition comes up.  Pay of-
ten plays a role in why an officer will 
leave one agency for the agency next 
door.  However, I am finding that offi-
cers are leaving the field all together.  
I have found that pay increases are 
a 6-week satisfier.  Most of the time 
when some one says “I need more 
pay”, they are saying I need to feel 
valued.  Establishing values and 
showing value in an organization are 
paramount in creating a culture that 
members wish to be a part of.  Mem-
bers must have buy-in in the agency’s 
values and understand them.  More-
over, employees want to know they 
are valued.  Members want to know 
their work is appreciated, especially 
by top brass.  Many times, Chiefs, 
Sheriffs, Directors and other organi-
zational leaders get caught up in the 
day-to-day task of running the 
organization.  We forget to find our 
line level employees and express ap-
preciation for a job well-done.  Don’t 
depend on first line supervisors and 

With the recent increase in 
police turnover agencies are 
experiencing, what strate-
gies do you recommend for 
agencies to reduce the rate 
of attrition?

Chief Jay Parrish 
Gainesville Police Department
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middle management to do it for 
you.  I’m not talking about just a few 
words of appreciation.  Speak with 
employees about specific arrest they 
have made, cases they are working, 
or recent accomplishments.  Best 
of all, never miss an opportunity to 
praise an employee in front of their 
family.  

Employees want the opportunity for 
career advancement.  In the law en-
forcement world, things can become 
mundane fast.  I tell employees they 
need to always be thinking and 
training for where they want to be 
in the next two years.  After two to 
three years in an assignment, offi-
cers begin to feel burnout, regard-
less if its real or perceived.  Burnout 
can cause cynicism.  We know cyni-
cism is foundation for destroying an 
officer’s career.  Many agencies are 
limited in the career opportunities 
they can offer based on size of the 
agency.  Encourage officers to find 
new interest and sharpen their skills 
in their current assignments.  For ex-
ample, an officer may show a huge 
interest in traffic enforcement.  The 
agency may not be large enough to 
have a separate traffic enforcement 
unit or not have current openings 
for traffic enforcement.  However, 
encourage the officer to pursue DRE 
school, so that they are advancing 

their current position.  Then praise 
the officer on solid DUI cases made.  

I also believe to reduce attrition, ex-
ecutives need to work with the elect-
ed bodies to create financial growth 
opportunities that are both awarded 
for time in service and achieved 
by the officer’s own initiatives.  For 
example, agency may create annual 
salary increases or one-time bonus 
for longevity.  These may be at the 3, 
5, 10, 15, 20 year marks etc.  These 
pay increases or bonuses have to 
be substantial enough for employ-
ees to notice.  This also prevents 
pay compression between new and 
seasoned employees in the same 
assignment.  The second part of this 
financial growth is creating opportu-
nities for officers to obtain through 
training.  POST offers many certi-
fications (Intermediate, Advanced, 
Supervision, etc.).  Pay officers for 
obtaining these!  Even if its just a 2-3 
percent increase.     

Lastly, listen to your employees.  
This new generation of officers 
is inquisitive.  They want to know 
why, they want to use technology 
to increase efficiency.  Don’t shy 
away from their new ideas.  If it’s 
safe, low to no cost, and may work, 
let the officers try their ideas.  Who 
knows, you may be a trendsetter in 

law enforcement.  Doing so will build 
trust with the employee, show they 
are valued, and most of all, establish 
pride in their organization, for which 
they will want to be a part.  

Chief Jay Parrish has served with 
the Gainesville Police Department 
for 21 years, two of those as its 
Chief of Police. He holds a bache-
lor’s degree in Business Adminis-
tration from North Georgia College 
and University and a Masters of 
Public Safety Administration from 
Columbus State University. He also 
graduated from the 260th Session 
of the FBI National Academy and 
Class 70 of the Georgia Law En-
forcement Command College.

INSIGHTS
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With the recent increase  
in police turnover agencies  
are experiencing, what strat-
egies do you recommend for 
agencies to reduce the rate of 
attrition?
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Recruitment and retention have al-
ways been challenges in the field of 
law enforcement.  There is already 
a very small slice of the pie in terms 
of the people who are interested 
and qualified for this field of service.  
When someone is hired as a law 
enforcement officer, thousands of 
dollars can be spent on that person 
for training, equipment, and more.  

Once a person is hired by an agency, 
what are some things that an agen-
cy can do to keep that individual on 
board with the agency?

Create an atmosphere where 
personnel want to be a part of 
the agency.  If the agency is 25, 
250, 2000, or whatever its sworn 
strength, making the agency a place 
where people want to work is a 
good first step.  

To create and sustain this atmo-
sphere, give the personnel oppor-
tunity for “buy in.”  If lower ranking 
personnel believe they have some 
voice in the organization, they are 
more likely to stick with it.  More 
experienced and trained personnel 
have a lot to offer.  Give them the 
opportunity to contribute based on 
their knowledge and experience.  

Recognize accomplishments quicker 
than problems. Since law enforce-
ment agencies are staffed with 

fallible people, it is inevitable that 
they will make mistakes, or possi-
bly just make bad decisions.  Treat 
mistakes like they are mistakes, 
accidents like they are accidents, 
and wrongdoing like it is wrong-
doing.  If personnel back into a 
light pole and damage a vehicle, 
treat it like an accident.  That is 
why agencies carry insurance.  Of-
ten, agency supervisors are quick 
to “write up” people over some 
incident, but slow to recognize 
them when something goes well.  
Let people know you appreciate 
the good work they have done 
when the agency hears about it.  
An email from a satisfied citizen 
can be turned into a little recog-
nition for the personnel involved, 
that that will go a long way toward 
building a sense of appreciation.

Talk to your people and listen 
to them.  Department personnel 
have a lot to say.  An agency head 
cannot get bogged down in some 
shift issue simply because an 
officer has free tickets to the big 
football game and his/her super-
visor will not let them off that day.  
That is for a supervisor to handle.  
Yet, department personnel who 
find that the agency head is ap-
proachable and will listen to their 
ideas will know they are not just a 
“number” in the organization, but 
they are a vital part of the overall 
plan. 

Be realistic.  Any agency can 
develop goals and objectives, and 

those can translate into opportu-
nity for advancement and training, 
but any goals and objectives need 
to be attainable and their success-
ful implementation measurable.  
We are limited by our budgets, so 
we cannot promise our people the 
moon, stars, and a ham. 

Be fair. If anything can damage a 
department quickly, it is the sense 
that certain people are the favor-
ites of the agency leadership.  

Every person brings something to 
the table.  Be fair and give every-
one as equal an opportunity as 
possible.  

Agency heads can do little about 
what people are paid.  They can 
do nothing about the working 
conditions.  If its hot when people 
are wearing ballistic vests, there 
is nothing that can be done to 
change that condition. 

In the areas where agency heads 
have some leeway, do all that 
one reasonably can do to make 
personnel feel like they are appre-
ciated, important, and have some 
future.  That will go a long way to-
ward retaining vital personnel.  As 
anyone in retail would know, the 

Chief Mike Wilkie 
St. Mary’s Police Department

With the recent increase  
in police turnover agencies  
are experiencing, what 
strategies do you recom-
mend for agencies to re-
duce the rate of attrition?
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best customers are the ones that 
are already in the store.  We can 
borrow that in our service indus-
try and do what we reasonably 
can to keep our “customers” 
happy. 

INSIGHTS
With the recent increase in police turnover agencies are  
experiencing, what strategies do you recommend for  
agencies to reduce the rate of attrition?

Chief Mike Wilkie has over 30 years 
law enforcement and criminal jus-
tice experience.  He was appointed as 
the St. Marys Police Chief in August 
2019. Prior to St. Marys, he served for 
almost ten years as the chief of po-
lice for the City of Acworth, Georgia.   
Chief Wilkie holds a master’s degree 
in criminal justice from the University 
of South Carolina, a master’s degree in 
public administration from Columbus 
State University, and a Doctor of Pub-
lic Administration degree from Valdo-
sta State University.  He is a graduate 
of the FBI National Academy (207th 
Session) and the 26th Georgia Law 
Enforcement Command College.  

https://billyjgrogan.com/store
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A non-firearm, arrest-related death 
(ARD) involves a subject’s death in 
custody temporally associated with 
an LEO’s use of force during an 
arrest, due to the arrestee’s medi-
cal condition, during transport to a 
lock-up or jail, and/or transport to a 
medical facility.1 

Common issues associated with 
an ARD have been addressed in 
two previous articles in the 2021 
Winter and Spring editions of The 
Georgia Police Chief. While rare in 
occurrence, an ARD poses numer-
ous complex and multi-factor issues 
including: associated medical and 
mental health condition of the sub-
ject; the subject’s history of abusing 
illicit drugs; symptoms associated 
with Excited Delirium Syndrome 
(ExDS); and the use of force and 
restraint measures applied. As a 
result of the death, liability claims of 
excessive force are commonly filed 
as well as claims that the agency 
administrator failed to direct officers 
through appropriate policies and 
protocols and failed to train the 
LEOs on responding to persons ex-
periencing “diminished capacity.” 2   

This third article of four, describes 
protocols which may be implement-
ed in association with an agency’s 
Response to Resistance Policy 
and also describes officer training 
recommendations. Recognizing 
that each incident presents unique 
circumstances based on innumer-
able risk factors and variables and 
the changing operating incident 
environment, evidence-based rec-
ommendations represent guidelines 
for LEOs response when confronted 
with a subject exhibiting violent 
behaviors. 

Subject Contact Dynamics 
Responding to a call of a subject 
who “just snapped,” is screaming, 
acting strangely and highly agitated, 
running in and out of traffic, threat-
ening violence toward others, and 
engaging in self-injurious behaviors 
can be one of the most dangerous 
calls for an LEO. The dynamics of 
the contact commonly show that 
the subject is non-responsive to 
attempts of verbal de-escalation, 
vigorously struggles against the 
LEOs use of various less-lethal force 
techniques and options, 

and is controlled and restrained 
in handcuffs in the prone position. 
Unexpectedly, the once combative 
subject is observed to be quiet and 
unresponsive. Resuscitation efforts 
by LEOs and paramedics are unable 
to revive the person. In a significant 
number of cases, the cause of death 
is a cardiac arrest but in many inci-
dents the cause of death is undeter-
mined.3-6 The medical examiner (ME) 
may conclude that the person’s psy-
chosis associated with their mental 
illness, and the abrupt stoppage of 
taking his prescribed medications, 
combined with a chronic history of 
abuse illicit drugs, underscoring 
the features of ExDS, and diseased 
internal organs, all contributed to 
the death. In some incidents the ME 
may conclude that the LEO’s use of 
force measures were contributory 
and classify the death as a homi-
cide, despite the medical condition 
of the subject.7 Research reveals 
that two populations are potentially 
at risk of an ARD.8-9 

First, it is estimated that in about  
60 percent of these deaths, the 
 subject’s agitated, bizarre, hy-

Arrest-Related Deaths:  
Policy and Training Recommendations

Darrell L. Ross, Ph.D.
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per-aggressive, manic, and violent be-
haviors are associated with the use and 
a history of abusing illicit drugs. Second, 
subjects with psychiatric illness comprise 
about 30 percent of the ARDs and com-
monly the research shows that an abrupt 
cessation of psychotherapeutic medica-
tion contributed to the death. The remain-
ing 10 percent involve those subjects with 
a psychiatric illness who abuse illicit drugs 
and/or combine taking their medications 
with illicit drugs. The manifested behav-
iors of the subject during the contact 
commonly align with the symptoms asso-
ciated with ExDS and subjects exhibiting 
six or more symptoms elevate their risk 
of a sudden death during the control and 
restraint process.10-12   

Fifth, while the probability of an ARD  
occurring with these two populations 
is rare during an LEO contact, research 
shows that LEO contacts with these sub-
jects is quite frequent as 63 percent of the 
jail detainee population meet the criteria 
for drug use, dependence, and abuse.13 

Further, 26 percent of the jail detainees 
met the diagnosis for serious psycho-
logical disorder.14  Moreover, the proba-
bility of a LEO contacting a subject with 
a psychological disorder is estimated to 

account for about 11 to 20 percent of the 
calls for service, 80 percent of contacts 
were repeat calls with the same person, 
87 percent required the use of force, and 
32 percent resulted in an injury sustained 
by the responding LEO.15-16  Because of the 
frequency of the contacts with these two 
populations, and many contacts requiring 
the use of force, the following protocols 
are recommended.
 
Response Policy and Protocols 
Agency administrators should ensure 
that their Response to Resistance policy 
is current and reflects the standard of 
objective reasonableness and the force 
assessment criteria as established in the 
United States Supreme Court’s decision 
in Graham v. Connor, 490 U.S. 386 (1989) 
and their progeny.17-20 The policy should 
direct the LEO to justify a level of force 
based on the subject’s resistance, within 
the facts and totality of circumstances 
of the incident, based on the perception 
of the LEO, and allow for split-second 
decision making during tense and rapidly 
evolving circumstances. The policy should 
identify and integrate the application 
of crisis intervention and de-escalation 
techniques as appropriate with authorized 
empty-hand control techniques, inter-
mediate weapons, including less lethal 

(continued)
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projectiles, the application of restraints, including 
the use of a hobble, and the use of deadly force. 
The policy should direct an LEO to intervene when 
another LEO uses excessive force. The policy should 
address monitoring the subject, providing access to 
medical attention to the subject as warranted, and 
require the LEO to submit a report after the incident.

Accompanying the Response to Resistance policy, 
administrators should consider implementing the 
following general response protocols for subjects in 
crisis. By practice the protocols should emphasize 
LEO safety during the intervention. Dispatch should 
obtain as much information about the subject’s 
behaviors as possible and solicit information from 
the caller consistent with the symptoms of ExDS. As 
feasible, dispatch should send multiple LEOs to the 
location, including a supervisor. Ideally, dispatch 
should also request emergency medical care ser-
vices to stage near the location simultaneously with 
the LEOs.21-22    

On location LEOs should turn off sirens and over-
head lights of their patrol vehicle, assess the 
volatility of the situation while remaining alert to 
the contact environment, and assess the subject’s 
behaviors and statements, as time permits. As feasi-
ble, an LEO should request backup and make radio 
transmissions at varying intervals during the contact. 

The LEO should remove any 
bystanders unless there is 
an immediate safety issue 
with the subject. The LEO 
is not expected to make 
a diagnosis but rather to 
assess the associated risks, 
including:  the subject’s 
statements/or no state-
ments made, threats made 
by the subject, movements 
and aggressive behaviors 
of the subject, the changing 
behaviors, physical pos-
turing and moving toward 
the LEO, and possession of 
and/or access to potential 
weapons.21-22 

The LEO should calm-
ly approach the subject 

keeping a safe distance, assume a nonthreatening 
manner, and be mindful of areas for possible cover. 
As feasible, the LEO should use time as a tactic to 
allow other LEOs to respond. To minimize the fear 
of the subject, one LEO should make verbal contact 
with the subject using reassuring statements, and 
attempt to contain the subject in an area which 
will minimize harm to the subject. The LEO should 
attempt to talk the subject into cooperating with the 
LEO and EMS personnel. However, an LEO should 
be prepared at all times for a rapid change in the 
subject’s behaviors. 21-24 

(continued)Arrest-Related Deaths: Policy and Training Recommendations
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If the subject cannot be calmed and 
verbal de-escalation is unsuccessful, 
the decision to capture the subject 
will be made by a supervisor or other 
LEO on scene. If EMS personnel are 
on scene, they should be notified 
as feasible, so that after capture, 
control, and restraint is secured, they 
can provide appropriate medical 
attention. LEOs should base their 
decision to use force options on the 
active resistance and behaviors of 
the subject. 

The objective is rapid control and 
restraint of the subject in order to 
minimize a prolonged struggle and 
exertion, whereby mitigating the risk 
of sudden death. The application 
of the Conducted Energy Weapon 
should be considered when con-
fronting an active resisting and com-
bative subject as opposed to using 
empty-hand control techniques as it 
can shorten the confrontation time 
span and reduces the propensity for 
subject and LEO injury. 

Multiple officers should prone the 
subject to the ground by controlling 
the limbs of the subject, quickly re-
strain the subject’s hands behind his 
back (using 2 or 3 sets depending on 
the size of the person), and hobble 
the subject’s ankles as warranted.21-27   

Once the subject ceases resistance 
LEOs should cease their use of force.  
An LEO should monitor the subject’s 
face and check for breathing and vi-
tal signs, check for signs of function-
al consciousness, check for apparent 
injuries, and remove items from the 

neck of the subject.7 

An LEO should initiate lifesaving 
measures until relieved by EMS if  
the subject becomes unresponsive. 
The subject should be transported to 
a medical facility by EMS. All involved 
LEOs should submit a written report 
documenting their observations and 
of force measures applied. 

Training 
Field research has shown that LEOs 
trained in recognizing symptoms 
associated with ExDS can prepare 
them to respond to a combative sub-
ject and training focused on these 
symptoms should be provided.10-12   

LEOs should complete training 
which focuses on their response 
to the mentally ill, subjects whose 
behaviors align with being under 
the influence of a chemical sub-
stance, and subjects who may be 
emotionally disturbed. By practice, 
training should be provided which 
brings LEOs, dispatchers, supervi-
sors, emergency medical and mental 
health personnel, and investigators 
together to focuses on the tasks of 
each position to provide a collab-
orative and coordinated response, 
when feasible, when LEOs confront a 
subject exhibiting symptom of ExDS. 
LEOs should receive training in the 
agency’s Response to Resistance 
policy and the accompanying proto-
cols on an ongoing basis. 

Administrators should send LEOs  
and supervisors to obtain and main-
tain instructor certifications in subject 

control tactics, force equipment, and 
associated topics relevant to  
the subject. Training which matches 
policy and the protocols, and in-
tegrates the use of force options 
including restraints based on the 
changing dynamics of the circum-
stance and resistance of the subject 
and the application of a multi-LEO 
team takedown procedure should be 
practiced on a regular basis.2, 20 

Training on using CIT or equiva-
lent intervention techniques, force 
options and tactics, prone restraint 
procedures, First Aid, CPR, agonal 
breathing, and use of the Automated 
External Defibrillator should be inte-
grated into scenario-based training 
drills to ensure linkages between 
concepts and skills are learned.2 10-12, 

28-31   The training should emphasize 
that capture, control, and restraint 
of a combative subject should be 
applied quickly to minimize the 
subject’s exertional activity so that 
once the person is controlled and 
restrained, EMS personnel may 
provide appropriate medical atten-
tion. All training provided should be 
documented.

Guiding an LEO’s decision in using 
varying force measures, as de-
scribed in the agency’s Response to 
Resistance policy, ensures adminis-
trators comply with the United States 
Supreme Court’s decision in Monell 
v. Department of Social Services, City 
of NY, 436 U.S. 658 (1978) by direct-
ing them in the performance of their 
duties through implementing consti-
tutional policies.32   
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Further, agency administrators show compliance with 
the Court’s decision in City of Canton v. Harris, 489 
U.S. 378 (1989) by providing realistic training for LEOs 
to recurring job tasks. Administrators exercise effec-
tive leadership by developing policies and providing 
training consistent with these court decisions which 
illustrate to the public that they have implemented 
constitutional policing practices while maintaining a 
strong commitment to equipping their LEOs to reason-
ably respond to volatile encounters.

Dr. Darrell L. Ross, Ph.D., is Professor and De-
partment Head of the Department of Sociology, 
Anthropology, and Criminal Justice at Valdosta 
State University. He has published over 80 articles, 
4 books, and 4 book chapters including Criminal 
Liability in Criminal Justice, 7th Edition (2018) and 
Civility Liability in Corrections (2005).
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Today, law enforcement in the United States is at a 
crossroads. Police departments large and small face 
unprecedented challenges – not only from new crimi-
nal threats, but also from the communities they serve. 
Calls for police reform, or even to “defund the police” 
are growing louder every day. Responding effectively to 
these new challenges will require not only new ways of 
working, but also new ways of thinking. Nobody knows 
that better than America’s police chiefs. I know that be-
cause I started hearing from a lot of them last summer.

As racial justice protests erupted across the United 
States, I began receiving calls from police chiefs and 
sheriffs from across the nation. They called me because 
they had read my book, Red Teaming, which describes 
a powerful methodology developed by the U.S. military 
and intelligence agencies to help leaders and their orga-
nizations challenge their own assumptions, stress-test 
their strategies, understand how to better work with key 
stakeholders, and identify unseen threats and missed 
opportunities. They wanted to know if these tools and 
techniques could help them meet this challenge by 
rethinking policing. The answer is yes. In fact, this is 
precisely the sort of problem red teaming was created 
to help solve.

Red teaming was born out of the terrorist attacks of Sep-
tember 11, 2001, and the disastrous wars that followed 
them. These two events humbled the American military 
and intelligence agencies and forced them to seek out 
new ways of thinking. Drawing on the latest research in 
cognitive psychology and human decision making, the 
CIA and the U.S. Army began pulling together an array 
of applied critical thinking and groupthink mitigation 

Red Team Thinking for Law Enforcement 
Leaders
 
Bryce G. Hoffman 

techniques and develop-
ing a systematic approach 
for applying these tools to 
complex problems. They 
also began assembling 
teams tasked with using 
this new methodology to 
evaluate strategies, im-
prove plans, and support 
decision makers.

These red teams were 
soon offering alternative 
interpretations of intel-
ligence in Washington 
and challenging existing 
strategies for combatting 
insurgents in Afghanistan 
and Iraq. Their penetrat-
ing insights and sobering 
analyses began raising 
eyebrows – not just in the 
United States, but around 
the world. As reports gen-
erated by American red 
teams were shared with 
allied forces, other coun-
tries saw the value in this 

contrarian approach and 
were eager to emulate it. 
Soon, the British, Canadi-
ans, and Australians had 
established their own red 
teams.

When red teaming was 
allowed to work, the re-
sults were often stunning. 
The 2007 troop surge in 
Iraq that led to a dramatic 
reduction in violence in 
that war-torn country was 
one of the first products of 
red team thinking. Iraq’s 
subsequent descent into 
anarchy and the rise of the 
so-called “Islamic State” 
were the consequences of 
abandoning this new way 
of thinking and a return to 
a more traditional calculus

How I Became a Red 
Teamer
I first heard about red 
teaming in 2014, seven 
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years after the Army graduated it first class of red team-
ers from its red teaming school at the Command and 
General Staff College at Fort Leavenworth, Kansas.

I had recently quit my job as a business journalist to 
launch a management consulting practice based the 
concepts outlined in my first book, American Icon: Alan 
Mulally and the Fight to Save Ford Motor Company. That 
work had opened my eyes to the challenges facing even 
successful businesses in today’s complex and rapidly 
changing world. Every day seemed to bring new threats 
and new competitors, but also new opportunities. I soon 
realized the decision-making processes taught in most 
business schools were poorly suited for this brave new 
world, so I started hunting for new approaches that 
could help leaders better cope with this uncertainty and 
volatility. When I discovered red teaming, I knew that I 
had found what I was looking for.

Here was a set of battle-tested 
tools that had proven effective 
in helping leader solve the most 
complex problems under the 
most trying circumstances in the 
highest-stakes arena imaginable. 
I immediately saw how valuable 
these techniques could be for 
business leaders, and so I called 
up the Department of Defense 
and asked if I could go to Fort 
Leavenworth and audit the Ar-
my’s Red Team Leader course.

The Science and Psychology of Red Teaming
One of the first things they taught us at Fort Leavenworth 
was that we human beings are pretty lousy at making 
good decisions.

For centuries, it was assumed that people generally 
made the best decision possible, given the limited infor-

mation at available to them, unless they were swayed 
by powerful emotions such as anger, love, or unhealthy 
relationship with adult beverages. Therefore, the think-
ing went, if people could just keep calm, stay sober, 
and access more accurate information, they could make 
better decisions. Unfortunately for all of us, that’s simply 
not true.

Beginning in the 1970s scientists and psychologists 
began uncovering a dizzying array of cognitive biases 
and mental blind spots that skew our decision making in 
ways we’re entirely unaware of – and they discovered 
that we all fall victim to the biases and blind spots every 
single day, no matter how smart we are, no matter how 
well-educated we are, no matter how successful we are.

For example, they discovered a bias they called “loss 

aversion,” which refers to the fact that most of us would 
rather hold on to what we already have, rather than risk 
it for a potentially greater reward – even if that risk is 
extremely low. Now, loss aversion is a good thing, in that 
it prevents of from trading our cows for bags of magic 
beans. But loss aversion also prevents us from changing 
when change is exactly what is required of us.

Red Team Thinking for Law Enforcement Leaders

Calls for police reform, or even to  
 “defund the police” are growing  
louder every day. Responding effectively 
to these new challenges will require 
not only new ways of working, but  
also new ways of thinking.
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Over the past four decades, researchers have identified 
many, many more. Here are just a few:

• Sunk Cost Fallacy: This refers to our tendency to throw 
good money after bad, because we have such a hard 
time giving up on something we’ve already invested time 
and resources in, even if it’s not working.

• Status Quo Bias: Most people prefer to keep doing 
what the same thing they’ve always been doing, even if 
it’s no longer achieving the desired outcomes.

• Normalcy Bias: Most people have a hard time imagin-
ing just how bad things could get when confronted with 
an emergency or crisis, so they fail to act aggressively 
enough to deal with it effectively.

Again, these all serve some practical purpose: the sunk 
cost fallacy prevents us from giving up at the first hurdle, 
status quo bias keeps us from constantly rocking the 
boat, and normalcy bias allows us to sleep at night. But 
they all cause real problems for us, particularly when 
we’re trying to solve complex problems – like rethinking 
policing.

Of course, these biases and blind spots get magnified 
when you gather people together in a group. Worse than 
that, organizations breed even more problems – group-
think, careerism, and internal politics just to name a few. 
All of these things cloud our thinking in different ways, 
and all of them lead us to make poor decisions, at least 
some of the time.

That is where Red Team Thinking comes in.

The Cure: Red Team Thinking
Red Team Thinking represents a major evolution of the 
Army’s formal red teaming concept. Red Team Thinking 
does not require a separate team of people; it can be 
used informally with a small, ad-hoc group or even by 
individual decision makers. It is also easier to learn and 
simpler to practice. These qualities make Red Team 

Thinking fast and adaptable, allowing leaders to make 
good decisions faster. There are many tools in the Red 
Team Thinking arsen.

They include:

• Six Strategic Questions™: A simple tool designed to en-
sure that a strategy is solving the right problem and will 
lead to the desired outcomes.

• Assumptions Challenge™: A technique for identifying 
and challenging the stated and unstated assumptions 
upon which a plan or strategy is based.

• Four Ways of Seeing: A tool for mapping out how a sit-
uation or plan is likely to be viewed by different internal 
and external stakeholders.

• PreMortem Analysis: A technique for figuring out how a 
plan could fail in order to make sure it doesn’t.

• The Enemy Within™: A tool designed to expose the 
things your organization is doing to defeat itself.

There are many others as well, but they all work together 
to help leaders navigate complex situations, develop ro-
bust options, and select the best way forward even when 
faced with an uncertain future.

Red Teaming Policing
“In this ever changing, complex environment that law 
enforcement must operate in today, Red Team Thinking 
provides clinical, articulable methods to ensure that a 
mission or plan has the highest probability of success,” 
says Matt Tomasic, a 23-year veteran of the Kansas City 
Missouri Police Department and executive director of the 
city’s Police Athletic League.

Matt and his former partner, Officer Octavio “Chato” 
Villalobos, helped establish the Westside Community 
Action Network (CAN) Center in one of the toughest 
neighborhoods in Kansas City. It was a beat fraught with 
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simmering racial tension that often boiled over into conflict between the community and 
the police department. Tomasic and Villalobos decided that their first responsibility was 
to “serve and protect” that community, so they focused more on old-fashioned peace-
keeping and less on arbitrary numbers.

Over time, they developed their own unique brand of community policing and turned 
that neighborhood into one of the city’s bright spots – a place where people viewed the 
police as allies, rather than occupiers. 

Their work became a model not only for the rest of KCPD, but also for other law enforce-
ment agencies in the U.S. and around the world that sought to learn from their example. 
Their work even got the attention of the instructors at the Army’s red teaming school at 
nearby Fort Leavenworth, who began organizing field trips to the CAN Center as part of 
their courses to demonstrate the power of contrarian thinking in action.

That’s how I met Matt and Chato – and when I started getting calls from police chiefs last 
summer, I immediately thought of them and the good work they were doing to improve 
relations between KCPD and communities of color in their city. I also knew they were 
quite familiar with red teaming. So, I called them up and asked them if they thought a 
combination of our Red Team Thinking tools and their community policing model could 
help address calls for police reform while at the same time promoting the mission of law 
enforcement to serve and protect. They answered with an emphatic yes.

“Police departments can use RTT’s set of tools and techniques to assess their organi-
zations, identify challenges, and build on their strengths as they recommit to their core 
values of service to their communities,” says Villalobos.

“Red Team Thinking is exactly the missing 
piece for us,” says Chief Paul Sandman, di-
rector of public safety for the city of Highland 
Park, Texas.

Bryce G. Hoffman is the President of Red 
Team Thinking® and author of the book 
Red Teaming
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U.S. Special Operations Force Veterans Adapt A Valuable 
Tool that Increases Situational Awareness and Enhances
Command and Control During an Emergency

Using building floorplans to increase 
situational awareness during an emergency 
response has been called out in many af-
ter-action reports following tragic shooting 
events over the past twenty years.  Issues 
operationalizing this valuable piece of site 
data has been solved using lessons learned 
by United States Special Operation Force 
(USSOF) military leaders, who faced the 
challenge of operating and communicating 
about unfamiliar locations with diverse 
groups and nationalities while under stress 
during counter-terrorism missions.  Similar 
to dynamic emergency situations first re-
sponders confront domestically, USSOF deal 
with chaotic operations and collaborate 
with partners who do not share a common 
background.  To solve that problem, USSOF 
developed a visual communication tool, 
called a Gridded Reference Graphic (GRG), 
that combined a grid overlay with high-res-
olution overhead imagery so all mission 
participants could communicate from a 
site-specific common operating picture.
In 2015, the leadership team of Critical 
Response Group, Inc., a New Jersey-based 
company, first assembled to study how the 
concept of the GRG could be adapted to 
increase the situational awareness of first 
responders and enhance their coordination 
capabilities during a crisis response.  They 
avoided viewing the problem through the 
lens of theory and instead focused on the 
true nature of an emergency response. The 
study was framed by decades of collective 
experience dealing with real-time military 
operations, domestic emergencies and 
large-scale disasters.  The team studied how 
lessons learned from military operations 
overseas could improve domestic public 
safety and examined After-Action Reports, 

radio communications, and best practices 
that emerged from critical incidents over 
the last two decades.  The focus was on 
challenges that responders face while 
involved in a multi-disciplinary response 
while communicating under stress in 
unfamiliar locations.  Four specific findings 
emerged: 
•	 Accuracy of Floor Plans on File – Floor 

plans on file in most facilities are often 
inaccurate, and when changes are 
made those updates rarely reach emer-
gency responders.  First responders 
need quick access to accurate building 
floor plans to increase situational 
awareness when responding to an 
unfamiliar location.  

•	 Standardization of Content - Building 
floor plans on file with public safety 
organizations are typically oriented 
toward an abstract “project” north and 
are not tied to key terrain surrounding 
a building.  There is no standardiza-
tion to the presentation of floor plans 
across organizations within the same 
area of responsibility, which renders 
floor plans difficult to use tactically in 
an emergency. 

•	 Inadequately and/or Improperly 
Labeled Building Floor Plans - Critical 
features first responders would use to 
coordinate resources and communicate 
quickly during a multi-disciplinary 
response are often not identified on 
the schematics.   

•	 Disconnected and Non-interoperable 
Platforms - Systems in place through-
out the public safety environment 
prevent mutual aid partners and public 
entities from sharing information and 
collaborating when responding to an 

incident.  There is an endless list of 
disconnected systems being adopted 
by public and private organizations, 
so there is no common threat --- or 
language --- that can connect how 
responders will communicate. 

 
Critical Response Group, Inc. was estab-
lished in 2016 with the specific goal of 
addressing these issues and adapted the 
concept of a GRG by expanded its fea-
tures to create a Collaborative Response 
Graphic® (CRG®) for the domestic public 
safety community.  CRGs are standardized, 
site-specific and geo-rectified common 
operating pictures that combine facility 
floor plans, high resolution imagery and 
a gridded overlay together into one map. 
They include the accurate labeling of 
important features like room numbers 
or descriptions, hallways, external doors, 
stairwells, key utility locations, parking 
areas, and locations of security cameras.  
Regular interaction with facility managers 
allows CRGs to be updated, which keeps 
them accurate and relevant to emergency 
responders. 

Over the past four years, refinements to the 
design of CRGs occurred following multiple 
full-scale emergency response drills and 
pre-planned events to ensure first respond-
ers could utilize them quickly under stress 
to increase situational awareness, enable 
hasty planning, and enhance the overall 
command and control of an event.   These 
experiences have ensured that traditional 
floor plans are a thing of the past and first 
responders can now quickly and easily 
use a technique that has proven reliable 
thousands of times in real life-threatening 
events.  

P A I D  A D V E R T O R I A L
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The National Fire Protection Associa-
tion (NFPA 3000™) standard for an 
Active Shooter / Hostile Event Response 
(ASHER) Program provides guidance for 
public safety organizations to promul-
gate policies and procedures, as well as 
admnistrative and operational processes 
to establish baseline cababilities in threat 
mitigation and emergency planning and 
reponse protocols.  These protocols are 
crucial to creating the foundation for a 
successful multi-discplinary response to 
an emergency.  The Federal Bureau of 
Investigation (FBI) reported that between 
the years 2000-2018 there were 277 
active shooter events in the Unites States 
involving 282 shooters.  The result of 
those terrible events was 2,430 total 
casualties including 884 killed and 1,546 
wounded; 104 of those casualtes were 
either law enforcement or site security 
personnel.  The scope of these active 
shooter events ranged dramatically 
from a single casualty to the Route 91 
Harvest Festival in Las Vegas which had 
547 casualties with 58 of those people 
killed.   CRGs are specifically designed to 
reduce the inherent complexity of initially 
responding police and fire units and 
facilitate collaboration across responder 
disciplines that have to quickly establish 
a unified command.  CRGs provide the 
communication bridge that allows public 
safety and on-site security professionals 
to easily coordinate their efforts, and 
facilitate a communication interoperablity 
mechanism that can be used in a wide 
range of ways while under enormous 
stress.         

The public safety community use a myri-
ad of disconnected and non-interoperable 
platforms.  In order to make CRGs acces-
sible, focus was made on making CRGs 
portable to whatever technology platform 
is already in place for first respond-

ers.  This enables a standard common 
operating picture to be used, regardless 
of how a first responder accessed the 
CRGs.  The strength of CRGs is their 
ability to be simultaneously ingested into 
multiple technology platforms that utilize 
a mapping layer.  For redundancy, CRGs 
can be printed in a variety of sizes for 
use in incident command posts and first 
responder vehicles. 

CRGs are influencing how emergency 
planning occurs at all levels, as evidenced 
by the New Jersey Statewide Mapping 
Initiative (SMI) and the Bergen County 
Safe Schools Task Force (SSTF).    On April 
22, 2019, the New Jersey State Fusion 
Center – Regional Operations Intelligence 
Center (ROIC) – released, in coordination 
with the Office of Homeland Security 
preparedness (OHSP) and New Jersey 
Department of Education, a bulletin en-
titled, “At a Glance – New Jersey Schools 
K-College,” wherein they announced a 
Statewide Mapping Initiative (SMI) and 
stated, “The NJSP and NJOHSP believe 
the utilization of CRGs are a protective 
measure best practice that enables the 
first responder community and our school 
safety partners to operate with a shared 
common operating picture thereby 
increasing coordination, communication, 
and response procedures during a critical 
incident at a school campus.” 

Micro and Macro CRGs 
There are two specific types of CRGs, 
“Micro” and “Macro” CRGs.
Micro CRGs are built for each floor of 
a structure, combining floor plans, a 
gridded overlay, and high-resolution 
imagery together into one map. Micro 
CRGs include site-specific details that a 
first responder needs to coordinate an 
emergency response inside a structure. 
This includes room labels, hallway 

names, external door/stairwell numbers, 
locations of hazards, key utility locations, 
security cameras, and any other pertinent 
information unique to a facility. 

Macro CRGs are built for a structure's 
overall campus or grounds.  Macro CRG's 
combine a gridded overlay and current 
overhead imagery with accurate label-
ing for parking areas, athletic fields, 
surrounding roads, and neighboring 
properties.  First responders and building 
administrators use a Macro CRG to coor-
dinate crisis response outside a structure, 
including inner and outer security perime-
ters, ambulance staging areas, command 
posts, reunification areas, etc. Buildings 
that are contiguous to each other or are 
in very close proximity may share a 
Macro CRG.

Critical Response Group is committed 
to integrating CRGs into public safety 
response protocols to increase capabili-
ties and enhance command and control 
efforts during an emergency. The compa-
ny’s origins are grounded in thousands 
of real-life direct-action raids conducted 
by USSOF over the past two decades 
and dozens of county-wide deployments 
domestically over the past three years.  
The management team’s mix of deco-
rated and combat-tested USSOF officers 
and senior law enforcement executives 
provides a unique perspective on building 
and implementing CRGs for domestic first 
responders, with a focus on CRGs being 
used when a crisis occurs. Our expecta-
tion is that CRGs will be easily accessible 
to those who need them and increase the 
readiness level for public safety profes-
sionals during emergency situations.  
For more information visit: 
https://www.crgplans.com or  
https://youtu.be/10aghbY3AKI
###

P A I D  A D V E R T O R I A L
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In the last decade, on average, one officer a week has 
been killed on U.S. roads (2011–2020 = 49.8 deaths 
annually).  In 2020, 37% of fatalities among law enforce-
ment officers were motor vehicle related.  Motor-vehicle 
fatalities have an immeasurable impact on officers’ fami-
lies, friends, and agencies, but they are just the tip of the 
iceberg. Non-fatal motor-vehicle incidents cause signifi-
cant cost and burden due to physical injuries and long-
term disabilities. There is a dearth of data on non-fatal 
motor-vehicle incidents, but one study estimated that 
for every officer killed in a motor-vehicle crash (MVC), 
approximately 234 were injured.  This would equate to 
approximately 10,296 officers being injured in a MVC in 
2020. Even though motor vehicle-related incidents are a 
leading cause of injury and death for officers, the per-
ception that driving is a safe task remains high in the law 
enforcement domain.   

There are many reasons why officers are at an increased 
risk for MVCs. Officers often work in shifts and shift 
work is associated with sleep deficits, which can cause 
fatigued officers to make judgment errors.     Inside a 
typical patrol car, there are many complex technologies 
such as lights, sirens, radios, scanners, weapons, radar, 
stolen vehicle locators, cameras, mobile data terminals, 
and mobile devices. Attending to these technologies 
while driving can temporarily reduce driving skills . There 

is research to suggest that officers often do not wear 
seat belts because of cultural norms or physical barriers 
such as seat belts wrapping around gun holsters. Lack  
of driver training may also play a role in MVCs. One 
 study found that only 29% of officers received any type 
of motor-vehicle safety training in the prior year . Howev-
er, many agencies may not have the resources to con-
duct regular driver training. 

Despite these numerous risk factors, there is limited 
research on how to best prevent officer-involved MVCs. 
Therefore, an examination of fatal crash data compiled 
by the National Law Enforcement Memorial and Muse-
um (NLEMM) was performed between 2010 and 2017 to 
count and describe motor-vehicle related fatalities in the 
state of Georgia.  During this eight-year period, there 
were a total of 37 certified law enforcement motor-vehi-
cle related fatalities in Georgia. All fatalities are reviewed 
and approved by the NLEMM before publication. 

The fatalities included 17 motor-vehicle collisions (involv-
ing multiple vehicles), 12 single-vehicle crashes, a single 
motorcycle incident, and 7 events where officers were 
struck and killed while conducting roadside operations. 
Sheriff agencies had the highest number of incidents 
(n=20; 54%). Municipal agencies had the next highest 
number of incidents (n=12; 32%). There were also four 

Eight Years of Motor-Vehicle 
Fatalities Among Georgia’s Law 
Enforcement Officers 

Hope M. Tiesman and Nick Breul
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state officers and one university officer who 
died in a motor-vehicle incident in the state 
of Georgia. The officers were predominantly 
white males (n=21; 57%) and the average 
age was 40 years with an average of 12 
years of service in law enforcement. 

Motor-Vehicle Collisions Involving  
Multiple Vehicles
Among the seventeen fatal motor-vehicle 
collisions in Georgia, five occurred when 
officers were responding to calls for service 
(29%), four occurred while transporting 
prisoners (24%), two occurred while offi-
cers were on patrol (11%), four occurred 
while officers were driving home (24%), 
one during an administrative assignment 
(6%), and one while the officer was sitting 
in a vehicle during a traffic stop (6%). In the 
seventeen fatal motor-vehicle collisions, 
eleven resulted in only the death of the 
officer who was driving, four involved the 
death of the driving officer as well as injur-
ing others in the event, and two collisions 
involved the death of the driving officer and 
his law enforcement partner. Most officers 
were driving a sedan at the time of their 
death (n=13, 86%). Of the seventeen colli-
sions, five involved a sports-utility vehicle 
(29%), three involved vans or pick-up trucks 
(18%), five involved tractor trailers (29%), 
three involved sedans (18%), and one was 
unknown (6%). Seven collisions occurred 
at night (41%), one occurred at dusk (6%), 
and the remaining occurred during daytime 
hours (53%). In three of the collisions, poor 
weather conditions appeared to play a role 
in the fatality (wet roads) (18%). Five of the 
seventeen incidents involved a felonious ac-
tion on the part of the suspect driver (29%). 
Nine officers were not wearing their seat-
belts at the time of the fatal collision (53%). 
Data on the speed of the patrol car and the 
use of emergency lights and sirens was not 
fully captured. 

Single Vehicle Collisions 
When looking at the circumstances of the twelve fatal single-ve-
hicle crashes, six involved officers who were responding to calls 
for service (50%), three officers were involved in a vehicle pursuit 
(25%), and three were performing administrative duties or on patrol 
(25%).  Eight of the single-vehicle crashes were roll-overs (67%). Nine 
occurred at nighttime (75%). Eight officers were not wearing their 
seatbelts at the time of the crash (67%). In only one case did poor 
weather conditions appear to play a role (ice) (8%). 

Struck-by Incidents 
For the seven struck-by fatalities, two occurred while the officer was 
working a traffic crash (29%), two during traffic control duties (29%), 
one during a traffic stop (14%), one while assisting stranded motorists 
(14%), and one during officer-required physical training (14%). All oc-
curred in clear and dry weather conditions. Three fatalities occurred 
during daylight hours (43%), three occurred at night (43%), and one 
occurred at dusk (14%). Five of the seven struck by incidents involved 
a felonious action on the part of the suspect driver (71%). Three of 
the seven were due to impaired drivers (drugs or alcohol) (43%). Two 
of the officers were struck by tractor trailers or pickup trucks (29%) 
and the remaining were struck by sedans (71%). Data on the use of 
high-visibility equipment and gear was not fully captured. 

What Agencies Can Do to Mitigate Officer-Involved Collisions
There is significant incentive for law enforcement agencies and their 
respective governments to reduce crashes, beyond the tragedies en-
compassed in these cases.  The cost of lost workdays, injury rehabil-
itation and repairing or replacing damaged police vehicles suggests 
that law enforcement executives should pay attention. In conducting 
this review of Georgia’s fatal crash data, some concerning data 
were discovered regarding the use of occupant restraints.  Of the 29 
MVCs, 58% of the deceased officers were not wearing their seatbelt 
at the time of their crash (n=17). 

There are several programs and concepts that have been success-
ful in preventing crashes in law enforcement.  Some of these pro-
grams have been scientifically evaluated and others are available to 
agencies at no cost. One example of a successful crash prevention 
program used a multi-faceted approach through enhanced driver 
training, increased safety awareness (Below-100) and monitoring 
deputies’ speed.  The Yolo County, California Sheriff’s Office (YCSO) 
experienced several at-fault crashes, which took a toll on personnel, 
the fleet, and their bottom line. The Sheriff began a new program to 
reward safe driving, mandated seat belt use, and had patrol super-
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visors monitor deputies’ speed.  Yolo County is a large 
rural area of California and some calls for service can 
be miles away.  Deputies often sped to those calls to 
cover the distance.  The sheriff, using the in-car camera 
system, was able to monitor speed activations above 
80 MPH and have supervisors challenge their deputies 
on why they were traveling so fast. This speed moni-
toring program, built around progressive discipline for 
unnecessary speeding and other initiatives taken by the 
sheriff, resulted in a significant drop in crashes. Between 
2014-2016, the YCSO went 27 months without an at-fault 
crash and reduced its unauthorized speed activations 
to nearly zero. This saved the agency over $250,000 in 
claims and damages.   

While there are many driver training courses and agen-
cy-developed programs in law enforcement, there is 
little science behind the effectiveness of these efforts. 
There is a single scientific evaluation of a crash preven-
tion program specific to law enforcement.  That program 
was implemented in a large urban agency and result-
ed in significantly lower MVC and motor-vehicle injury 
rates. The crash prevention program was multi-faceted 
and involved changes to standard operating policies, 
increased and hands-on motor-vehicle training, and a 
marketing campaign. After initiating the program, MVC 
rates decreased 14% and motor-vehicle injury rates 
decreased 31%. This was in comparison to crashes and 
injuries at similar-sized agencies which increased or 
remained constant. Decreases in crash and injury rates 
were even more striking among officers who do the 
most driving - patrol officers. MVC rates among patrol 
officers decreased 21%, and motor-vehicle injury rates 
decreased 48%. 

In addition to agency-developed programs, there are 
also national training programs available to agencies 
and officers at no cost such as the National Law Enforce-
ment Roadway Safety Program (NLERSP). The NLERSP 
was developed by a national working group of research-
ers, law enforcement practitioners, and subject matter 
experts. The NLERSP offers in-person, interactive cours-
es for executives, patrol officers, and trainers that teach 

attendees about the risk factors for officer-involved 
collisions and struck-by incidents and identify interven-
tion and technological innovations that can reduce the 
likelihood of their occurrence. The executive workshop 
is 4 hours and is designed to simulate discussion among 
mid- and executive-level officers about the safety of 
officers during roadway operations. The patrol officer 
course is 8 hours and is intended for all line-level officers 
who are engaged in roadway operations. All trainings 
are provided to local, state, and tribal law enforcement 
agencies at no cost. More information can be found at 
https://www.policefoundation.org/national-law-enforce-
ment-roadway-safety-program/.

In addition to motor vehicle collisions, there is also the 
issue of officers being struck while operating on the 
roadside.  There are additional strategies that can be 
undertaken to reduce these struck by vehicle incidents. 
The Emergency Responder Safety Institute (ERSI) fo-
cuses on secondary roadside crashes that involve first 
responders, Department of Transportation (DOT) work-
ers, and towing and recovery personnel.  One of their 
core initiatives is for all these entities to learn and apply 
the principles of the Traffic Incident Management System 
(TIMS). TIMS provides all first responders with an action 
plan for safety while also working to clear crash scenes 
more quickly.  Applying the crash scene management 
components of TIMS saves lives and provides greater 
coordination between all involved. ERSI offers online 
TIMS certificates and has created training materials that 
improve safety by emphasizing enhanced vehicle light-
ing, reflective markings and the need for high visibility 
reflective safety vests. More information can be found at 
https://www.respondersafety.com/.

Reducing crashes and improving roadway safety should 
be a priority for all of Georgia’s law enforcement leaders. 
Based on the data that have been presented - reducing 
speeds, limiting distractions in the patrol cars, mandat-
ing seat belts and building a stronger culture of traffic 
safety will reduce vehicle crashes and protect officers 
from being struck while conducting roadway operations.   

>> Eight Years of Motor-Vehicle Fatalities Among Georgia’s Law Enforcement Officers
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Disclaimer: The findings and conclusions in this report are those of the authors and do not necessarily represent  
the official position of the National Institute for Occupational Safety and Health, Centers for Disease Control and 
Prevention.

Hope M. Tiesman, MSPH, PhD is a research epidemiologist at 
the U.S. National Institute for Occupational Safety and Health 
(NIOSH), Centers for Disease Control and Prevention (CDC). She 
received her PhD in epidemiology at the University of Iowa where 
she was an occupational injury prevention fellow. She has published 
extensively in the field of occupational injuries and serves on mul-
tiple police advisory boards, occupational safety and health sector 
councils, and injury research interest groups. Her research interests 
include the safety and health of police officers, suicide prevention, and 
the scientific evaluation of agency interventions. She can be reached at 
htiesman@cdc.gov or 304-285-6067.
 

Nick Breul is a Senior Project Manager with the National Law 
Enforcement Memorial and Museum (NLEMM).  He served for 25 
years with the D.C. Metropolitan Police Department, retiring as a 
Lieutenant overseeing the Traffic Safety Branch.  Nick was Director 
of Security for the National Cathedral for two years before coming to 
work at the NLEMM.  He currently manages several initiatives fo-
cusing on law enforcement suicide, traffic safety and overall wellness. 
He can be reached at nbreul@nleomf.org or 202-737-7133.
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New Law Mandates Law  
Enforcement Participation  
in FBI’s Violent Criminal  
Apprehension Program
Amy Hutsell

Governor Brian P. Kemp is joined by Representative Scott 
Holcomb, Senator John Albers, and criminal justice representa-
tives including law enforcement, GBI Forensic Services, Criminal 
Justice Coordinating Center victim advocates and sexual assault 
centers as he signs of House Bill 255 into law on May 6, 2021.
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House Bill 255 passed unanimously in both the State 
of Georgia House and Senate in the 2021 legislative 
session. Bi-partisan support of this legislation has 
highlighted the public safety priorities of both the 
executive and legislative branches of State govern-
ment in Georgia. Championed by Representative 
Scott Holcomb (D-Atlanta) in the House and carried in 
the Senate by Senator John Albers (R-Roswell) the bill 
mandates law enforcement participation in the FBI’s 
ViCAP system, among other things.
 
What is ViCAP?
The Violent Criminal Apprehension Program 
allows for the analysis of serial violent and 
sexually motivated crimes. The FBI maintains 
the database as the largest investigative 
repository of violent crime cases in the United 
States. As with any database, ViCAP’s value 
is increased the more it is used. So, the more 
cases are entered into the system, the stron-
ger the investigative tool. Law enforcement 
agencies enter sexual assault and homicide 
cases that meet the FBI’s criteria into the 
ViCAP system for possible matches to cases 
across the country with similar case charac-
teristics. 

Representative Holcomb has said of the ViCAP man-
date, “the ViCAP section of HB 255 was developed 
through a collaborative process with FBI and I am 
completely confident that this will help solve some of 
the most heinous crimes we see in our state.”

Keith Howard is the Chief Deputy of Morgan County 
Sheriff’s Office and currently Georgia’s only active cer-
tified criminal profiler. Since his days in the now deac-
tivated GBI Crime Analysis Unit, where he supervised 
4 behavioral science profilers, Keith has been a ViCAP 
enthusiast. Of the program, he says, ViCAP has long 
been under utilized by Georgia public safety agencies 
investigating violent crime. Prior to Governor Kemp 
signing legislation making ViCAP entries mandatory, 

the database lacked robust Georgia case information 
to link or provide investigative suggestions in unre-
solved cases. I testified as an expert on signature be-
havior in a case in Rockmart, Georgia, illustrating how 
instrumental ViCAP was in identifying a suspect in the 
double homicide of a mother and daughter. Requiring 
mandatory entry will give the analyst better oppor-
tunities to link offender behavior sooner, resulting in 
apprehending offenders quicker, and preventing them 
from potentially creating more victims in the future.

So, what does the new mandate mean for law en-
forcement agencies, in real terms?  HB 255 requires 
that each law enforcement agency shall request 
access from the Federal Bureau of Investigation to en-
ter information into the data base and that each law 
enforcement agency that investigates the following 
types of cases, enter criteria into ViCAP:  
 
• a homicide or attempted homicide in which the ac-
tions of the perpetrator are known or suspected to be 
serial in nature or are random or sexually oriented  

• a rape, aggravated sodomy, or aggravated  
assault with the intent to rape in which the actions  of 
the perpetrator are known or suspected to be serial 

New Law Mandates Law Enforcement Participation in FBI’s  
Violent Criminal Apprehension Program>> 
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in nature or in which the assault was committed by 
a stranger.
 
• a missing person case in which the circumstances 
indicate a strong possibility of foul play.
 
• or a case involving unidentified human remains 
from a known or suspected homicide. 
 
And, the following information regarding the above 
investigations shall be entered in to ViCAP:
 
• the name and date of birth of the alleged perpe-
trator 

• the specific crime being investigated
 
• description of the manner in which the crime was 
committed, including any pattern of conduct occur-
ring during the course of multiple crimes suspected 
to have been committed by the alleged perpetrator
 
• any other information required by the Federal 
Bureau of Investigation for inclusion in ViCAP. 

How Does ViCAP work? 
Investigators electronically enter data on their case 
directly into ViCAP. This includes details on the 
victim(s), type of trauma, weapons used, informa-
tion about the suspect and any composite images, 
crime scene specifics, vehicle descriptions, modus 
operandi, and more. Investigators can then search 
ViCAP for cases across the U.S. that are similar to 
their case. If case similarities are found, investi-
gators can contact ViCAP personnel at the FBI for 
further discussion and analysis.

Meanwhile, at the ViCAP office at Quantico, FBI an-
alysts review all incoming cases. First, they examine 
each submission to ensure the quality of the data. 
They also provide a deeper analysis into certain cas-
es, looking for similarities, searching other FBI and 
non-FBI databases, and preparing reports that offer 
fresh investigative leads. 

The FBI’s ViCAP Unit is a part of the FBI’s Behavioral 
Analysis Unit. Each state has a designated repre-
sentative within the Unit whose role is to provide 
support to local law enforcement agencies in ViCAP 
registration and entry. 

>> New Law Mandates Law Enforcement Participation in FBI’s Violent  
     Criminal Apprehension Program 

Amy Hutsell has over 15 
years’ experience in sexual 
assault and child sexual 
abuse services. She currently 
is the Program Director for 
the Sexual Assault, Child 
Abuse and Human Traf-
ficking Unit with Georgia’s 
Criminal Justice Coordinat-
ing Council. She and her 

team have written grants that have resulted in over 
$10,000,000 in federal assistance to Georgia. She 
also oversees Georgia’s Sexual Assault Response 
Team (SART) as well as chairs the State’s Sexual 
Assault Kit (SAK) workgroup and the Sexual As-
sault Kit Initiative (SAKI) Task Force.
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GLOBAL:  
Trusted Public Safety & Justice Software Solutions for Over Two Decades

For more than 25 years, Global Public Safety & Justice’s commitment to 
the public safety community has been demonstrated through partner-
ships with over 750 agencies of every size across the country. Global 
provides an industry-leading family of public safety and justice solutions 
that are field proven, full-featured, adaptable and affordable.

Built On Core Values
Global’s long term success is founded on core values--principles that 
guide and dictate the pathway to successfully developing solutions that 
make a difference in the safety and efficiency of staff, offenders, and 
stakeholders in the community.

Empowerment at the Point of Contact: Global’s growth is built on 
partnerships, and the value of shared expertise from Global’s staff to the 
public safety agencies served. There are no customers at Global, only 
partners working side by side as a team to deliver products that solve 
the needs of the public safety and justice community.

Relentless Focus: The Global team works diligently with unwavering dis-
cipline to develop solutions that solve the day-to-day challenges public 
safety agencies face in processes and data management.

Accountability: Global’s commitment to its partners includes responsibili-
ty for the impact that the solutions make on the public safety and justice 
community. From inmate to facility staff to the public at large, Global’s 
solutions improve efficiency and safety.

Delivering Value through Experience
Global’s Public Safety and Justice full software suite of solutions is 
built, from concept to execution, with the experience of law enforce-
ment and justice professionals, and a top-tier devops team. Together, a 
partnership of ideas, technology and solutions are interwoven to create 
best-in-class software applications that meet the specific needs of the 
public safety community, no matter the size of the agency.

Global’s development team takes key information, identifies risks 
and provides solutions to manage and resolve potential safety risks, 
optimizes information management and processes and provides the 
tools needed to execute day to day operations safely and efficiently. 
Our sales and support teams work with public safety agencies through 
a partnership of discovery and planning, implementation, training, and 
beyond, with lifetime support.

Managing Critical Information Is the Cornerstone of What We Do
From Global’s TAC.10 solutions and its JailTracker Jail Management 
System, your agency will have streamlined access to every touchpoint 
from 911 dispatch to case management to dispersing information to the 
courts.

TAC.10 Computer Aided Dispatch (CAD) provides dispatchers with 
incident related information in real-time and an integrated communica-
tion link with field personnel, resulting in improved accuracy, efficiency, 

and officer safety. TAC.10 CAD includes automatic reporting, inquiry 
management, real time notification of events, and interfaces with NCIC.

TAC.10 Records Management System (RMS) automatically saves law 
enforcement related data and provides ready access to all authori-
zed field and station personnel. TAC.10’s RMS harnesses the latest 
technology, giving power to control and tune the software to meet your 
agency’s
specific workflow processes, protocol and procedures.

JailTracker Jail Management System (JMS) provides a system designed 
specifically to meet the unique needs of law enforcement professionals. 
Global’s JMS provides enhanced booking, management of daily activi-
ties, flexible commissary management and the ability to capture
mugshots. This system also provides increased efficiencies for every 
touchpoint from intake to communication with the courts with its Mobile 
App, lowering liabilities and increasing safety.

TAC.10’s Mobile Solution provides officers secure access to mission-
-critical information in real-time that improves reporting and increases 
accountability. Mobile provides access to all Global’s CAD, RMS, JMS, 
investigations, intelligence, evidence and civil process information.
 
TAC.10 Mobile also provides the ability to query and view photographs 
for visual identification and allows officers to be fully connected to data 
in the field—anywhere, anytime. TAC.10’s powerful suite of tools strea-
mlines the mission-critical data your agency needs.

Achieve Organizational Excellence with Global
Building a culture of excellence within your agency can be difficult when 
staff is weighed down with time consuming and inefficient processes. 
There’s no template for agencies to follow, except to align with a public 
safety software company that focuses on the needs of the public safety 
community and provides solutions that allow your team to focus on their 
purpose rather than the process.

Global Public Safety & Justice is the perfect partner, providing innova-
tive technology that streamlines processes and puts mission-critical 
information in the hands of those who need it—when they need it most. 
These solutions make your staff more efficient and increase safety at 
the same time. Service, quality, people, integrity and peace of mind; 
that’s the five pillars of excellence. That’s Global Public Safety & Justice.
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District 2
Chief Nicolay D. Constantine was 
named as the Acting Chief at Albany 
State University on April 16, 2021.

On May 20, 2021 Chief Nealie 
McCormick and the Pelham Police 
Department were awarded  State 
Certification.

District 3
Chief Drew Campbell was named 
as the Coolidge Police Chief on 
March 9, 2021. 

Chief Jason Durham was named 
the Waverly Hall Police Chief March 
31, 2021.

Chief Eric Mark Weiss was appoint-
ed as the Hamilton Police Chief on 
April 1, 2021.

Chief Charles Pickett Jr. was 
appointed as the Columbus Techni-
cal College Police Chief on April 6, 
2021.

Chief Jeff Sheppard was named as 
Hogansville Police Chief on May 3, 
2021.

On May 28, 2021, Chief Matthew 
Woodard as appointed as the Butler 
Police Chief.

District 4
Chief Cedric Duncan began work 
as the new Centerville Police Chief 
on April 19, 2021.

On May 3, 2021, Chief Craig  
Cooper and the Barnesville Police 
Department were awarded recerti-
fication under the State Certification 
Program. This is their second recer-
tification.

District 5
Chief Jimmy Mike Banks was ap-
pointed as the Nahunta Police Chief 
on March 18, 2021.

The City of Jesup named Chief 
Perry Morgan as their new chief on 
April 27, 2021.

The Georgia Public Safety Train-
ing Center announced on May 20, 
2021, their new partnership with the 
College of Coastal Georgia to offer 
the Basic Law Enforcement Training 
Course at the College’s Camden 
Center located in Kingsland. The 
first class is scheduled for August 4, 
2021, until October 22, 2021.

On June 3, 2021, the Glynn County 
Commission announced the selec-
tion of Chief Jacques S. Battiste as 
Police Chief.  Battiste retired as an 
FBI agent after 20 years of service 
to become the police chief for Xavi-
er University in New Orleans.  He 
holds a Bachelor of Arts in chemistry 
and political science as well as a 
Juris Doctorate from Southern Uni-
versity and A&M College.

District 7
On May 10, 2021, the Chief Scott 
Wheatley and the Grovetown Police 
Department were awarded State 
Certification.

Chief (RET) Jasper Cooke was 
awarded Life Membership by the 
GACP Executive Board on February 
23, 2021.

 
 
District 8
Chief Keith Sewell was appointed 
as the Ft. Oglethorpe Police Chief 
on April 12, 2021.

Chief Brent Christopher was 
named the Buchanan Police Chief 
on April 19, 2021.

Chief Michael Turner took over as 
the new Hiram Police Chief on May 
17, 2021.

On June 7, 2021, Chief Joe Duvall 
and the Dallas Police Department 
were awarded Certification under 
the State Certification Program.  

District 9
Gwinnett County Schools Police 
Chief (RET) Wayne Rikard was 
awarded Life Membership by the 
GACP Executive Board on January 
11, 2021

Suwanee Police Chief (RET) Mi-
chael Jones was awarded Life 
Membership by the GACP Executive 
Board on February 23, 2021.

around the state
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District 9 (continued)
Flowery Branch Police Chief David 
Spillers retired at the beginning of 
April after 39 years of law enforce-
ment service and nine years as the 
chief in Flowery Branch.

Snellville Police Chief Roy White-
head retired on July 1st after 50 
years of law enforcement service 
and 17 years as Snellville’s chief 
and 10 years as the Summerville, 
South Carolina chief.

Assistant Chief Greg Perry was 
appointed as new Snellville Police 
Chief on July 1, 2021.

District 10
MARTA Police Chief Wanda Y.  
Dunham who retired June 1, 2020, 
was awarded Life Membership 
by the GACP Executive Board on 
March 23, 2021.

District 10 (continued)
Cobb County District Attorney’s 
Chief Investigator, Charles 
Prescott, was appointed to the 
State Child Fatality Review Panel by 
Governor Brian Kemp. 

On April 5, 2021 College Park Po-
lice Chief Ferman Williford retired 
after 35 years of service and two 
years as the Chief.  Chief Thomas 
Kuzniacki was named the interim 
chief as the City begins a national 
search.

Hampton Police Chief Derrick 
Austin was selected as the Locust 
Grove Chief and began work on 
April 19, 2021. 

On May 4, 2021, Mayor Keisha 
Lance Bottoms named Rodney Bry-
ant as the Atlanta Police Chief. The 
Atlanta City Council Public Safety 
Panel unanimously approved the 
appointment on May 25, 2021.

District 10 (continued)
On May 5, 2021, Chief (RET) Kenny 
Smith was awarded Life Mem-
bership. Chief Smith was a former 
GACP President and served as 
the Chief in Morrow and head of 
public safety as the City Manager in 
Griffin.

On May 19, 2021, Chief Tommy 
Gardner and the East Point Police 
Department were awarded Recer-
tification under the State Certifica-
tion Program.

Chief Debra Williams was promot-
ed on June 1, 2021, to Associate 
Vice President and Chief of Police 
of Public Safety for Clark Atlanta 
University.

On May 24, 2021, Chief Stoney 
Mathis and the Fairburn Police 
Department were awarded certifi-
cation under the State Certification 
Program. 

around the state
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District 10 (continued)
On June 21, 2021, Chief Renan Lo-
pez de Azua began as the Morrow 
Police Chief. Chief Lopez previ-
ously served as a Major with the 
Brookhaven Police Department.

On June 30, 2021, Newnan Po-
lice Chief Douglas L. “Buster” 
Meadows retired after 48 years of 
service with the department and 19 
years as its Chief.

On July 1, 2021, Timothy B. Blan-
kenship Jr. began his service as 
the Newnan Police Chief. 

Chief Chuck Kelly was awarded 
Life Membership by the GACP Exec-
utive Board February 23, 2021.

District 11
Chief David Hill was named as 
Acting Chief of the Stone Mountain 
Park Police on February 23, 2021.

District 11 (continued)
The Chamblee Police Depart-
ment moved into their new 48,516 
square foot police and court build-
ing the first week of April. For a 
virtual tour, go to:
https://fb.watch/5tkD1Cdzmu

Decatur Police Chief James 
‘Mike’ Booker retired April 7, 2021, 
after serving more than 30 years 
with the department and 15 of 
those as chief. Deputy Chief Scott 
Richards was appointed as Acting 
Police Chief until the selection 
process for the new chief is com-
pleted.

On April 5, 2021 Chief Brent 
Christopher was appointed as the 
Bowdon Police Chief.
 
Holly Springs Police Chief Mi-
chael Carswell retired April 12, 
2021 after 37 years of law enforce-
ment service and four years as the 
police chief.

District 11 (continued)
Chief Raymond Elliot with the 
Stone Mountain Park Police  
Department passed away on  
April 16, 2021. He was 61 years old. 

Keith Zgonc was appointed as the 
Smyrna Police Chief on April 19, 
2021.

On May 3, 2021, Tommy L. Kehe-
ley was named as the Holly Springs 
Police Chief.

On June 21, 2021, Chief Mark J. 
Mitchell became the Johns Creek 
Chief of Police. Chief Mitchell will 
be the third Police Chief since the 
city was founded 14 years ago. He 
previously served as the police 
chief in Canton as well as the Chief 
of Staff at the Georgia Department 
of Juvenile Justice.
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Chief Executive Training School Graduates 
Class of Summer 2021

around the state

Back Row
L -> Right

Donald Ferguson
Orrin Hamilton

Curtis Clark
Howell Cardwell
Charles Pickett
Mark Gerrells
Jerrell Smith

Winston Swilley
Kendrick Lowe

Sandy Neal
Adam Gardner

Front Row:
L –> Right

Gary Roberts
James Waters

Brent Christopher

Middle Row
L -> Right

Jason Durham
Joshua Lonergan

Vernon Jessie
Mathew Dawkins
Drew Campbell

Elder Dancy
Jonathan Pilgrim

Matthew Kendrick
John Davis

Stephanie Stallings
David Savage
Kayla Franks
Billy Henson

Eric Weiss
Wesley Kicklighter
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In April 2020, the Brookhaven Police Department began 
research to create an Unmanned Aerial Systems (UAS) 
unit. Commonly referred to as drones, UAS provide an 
efficient and effective way of law enforcement informa-
tion gathering at incident and emergency scenes as well 
as during criminal investigations. 

At the time, BPD relied on aerial support from the DeKalb 
County Police and Georgia State Patrol Aviation units, in 
the form of traditional manned aircraft. This relationship 
continues; however, now BPD has an aerial support capa-
bility of its own. 
 
In addition to the Department’s desire to expand aerial 
capabilities, the COVID-19 pandemic created a need for 
innovative ways of limiting public contact.  These reasons 

together caused BPD to take note of the Chula Vista 
(CA) Police Department’s Drone as First Responder (DFR) 
Program. 

Launched in 2018, CVPD pioneered rapid response to 
police emergencies by using unmanned aerial systems 
to respond to emergency calls. The DFR program uses 
drones stationed at permanent locations throughout the 
city and piloted by sworn police officers who fly them to 
dispatched calls for service and requests for backup in 
real time.  The model allows, in most cases, for a drone  
to arrive on scene well ahead of traditional ground units. 
Examples of some of our footage can be found at the 
following link on the GACP website:  
	        
	         https://gachiefs.com/bhdrones 

EXCELLENCE IN ACTION

Using Drones as a  
First Responder in 
Brookhaven

Lt. David T. Snively and Lt. Abrem Ayana
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Using this model, the officer operating the drone 
can use cameras to evaluate the situation remotely 
and provide timely information and video footage 
to responding officers and field supervisors.  This 
practice creates a number of advantages for respond-
ing police officers, including enhanced officer safety 
through real-time information from another police 
officer; mitigation of “dispatch priming” by confirming 
or dispelling caller-provided information before offi-
cers arrive on scene; and improved resource alloca-
tion abilities as pilot officers guide ground units along 
the best routes. 

Particularly as a national dialogue centers on po-
lice-citizen encounters, the use of UAS technology in 
response to police calls for service serves an inno-
vative tool for de-escalation. Prior to DFR, officers 
were forced to rely on third-hand information passed 
through dispatch from the 911 caller. By dispatching 
the drone as a first responder, BPD can remotely as-
sess a scene and determine what type, if any, police 
response is necessary.  This approach avoids un-
necessary confrontations and allows pilots to cancel 
ground units when no evidence of a crime is found.

After extensive research into the CVPD program, 
Brookhaven Police in October 2020 presented a DFR 
model to the Brookhaven City Council.  City officials 
enthusiastically supported the DFR model in conjunc-
tion with traditional “portable” drones to be carried 
by officers for rapid deployment. BPD ultimately 
obtained seven drones to begin UAS operations. One 

of the drones is assigned to DFR, and while the others 
are available for scene-specific rapid deployments.

During the development stages of the DFR program, 
BPD met with several community stakeholders and 
civil rights organizations including the DeKalb County 
District Attorney’s Office and the American Civil Lib-
erties Union (ACLU) of Georgia.  These conversations 
helped BPD develop procedures for handling and 
storage of UAS videos and made clear the purpose 
of the DFR program.  Critical aspects of the program 
design include using UAS only in response to calls for 
service or emergency scenes (as opposed to con-
ducting random patrols or aerial “surveillance”); and 
prohibiting the intentional recording or transmitting 
of images of any area where a person would have a 
reasonable expectation of privacy without first obtain-
ing a search warrant.  

Video recordings that do not contain evidence of 
crimes or hold training value are held only for 30-
days.  Footage obtained in conjunction with a criminal 
investigation is uploaded into the same cloud-based 
server that stores officers’ body-worn and in-car cam-
era footage and held according to statutory retention 
periods.

In the spirit of transparency, BPD also plans to pub-
lish monthly data on UAS operations on the depart-
ment’s webpage. These data will include call type, 
response time, and number of incidents resulting in 
arrests or evidence recovered with UAS assistance. 

To view our drones in action: 
https://gachiefs.com/bhdrones
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With the program details in place, 
BPD launched its DFR program – 
the first in the southeastern United 
States – in April 2020.  Like in Chula 
Vista, BPD UAS are positioned at 
fixed launch points in the city and 
teleoperated by BPD police officers.  
BPD strategically selected launch 
sites that allowed for maximum flight 
radius around the areas in which 
most calls for service are received.  
Geofencing and pre-flight program-
ming ensures the drone remains in 
permissible air space, within City 
boundaries, and flying free of haz-
ards and obstructions such as power 
lines.

The flagship of the BPD UAS fleet is 
the DJI Matrice 300 RTK. The M300 
is the latest and most capable UAS 
platform from industry leader DJI. 
Capable of flight times up to 55 

minutes, the M300 is equipped with 
a Zenmuse H20T camera. The 20 MP 
zoom camera is capable of thermal 
imaging similar to FLIR technology 
commonly found on manned police 
aircraft. In addition, the M300 can be 
equipped with a Wingsland Z15 Gim-
bal Spotlight with a 10,200-lumen 
output, and a loudspeaker.

The BPD UAS team is comprised of 
17 officers who have achieved FAA 
certification as Part 107 Remote 
Pilots.  To obtain a Remote Pilot 
Certificate, applicants must pass 
an initial aeronautical knowledge 
test requiring demonstrated knowl-
edge in keys areas such as weather, 
operations, regulations, loading 
and performance, and the National 
Airspace System. BPD policy further 
requires monthly in-service training 
for each pilot.

In addition to the DFR application, 
Brookhaven Police Department is 
using UAS technology for crime and 
crash scene documentation, miss-
ing and wanted persons searches, 
public event security, and in support 
of North Metro SWAT operations in 
the cities of Brookhaven, Dunwoody, 
Sandy Springs, and Johns Creek.

The mission of the Brookhaven  
Police Department is to “enhance 
the quality of life for those in our 
community by providing effec-
tive, high quality, and professional 
police services.”  The UAS program 
generally, and the DFR program 
specifically, are excellent exam-
ples of high-quality and innovative 
approaches to policing that are 
enhancing the quality of life and the 
quality of police services available in 
the Brookhaven community.

Lieutenant David T. Snively is assigned to the Brookhaven Police Department’s 
Training and Certification Unit and also oversees the department’s Public  
Information Office.  He began his law enforcement career in 2007 and is  
currently a Doctor of Philosophy (Ph.D.) candidate at Georgia State University.

Lt. Abrem Ayanna is the Unit Commander of the Brookhaven Police Depart-
ment Criminal Investigations Division. He has 10 years of law enforcement 
experience and has been with the City of Brookhaven since 2015. He addition-
ally serves as the UAS Team Commander.

https://gachiefs.com/bhdrones

CHECK OUT OUR DRONES IN ACTION! 
https://gachiefs.com/bhdrones

EXCELLENCE IN ACTION
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CARE FOR COPS
David Post, Chairman

Founded in 1999, Care for Cops is a 501 c (3) Not for Profit Organization 
dedicated to assisting the families of fallen law enforcement officers in 
the State of Georgia. Care for Cops provides immediate financial help 
to families of fallen officers when their regular sources of income have 
stopped and insurance as well as other payments are being processed.  
With the Line of Duty Death (LODD) of Holly Springs Officer Joe Burson 
on June 16, 2021, Care for Cops has financially assisted the families of 
79 law enforcement officers who killed in the line of duty! 

Sadly, the COVID-19 pandemic and other events have hindered our 
fundraising events! We are asking for your assistance in helping to fill 
this void by making a donation by going to our website at www.care-
4cops.org.  Officers across our State are faced with some of the grea-
test challenges we have ever experienced. Knowing their families will 
be taken care of if something happened to them should not be one of 
those concerns.  

Please help us to serve the families of our fellow officers who lost their 
lives in the service of their communities. Any amount of a monthly 
donation would be greatly appreciated. May God bless us all and keep 
us strong!
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Created in 2003 by two attorneys (and former law enforcement officers), Lexipol was born from a vision 
of a better, safer way to run a public safety agency. 

It was a perfect combination: Bruce Praet’s courtroom experience representing public safety agencies and 
Gordon Graham’s foundation in risk management principles, including a unique approach to training he 
created while at the California Highway Patrol. 

From that foundation, Lexipol grew to form an entire risk management solution for public safety and local 
government. We started by developing comprehensive, continuously updated policies for public safety 
agencies. Then we added services such as such as online training, mental health resources, grant assis-
tance and an electronic policy management platform, as well as the digital communities Police1, FireRes-
cue1, Corrections1, EMS1 and Efficient1.  

Today, we serve more than 2 million public safety and government professionals with a range of informa-
tional and technological solutions to meet the challenges facing these dynamic industries.
 
What We Do 
Our solutions combine content and technology to keep communities and first responders safe. They 
include: policies and updates, online learning, wellness resources, grant services, and news and analysis.

Thousands of years of experience on your side.
We’ve grown a lot from those first days when Bruce, Gordon and few other early believers wrote and 
researched policies on their days off. Today, Lexipol is backed by the expertise of more than 320 people, 
including public safety professionals and legal experts with more than 2,075 years of combined service.  

Our policy and training content developers have experience in constitutional law, civil rights, ADA and 
discrimination, labor negotiations, Internal Affairs, use of force, mental and behavioral health, and a 
whole lot more. That means no more trying to figure out policy and develop wellness and training content 
on your own. You can draw on the experience of our dedicated team of individuals who have researched, 
taught and lived these issues.  

On top of industry changes—so you don’t have to be.
When laws and trends change, your policies and training need to change, too. Our content development 
teams monitor for new legislation, statutes and case law on the state and federal levels, looking for 
anything that impacts policy and training content. They also keep up with research and reports influenc-
ing public safety and local government best practices. When a policy update is needed, we create it for 
you. When new challenges arise—such as COVID-19, the opioid epidemic or an increase in active shooter 
events—we jump into action, creating online resources and training to prepare your personnel to meet 

Lexipol: Mission-Critical Solutions From 
People Who Know What It Means To Serve

P A I D  A D V E R T O R I A L
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these risks. So you can spend more time focusing on operational priorities and less time worrying whether your pol-
icies and training are up to date. 

Trusted by big & small.
Community protection comes in all sizes. That’s why we designed Lexipol’s policy, training and wellness solutions to 
work with agencies big and small and those in between. We partner with more than 8,100 public safety agencies and 
municipalities across the United States—law enforcement agencies just like yours. 

Providing you peace of mind.
Our customers choose Lexipol to make an investment in the safety and security of their personnel, their agencies  
and their communities. We help agencies address issues related to policies and training that create substantial  
risk, including:

•	 Inconsistent and outdated policies
•	 Lack of technology to easily update and issue policies and training electronically
•	 Difficulty keeping up with new and changing legislation and practices
•	 Inability to produce policy acknowledgment and training documentation
•	 Unfamiliarity of city legal resources with intricacies of public safety law

If you can relate to these issues, you are not alone—and we have a solution designed just for you.  
Plus, through our partnership with the Georgia Association of Chiefs of Police, you’re eligible for  
special member savings. Contact Lorenzo De La Garza, your Lexipol Georgia Representative, today  
at 469-598-0228 or ldelagarza@lexipol.com to learn more!

P A I D  A D V E R T O R I A L
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STAFF DEVELOPMENT

Organized Book Discussions

A fundamental requirement of 
police leaders is to continually de-
velop personnel at all ranks within 
their organization and prepare 
them for future challenges. While 
the development of each employee 
varies according to their individual 
needs, the goal is to ensure each 
is working to achieve their estab-
lished goals, improve department 
operations, and strengthen the 
organizational culture.  This pro-
cess must be done in a deliberate, 
focused manner.

One staff development approach 
some agencies have effectively im-
plemented is the use of organized 
book discussions. These programs 
may go by a variety of names such 
as book discussions, book clubs or 
reading lists. The idea is to gather 

staff together to review a com-
mon publication, discuss the ideas 
covered, and determine how they 
can be applied to the department’s 
operations.  The purpose is to 
introduce new concepts, materials, 
and ideas into the department’s 
operations and build a stronger, 
more cohesive leadership program 
and culture. This article describes 
the different approaches agencies 
have utilized to implement these 
programs.

Every agency is at different stages 
in their professional evolution. One 
of the greatest benefits of this pro-
gram comes from staff in different 
levels and parts of the department 
coming together, having discus-
sions, and learning from different 
perspectives. 

One department that implement-
ed a reading program served a 
community that was experiencing 
considerable growth and change. 
Most officers only had a high school 
diploma and limited formal training. 
A new chief had been selected 
with a mandate to significantly 
change the organizational culture 
to match the evolving demands of 
its community. This program helped 
provide officers with the knowledge 
required to implement the need-
ed changes. People who wanted 
to be part of the organizational 
changes or move up, engaged in 
the process. Others who could not 
meet the evolving demands of the 
agency eventually left.

Another agency, that already had 
a strong reputation for being very 
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professional and progressive, had a strong organiza-
tional culture. Still, the chief had a desire to further the 
discussion on leadership and continue improvements. 
Organized book discussions were used to facilitate 
interactions across different levels and parts of the de-
partment to strengthen the foundation of leadership they 
were trying to build in the organization.

When implementing these programs, agencies have 
utilized mandatory and voluntary participation models. 
Departments that implemented mandatory participation 
have found employees resented being forced to attend. 
As a result, they found the voluntary participation tends 
to work better. If agencies do mandate participation, it is 
recommended it be limited to command staff.

Eventually, the issue of compensating participants 
always comes up. Participation in the program is volun-
tary and benefits individuals and the agency alike. While 
agencies try to have staff attend while they are on-du-
ty, scheduling does not allow for that to always occur.  
Some departments pay overtime for off-duty officers to 
attend, other departments are required to flex the time 
off during their regular schedule. 

When starting the program, agencies have found it 
useful to host a meeting to discuss what they hope to 
accomplish and what the staff are seeking to learn. 
Books being reviewed do not have to be based on law 
enforcement operations. There is a lot of value to gain-
ing different perspectives by utilizing books on a variety 
of topics. It is also important to remember the audience. 
Implementing the program does not have to be an all or 
nothing approach. Because some officers are resistant 
to or do not enjoy reading, leaders should not be afraid 
to be creative and use alternative approaches by starting 
with smaller books, articles, or podcasts or allowing staff 
to use kindle or audio books.  Most departments choose 
to purchase the books to be reviewed. There are a num-
ber of sources for books to be purchased at a reduced 
cost including amazon.com and thriftbooks.com.  

Agencies typically cover two to three books a year.  
Discussions are generally held once per month for about 
one to two hours. Meetings are scheduled weeks in 
advance to allow participants to better plan their sched-
ules. Unfortunately, everyone will not be able to attend 
every meeting. Court, training, vacations, and family de-
mands often interfere with persons’ ability to participate.
Agencies have utilized a variety of approaches to lead 
the discussions. One approach is to assign different 
participants the responsibility of facilitating the discus-
sions. In other instances, the police chief or command 
staff lead the conversations. About a week prior to the 
meeting, the group leader posts questions on an inter-
net-based discussion board. Beginning with this virtual 
discussion provides more time for in-depth thought 
regarding issues. 

As the meeting begins, the facilitator(s) asks partici-
pants their general impressions and thoughts about the 
sections being covered. As time goes on, individuals 
respond more openly with their thoughts and how they 
related to the ideas. Others may focus on specific seg-
ments they found enlightening.

In time, participants gain confidence in the process and 
begin to share their concerns and fears of how they 
often do not follow what they know may be a better way 
to address an issue. To continue facilitating the conver-
sation, leaders sometimes follow up on comments by 
describing similar experiences or instances when they 
failed to get the outcome they expected. These types 
of interactions are important for leaders at all levels to 
recognize they will fail from time to time or not receive 
the desired results this is how individuals learn.

Starting with previously shared questions fosters engag-
ing conversations. Participants have time to think about 
the issue and articulate their thoughts, opinions, and 
questions. This prevents the facilitator from having to 
drag out responses. It also allows participants to learn 
from each other. When one person describes how they 

STAFF DEVELOPMENT
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were able to incorporate one of the concepts at work, 
others will likely ask for clarification of how they were 
able to achieve the outcome.

Because the group leader typically knows the other 
members, they are able better illustrate the concept or 
approach by calling on individuals they know have rele-
vant or unique experiences. This also provides others the 
opportunity to see different or better approach. In other 
instances, they may refer to a related event that oc-
curred in the department to better illustrate the concept.
 
The environment is typically very collegial with candid 
conversations. Individuals have different backgrounds 
and experiences, so there may be some passionate 
discussions about issues. The purpose is for everyone 
to learn new and better ways to perform their jobs, build 
trust, and develop stronger relationships. Because of 
this, it is critical for the leader respond positively to this 
feedback.

How well people interact really depends on the organi-
zational culture. Organizations with a strict hierarchy may 
experience more difficulty developing open conversa-
tions. It is important to recognize, that while rank matters 
when it has to matter, don’t make discussions a chain of 
command issue when having an open conversation. Per-
sons at different levels in the organization have different 
perspectives regarding the same issue. The idea is to 
expand individuals’ perspective to better understand the 
‘big picture’ and prepare them for future assignments. 
During the second part of the meetings, participants 
break into discussion groups of five to six persons each. 
Each group is provided the same scenarios and ques-
tions. Using the material from the assigned reading, they 
are asked to discuss what and how they would respond 
to the scenario and how this is different than how they 
would previously responded?   
 
These groups are smaller and tend to have much more 
candid conversations.  While the separate groups are 

working on the same scenario, they are likely to develop 
different or unique responses. This is not to say one is 
wrong or better than another, just different. This too is 
important for persons to learn there are multiple solu-
tions for the same problem.

It is easy for breakout groups to get off topic. To prevent 
this, the facilitator should provide a short period for the 
groups to develop their responses and identify their 
spokesperson. After the breakout group presentations, it 
is important for the facilitator to circle back around and 
bring closure to the meeting.  Feedback is the breakfast 
of champions. To enable this, seeking input from the 
group on how they can use information from the discus-
sion anchors concepts to performing better on the job. 

Again, this also provides new ideas and perspectives to 
the other members.

STAFF DEVELOPMENT
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A reading program provides a number 
of benefits. It offers a relaxed environ-
ment to discuss topics that are a prior-
ity for the chief, staff develop stronger 
connections with each other, and brings 
more consistency to the department 
operations. Staff get to come together 
with co-workers they do not see very 
often and discuss the challenges they 
are experiencing.  The discussion 
also empowers influencers to share 
the message across the organization. 
Probably the most important benefit 
of these programs is it teaches new 
concepts and how to apply them in a 
practical environment. 

Agencies reading lists have used included:
10 Steps to Empowerment by Diane Tracy 
Coming In First by Dr. Jack Llewellyn
Command Performance: Career Guide for Police Executives by 
William Kirchhoff
Developing the Leaders Around You by John Maxwell
Extreme Ownership by Jocko Willink
It’s Your Ship by Captain Michael Abrashoff
Leadership Strategy and Tactics by Jocko Willink
The 7 Habits of Highly Effective People by Stephen Covey 
The 24-Carrot Manager by Gostick & Elton
The 21 Irrefutable Laws of Leadership by John Maxwell
The Energy Bus by Jon Gordon
The Leadership Secrets of Colin Powell by Oren Harari 
The Outward Mindset by The Arbinger Institute
The Winner Within by Pat Riley.

We would like to thank Chief John Robison (Alpharetta Police Department), Deputy Chief Marty  
Ferrell (Marietta Police Department), and Major Trent Lindgren (Alpharetta Police Department)  
for their contributions for this article.

STAFF DEVELOPMENT
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www.redspeed-usa.com
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Intimate partner stalking (IPS) 
occurs when ‘a former spouse, 
boyfriend, girlfriend, partner, or 
cohabitant’ utilizes a “pattern of ha-
rassing or threatening tactics that is 
unwanted and causes fear or safety 
concerns by the victim”. While IPS 
has several predictors in common 
with intimate partner homicides 
including gender, relationship, and 
job performance problems, there 
is little research on homicides 
conducted by an intimate partner 
stalker. The purpose of this study 
was to examine the correlates of 
homicides that were committed by 
an intimate partner stalker.

Utilizing data from the National 
Violent Death Reporting System 
(NVDRS) from 2003 – 2015, re-
searchers identified 6,028 cases of 
intimate partner murder.  Of these 
cases, 60 (1%) were stalking pre-
cipitated deaths.  While these 60 
cases make up a small portion of 
the intimate partner murders, there 
were some unique findings by this 
study.  Males committed 91% of the 

homicides. Victims who were not 
married were more than five times 
as likely to be murdered than those 
who were married. One half of all 
intimate partner murders by an 
intimate partner stalker were com-
mitted in the South, but when the 
numbers were weighted, victims 
in the Midwest were more likely to 
be murdered. Suspects were more 
than twice (200%) as likely to utilize 
a firearm and having a documented 
history of abuse of the victim by the 
suspect tripled (300%) the odds of 
a homicide.

The researchers ended with several 
recommendations.  The level of 
female victims in this study facing 
job-related problems and loss of 
productivity almost reached the 
level of being statistically signifi-
cant.  Because of this, employers 
should consider providing support 
for employees who are victims of 
stalking as well as liaising with 
criminal justice agencies for safe-
ty planning workshops. Agencies 
should identify cases of stalking 

and work to implement early in-
tervention programs. Education of 
victims regarding their legal rights 
and the use of restraining orders 
should also be encouraged. 

Finally, the authors suggested the 
NVDRS expand the data that is 
collected in these cases regarding 
stalkers including mental health, 
substance abuse, and the separa-
tion status between the stalker and 
the victim.

Rai, Abha Tatiana Villarreal-Otálora, 
Julianne Blackburn, Y. Joon Choi, “Cor-
relates of Intimate Partner Stalking Pre-
cipitated homicides in the United States”, 
Journal of Family Violence (2002), Volume 
35, pp. 705-715.

Correlates of Intimate 
Partner Stalking 
Precipitated Homicides 
in the United States
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Historically, police agencies had 
little problem attracting sufficient 
applicants to fill their vacancies. 
For more than a decade, police 
agencies across the United States 
have experienced increased dif-
ficulty recruiting qualified candi-
dates. Between 2014 and 2017, the 
Los Angeles Police Department 
experienced a 28.9% reduction in 
applications. 

The problem of having fewer candi-
dates is compounded by the long, 
difficult selection processes agen-
cies utilize. These hurdles often 
dissuade individuals from seeking 
positions. Unfortunately, many of 
the individuals choosing to opt out 
of the process are likely to be the 
most qualified applicants who have 
other lucrative opportunities avail-
able to them. 

The difficulty associated with 
seeking a government jobs is 
seldom examined in the academic 
literature. This study analyzes how 
reducing the administrative bur-
dens and hurdles in the selection 

processes can lower the number 
of candidates dropping out of the 
process. 

Common responses from candi-
dates who drop out of the selection 
process include lack of clarity in the 
application, length of the applica-
tion process, and lack of support 
from personnel. The administra-
tive burden associated with going 
through the selection process can 
be divided into three categories:

• Learning Costs – Issues that make 
it difficult for candidates to learn 
about job opportunities, eligibility 
and how to access them.
• Psychological Costs – Tasks that 
make it difficult for candidates to 
participate in the processes.
• Compliance Costs – Processes 
that cause stress from the candi-
date’s perception of whether they 
belong in the process.

Reducing red tape associated with 
recruiting and hiring new officers 
by simplifying forms, language, and 
processes can minimize unneces-

sary ‘friction’ they cause for candi-
dates.

Recognizing the various admin-
istrative burdens associated with 
the selection process, this study 
analyzed changes made in the Los 
Angeles Police Department selec-
tion processes and describes the 
outcome of their effort to reduce 
these barriers. Prior to 2017, can-
didates were required to complete 
nine separate tests. The application 
process took an average of 172  
days for candidates to successfully 
complete. In 2015 the agency tran-
sitioned to a shorter, standardized 
application form that was easier to 
complete. Switching to this history 
statement resulted a 5.5% increase 
in the likelihood of being appointed 
to the academy with no impact on 
the quality of the candidates. Appli-
cants who participated in expedit-
ed testing where they completed 
multiple assessments on the same 
day were found to be more likely 
successfully complete the selection 
process and be appointed.  At the 
same time, elimination of the 

Thick Red Tape and  
the Thin Blue Line:  

A Field Study on  
Reducing Administrative  

Burden in Police  
Recruitment

                  RESEARCH
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Preliminary Background Application 
resulted in extending the time less 
qualified candidates remained in the 
selection process.

A second study evaluated the impact 
of enhanced notification and follow up 
communications with candidates on 
the selection process. To evaluate this, 
one group was sent the standard email 
notification of hiring eligibility and next 
steps in the process.  The second group 
was sent a modified email along with 
a text message reminder. This group 
also received an invitation to complete 
the next step using an online portal and 
noted the process can be completed in 
two weeks or less. This was followed up 
with another text message reminder one 
week later.  

Participants in the second group were 
eight percent more likely to submit the 
paperwork for the next phase, 16% more 

likely to submit the application on-line 
and 56% more likely to submit the pa-
perwork within two weeks. Otherwise, 
there were no measurable differences in 
applicants in the two groups.

In closing, the researchers noted ‘sim-
plification works.’ Removing sources 
of friction and utilizing a simpler, stan-
dardized application form is associated 
with less dropout and expedited testing 
is associated with how long candidates 
choose to stay in the process and 
increases the likelihood more qualified 
candidates will participate. 

Linos, Elizabeth and Nefara Reisch, “Thick Red Tape and the 
Thin Blue Line: A Field Study on Reducing Administrative Burden 
in Police Recruitment”, Public Administration Review, Vol. 80, 
Issue 1, ( January/February 2020), pp. 92 – 103. 
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Two high-profile, controversial offi-
cer-involved shootings in 2014 led 
to increased public interest in and 
media scrutiny of police officer use 
of force across the country. This in-
creased awareness of officers’ use 
of force led some to believe police 
misconduct was on the rise. Others 
claimed use of video technology 
including body worn cameras and 
cell phones was increasing aware-
ness. 

The lack of a comprehensive use of 
force database limits policy makers 
and researchers from properly eval-
uating these trends.  Information 
from citizen complaints collected 
by larger agencies could be utilized 
to assess possible trends, but these 
agencies structure their data differ-
ently making it difficult to examine. 
In addition, many agencies purge 
records after a few years.  Also, 
civilian complaints tend to focus on 
failure to provide a service or dis-
courtesy and not on behaviors that 
lead to lawsuits. Big-city bias by the 
news media adversely affects the 
portrayal police misconduct across 

the United States.  Three cities, 
New York, Los Angeles, and Chica-
go account for one-third to one-half 
of the newspaper coverage of po-
lice misconduct, but these agencies 
employ less than 12% of the officers 
in the United States and account for 
only 4% of civilian deaths.

One commonly used data source 
has been reviews of lawsuits and 
payouts. Still, this does not enable 
proper evaluation of the frequency 
and seriousness of events. This 
paper provides one of the first 
attempts to demonstrate the dif-
ference between long-term trends 
in police behavior and citizens’ 
response to it. 

The authors utilized the largest and 
most detailed database of police 
insurance claims ever employed 
in academic research. Using 23 
years of claims with 350 small and 
mid-size agencies in one state by 
a single insurer between 1994 and 
2017, this study evaluated 2,858 
claims, of which 2,590 had been 
closed.  The average population 

of the jurisdictions in this study 
was approximately 9,000 citizens. 
This provides greater relevance for 
police leaders since 70 percent of 
law enforcement agencies serve 
populations of less than 10,000 
persons.

The data from more than 20 years 
was broken into eight categories: 
Force, Sexual, Property Harm, Sei-
zure of Person, Seizure of Property, 
Search, Discrimination, Negligence 
or Other. “Of the 2,590 closed 
claims 32% involved a lawsuit and 
30% involved some type of pay-
out.”

Recognizing the recent focus on 
alleged officer misconduct, the 
20-year period covered in the 
dataset enabled researchers to 
better assess the number, type, and 
resolutions of claims and better 
evaluate changes that are occur-
ring. They found there was a 24.2% 
decline in the average number of 
claims from the 1990’s (N=135) to 
the 2010’s (N=106). Interestingly, 
payouts began to increase in 2014. 

Is Police Behavior  
Getting Worse? Data  
Selection and the  
Measurement of  
Policing Harms
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The average number of successful claims increased 
from 33 in 1990’s to 39 in 2010’s, a 18.2% increase.  
However, the total annual “payouts increased 
10-fold from $400,000 to $3.97 million” between 
2013 and 2015. The average payout increased from 
$4,000 to $40,000 each.

The researchers evaluated three possible expla-
nations for the increase in claims including: the 
selection of claims had improved, the frequency of 
events had decreased but policing harms became 
more severe, and finally, the public’s response to 
policing harms had grown more punitive. The re-
searchers could find no evidence to support the first 
two explanations.  

While most claims are settled out of court, they sug-
gest the ‘current scrutiny of law enforcement’ and 
‘shifting attitudes toward police’ result in fewer ju-
rors being willing to give officers the benefit of the 
doubt and award larger settlements. Citing multiple 
studies, researchers suggested the anticipated jury 
verdicts influences settlement decisions as well.

In closing, the authors noted the substantive claim 
rate has remained relatively stable for the last 20 
years. At the same time, the win rate for plaintiffs 
and payouts have increased. They suggest the 
public’s increasing intolerance of policing harms 
has contributed to these increases.  In the end, 
police agencies continue to improve, and the claims 
continue to fall. It will take time, but this will turn 
around.

Ouss, Aurélie and John Rappaport, “Is Police Behavior Get-
ting Worse? Data Selection and the Measurement of Policing 
Harms”, Journal of Legal Studies, Vol. 49 (January 2020), pp 
158 – 198.

 RESEARCH

www.motorola.com


SUMMER.2021      79  

144th Marketing Group
Phone: 770-631-2937
www.144thMarketingGroup.com

A3 Communications
Phone: 803-744-5000
http://www.a3communications.com

Abbott Solutions Group
Phone: 706-298-7974
www.abbottsolutionsgroup.com

Acadia Healthcare
Phone: 609-515-4111
https://www.acadiahealthcare.com

Advanced Security Technology, LLC
Phone: 804-690-3055
www.adsectec.com

Aftermath Services
Phone: 800-366-9923
www.aftermath.com

Akins Ford Dodge Chrysler Jeep
Phone: 770-868-5271
www.akinsford.com

Alan Jay Fleet Sales
Phone: 877-939-3874
https://www.alanjay.com/

All Traffic Solutions
Phone: 866-366-6602
www.alltrafficsolutions.com

Allan Vigil Ford Lincoln
Phone: 678-364-3983
www.allanvigilford.com

Altumint, Inc.
Phone: 470-663-1123
www.optotraffic.com

AmChar Wholesale, Inc.
Phone: 800-333-0695 x130
www.amchar.com

American Aluminum Accessories
Phone: 850-223-5600
www.ezrideronline.com

American Rac
Phone: 248-980-1249
www.theamericanrac.com

American Specialty
Phone: 404-281-5322
https://www.americanspecialty.biz/

American Traffic Solutions - Bought out by 
Verra Mobility
Phone: 480-596-4787

ARC Acquisition US Inc.
Phone: 210-348-9876
www.arc-pts.com

Armor Express
Phone: 231-544-4363
www.armorexpress.com

Axis Communications
Phone: 978-805-5615
www.axis.com

Axon
Phone: 520-404-0506
www.tazer.com

Ballistic Armor Defense and Equipment, LLC
Phone: 770-456-5612
www.ballisticarmordefense.com

Beard Technology Solutions
Phone: 904-426-3549
www.beardtechnologysolutions.com

Biotrauma (Bought out by Aftermath)
Phone: 866-435-7704
www.biotrauma.com

BIS Digital, Inc.
Phone: 800-834-7674
http://www.bisdigital.com/

Blauer Manufacturing Co.
Phone: 800-225-6715
https://www.blauer.com/

Blue Line Solutions, LLC
Phone: 423-710-4495
www.bluelinesolutions.org

Blue360 Media
Phone: 435-602-6066
https://www.blue360media.com/home

BOS Security
Phone: 706-353-3030 ext. 20
https://www.bossecurity.com/

Bounce Imaging
Phone: 256-515-0996
https://www.bounceimaging.com/

Brannen Motor Company
Phone: 800-999-9606
http://www.brannenmotorcompany.com

British Consulate General
Phone: 404-954-7700

Business Watch International (U.S.) Inc.
Phone: 877-404-3368 x 6
www.bwirapid.com

Byrna Technologies
Phone: 409-599-7410
www.le.byrna.com

CAM-TEX, INC.
Phone: 714-925-4800
https://www.camtexusamade.com/

Carfax for Police
Phone: 303-551-3743
https://www.carfaxforpolice.com/

Cen-Signal
Phone: 800-554-1101
www.cen-signal.com

CentralSquare Technologies
Phone: 800-727-8088
www.centralsquare.com
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ChiefMart  
Phone: 315-247-6129
www.chiefmart.com

Clear Touch Interactive
Phone: 864-973-7973
www.getcleartouch.com

CMI, Incorporated
Phone: 877-783-0028
www.alcoholtest.com

Columbia College
Phone: 803-786-3306
www.columbiasc.edu

Columbia Southern University
Phone: 800-977-8449
www.columbiasouthern.edu

Comcast
Phone: 215-203-4580

Command Presence
Phone: 833-538-7246
https://commandpresence.net/

Community Partners Group
Phone: 901-244-7317
www.community-partnersgroup.com

Computer Information Systems Inc.
Phone: 847-757-8845
www.cis.com

Courtware Solutions, Inc.
Phone: 678-510-6441
http://www.courtware.com

Critical Response Group, Inc.
Phone: 732-779-4393
www.crgplans.com

Custom Canine Unlimited
Phone: 706-701-0624
https://customcanineunlimited.com/

Dana Safety Supply
Phone: 770-362-8068
www.danasafetysupply.com

DataPilot
Phone: 949-880-0320
http://datapilot.com/

DataWorks Plus, LLC
Phone: 864-672-2780
www.dataworksplus.com

DD Consulting & Management
Phone: 704-909-2970
www.ddconsultingservice.com

Decatur Electronics
Phone: 801-820-6896
https://www.decaturelectronics.com/

Digital Ally
Phone: 913-814-7774
http://www.digitalallyinc.com/

Diverse Computing, Inc. (DCI)
Phone: 850-656-3333
https://www.diversecomputing.com

Dix Enterprises
Phone: 336-906-7322
https://dixdefense.com/

Eagle Advantage Solutions
Phone: 800 223 4773
https://www.eagleadvantage.com/

Ed’s Public Safety, Inc.
Phone: 770-474-6084
www.edspublicsafety.com

Elbeco, Inc.
Phone: 800-468-4654
https://www.elbeco.com/

Enterprise Fleet Management
Phone: 904-238-0393
efleets.com

EVIDENT
Phone: 800-576-7606
www.shopEVIDENT.com

Extra Duty Solutions
Phone: 203-202-3991
https://extradutysolutions.com/

Faulkner University
Phone: 334-386-7268
www.faulkner.edu

Federal Signal Corporation
Phone: 708-534-3400
www.fedsig.com

Financial Vest
Phone: 770-587-1103
www.financialvest.com

First Tactical
Phone: 209-602-6584
https://www.firsttactical.com/

FirstGuard, LLC.
Phone: 334-648-9370
www.firstguardofficers.com

FirstNet Powered by AT&T
Phone: 843-615-9994
www.firstnet.com

Flock Safety
Phone: 678-699-6424
flocksafety.com

Flying Cross
Phone: 513-793-5400
flyingcross.com

Ford Motor Company
Phone: 901-230-0125
www.ford.com

Forensic Logic/COPLINK
Phone: 925-298-2056
https://forensiclogic.com/

Foundation for a Drug Free World
Phone: 678-435-9199
http://www.drugfreeworld.org

Galls
Phone: 800-876-4242
www.galls.com

Georgia Lottery
Phone: 404-215-5084
www.gacoam.com
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Georgia Operation Lifesaver, Inc.
Phone: 770-393-2711
www.georgiaol.org

Getac
Phone: 949-681-3129
https://www.getac.com/us/

Ginn Chrysler, Jeep, Dodge, LLC
Phone: 678-625-4000
www.ginncommercial.com

Global Public Safety/Jail Tracker - a Division of 
Harris Computer
Phone: 888-810-8018x64002
https://globalsoftwarecorp.com/

Glock, Inc.
Phone: 470-214-7725
www.glock.com

Graphic Designs International LLC
Phone: 800-344-6853
www.gdigraphics.com

Gresco Technology Solutions
Phone: 678-367-5454
www.grescouas.com

GT Distributors, Inc.
Phone: 904-449-6521
www.gtdist.com

Guardian Leadership
Phone: 470-317-8200
https://www.guardianleaders.com/

Gulf States Distributors
Phone: 334-271-2010
https://gulfstatesdist.com/

Gunbusters of Florida and Georgia LLC
Phone: 904-206-0439
http://www.gunbustersusa.com

Hardy Fleet Group
Phone: 770-445-9411 x198
www.hardychevybuickgmc.com

Hidow International
Phone: 401-499-3494
https://www.hidow.com/

Howard Technology Solutions
Phone: 888-912-3151
htpps://www.howardcomputers.com

Hybrid Academy of Behavioral Security
Phone: 312-662-8826
www.myhybridacadmy.com

Institute of Police Technology and Manage-
ment
Phone: 407-222-2831
http://iptm.unf.edu/default.aspx

Interceptor Public Safety Products, Inc.
Phone: 478-974-0105
http://www.interceptor-pse.com

Intoximeters
Phone: 314-429-4000
www.intox.com

InVeris Training Solutions
Phone: 678-288-1362
www.inveristraining.com

IQS Software, LLC
Phone: 800-813-5391
https://www.noteone.tech/

ISO Network
Phone: 678-885-9210
www.isosmartcity.com

ITsimple
Phone: 678-404-6677
https://itsimple.io

JENOPTIK
Phone: 561-401-2722
https://www.jenoptik.us/

JMA Architecture Inc.
Phone: 478-987-1814
https://www.jmaarch.net/

Judy Jay Signature Promotions
Phone: 770-241-5955
http://www.judyjay.com

Justice Federal Credit Union
Phone: 703-480-5300
www.jfcu.org

Kontek Industries
Phone: 573-380-9982
http://www.kontekindustries.com

Kustom Signals, Inc.
Phone: 800-458-7866
www.kustomsignals.com

L.A.W. Publications
Phone: 800.527.0156 x306
lawpublications.net

Laser Ammo USA
Phone: 516-858-1262 Ext: 103
www.laser-ammo.com

Law Enforcement Partners
Phone: 270-746-5444
www.lawenforcementpartners.com

LeadsOnline
Phone: 800-311-2656
www.leadsonline.com

LegalShield
Phone: 678-386-9132
https://www.legalshield.com/
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LensLock, Inc
Phone: 615-537-1700
https://lenslock.com/

Leonardo/ELSAG ALPR Systems
Phone: 518-495-2288
https://www.leonardocompany-us.com/

Lexipol
Phone: 949-484-4444
www.lexipol.com

LexisNexis Coplogic Solutions  | GEARS
Phone: 317-515-8711
www.buycrash.com

Local Government Risk Management Services
Phone: 404-904-0074
www.lgrms.com

Loudoun Communications, Inc
Phone: 404-594-9457
loudouncomm.net/

Madden & Associates
Phone: 678-963-2075
www.tjmadden.com

Mark43
Phone: 980-422-3537
Www.mark43.com

McLaggan Communications
Phone: 229-896-8205
www.mclaggancomm.com

Mental Health Alert Wristbands
Phone: 912-222-8108
waww.mentalhealthalertwristbands.com

Miller Electric
Phone: 904-400-4286
www.mecojax.com

Mobile Installation Technologies, LLC
Phone: 770-859-9555
https://mobileinstallusa.com/

Morris & McDaniel, Inc.
Phone: 888-403-3577
http://www.morrisandmcdaniel.com/

Motorola Solutions, Inc.
Phone: 706-561-2218
www.mot.com

MPH Industries
Phone: 270-685-6509
www.mphindustries.com

National Police Credit Union
Phone: 502.714.1274
www.nationalpolicecu.com

NDI Recognition Systems
Phone: 321-441-1800 x 105
www.ndi-rs.com

NMS Labs
Phone: 215-657-4900
www.nsmlabs.com

O.C. Welch Ford-Lincoln
Phone: 843-288-0100
https://www.goseeocford.com/

OCV, LLC
Phone: 478-444-3329
https://www.myocv.com/

Off Duty Management
Phone: 281-574-4620
https://offdutymanagement.com/

OmniQ
Phone: 800-242-7272
http://www.omniq.com

Panasonic
Phone: 888-245-6344
www.panasonic.com

Patterson Pope, Inc.
Phone: 770-416-6515
www.pattersonpope.com

Phil Brannen Ford of Perry Georgia
Phone: 478-987-2411
https://www.philbrannenfordofperry.com/

POAB Plus
Phone: 770-617-0879

Police and Sheriff’s Press
Phone: 912-537-0780
www.pasp365.com

PowerDMS
Phone: 800-749-5104
www.powerdms.com

POWERMOON Enterprises LLC.
Phone: 770-516-2266
info@powermoon.com

Precision Planning, Inc.
Phone: 770-338-8129
www.ppi.us

Premier Body Armor
Phone: 704-351-3693
www.premierbodyarmor.com

ProLogic ITS
Phone: 866-923-0513
www.prologicits.com

Propertyroom.com
propertyroom.com

PRO-VISION Video Systems
Phone: 616-583-1520
www.provisionusa.com

Qognify 
Phone: 845-201-5567
https://www.qognify.com/

Quicket Solutions
Phone: 630-723-7723 x 408
https://www.quicketsolutions.com

Radio IP Software Inc.
Phone: 514-890-6070
https://www.radio-ip.com/en/
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Radio One
Phone: 678-218-9900
www.kelrad.com

Redflex Traffic Systems
Phone: 866-703-8097
redflex.com

RedSpeed USA
Phone: 630-317-5700
http://www.redspeed-usa.com/

Reinhardt University
Phone: 770-720-5600
Reinhardt.edu

Safe Fleet
Phone: 866-812-6226
https://www.safefleet.net/lawenforcement

Saltus Technologies
Phone: 877-249-3249
www.saltustechnologies.com

Schedule Express by Informer Systems
Phone: 805-657-9023
http://informersystems.com/

Secure Watch 24, LLC
Phone: 212-729-5400
http://www.sw24.com/

Sensys Gatso Group
Phone: 978-394-4304
www.sensysgatso.com

Simpson Sales Company, Inc.
Phone: 770-237-0991
www.simpsonsalescompany.com

SmartCOP
Phone: 850-429-0082
www.smartcop.com

SmartWater CSI
Phone: 954.320.7313
www.SmartWaterCSI.com

Smyrna Police Distributors
Phone: 770-434-7216
www.spdist.com

SoundOff Signal
Phone: 616-896-7100x
www.soundoffsignal.com

Southeast Responder Solutions, LLC
Phone: 205-224-3166

Southern Linc
Phone: 404-717-0068
www.southernlinc.com

Southern Software, Inc.
Phone: 800-842-8190
www.southernsoftware.com

SouthernLINC Wireless
Phone: 678-443-1500
www.southernlinc.com

SRT Supply/Federal Eastern International
Phone: 727-526-5451
www.srtsupply.com

Stalker Radar
Phone: 972-398-3780
www.stalkerradar.com

Stanard and Associates, Inc.
Phone: 800-367-6919 ext. 270
www.stanard.com

Stone, McElroy and Associates
Phone: 404-805-6596
www.stonemcelroy.com

Stryker
Phone: 800-442-1142
www.stryker.com

SymbolArts
Phone: 801-475-6000
www.symbolarts.com/publicsafety

Synergistic Software
Phone: 912-996-7820
www.getssi.com

T & T Uniforms, Inc.
Phone: 404-324-9395
www.ttuniforms.com

Tango Tango
Phone: 888.826.4607
https://tangotango.net/

The Calendar Guys
Phone: 865-405-8930
http://www.thecalendarguys.com/

The Humane Society
Phone: 240-449-0853
humanesociety.org

The Safariland Group
Phone: 904-741-1765
www.safariland.com

The Security Executive Council
securityexecutivecouncil.com/index.html

The Wireless Guardian
Phone: 877-405-0066
thewirelessguardian.com

Thorogood Footwear
Phone: 404-386-2229
https://www.thorogoodusa.com

TMDE Calibration Labs, Inc.
Phone: 207-737-4493
www.tmde.com

T-Mobile
Phone: 678-823-6044
https://t-mo.co/2X0E4ZM

TRU-SPEC
Phone: 770-427-1334
www.truspec.com

Tyler Technologies
Phone: 800-646-2633
www.tylertech.com

University of West Alabama (Wiley Education 
Services)
Phone: 502-815-0645
https://online.uwa.edu/

University System of Georgia eCampus
Phone: 678-839-5398
http://www.usg.edu/

USA Software, Inc.
Phone: 954-436-3911
www.threatassessmenttracking.com
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Vapensystems Inc.
Phone: 561-346-7038
www.vapensystems.com

Verizon Wireless
Phone: 770-823-3332
www.verizonwireless.com

Verra Mobility
Phone: 602-919-4461
www.verramobility.com

Vetted Security Solutions
Phone: 727-440-3245
www.vettedsolution.com

VIQ Solutions, Inc.
Phone: 800-942-4255
https://viqsolutions.com/

Virtual Academy
Phone: 844-381-2134
www.virtualacademy.com

Visual Labs, Inc.
Phone: 818-919-9802
www.visuallabsinc.com

Wade Ford, Inc.
Phone: 770-436-1200
www.wadeford.com

Wanco
Phone: 303-427-5700
https://www.wanco.com/

West Chatham Warning Devices Inc
Phone: 912-234-2600
www.westchatham.com
West Warning Equipment
Phone: 706-855-6916
www.westwarningequipment.com

Wiley Education Services
Phone: 502-815-0645
www.learning house.com

William Barnet and Son LLC
Phone: 864-327-4615
https://www.barnet.com/

Williams Communications, Inc.
Phone: 800-649-5783
www.wmscom.com

Word Systems
Phone: 813.326.0445
https://wsystems.com/

ZOLL Medical Corporation
Phone: 800-348-9011
www.zoll.com
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for the most current Buyer's Guide,  
visit our website at 
        

gachiefs.com

https://gachiefs.com/buyers-guide/
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gachiefs.com

www.visuallabsinc.com
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https://inveristraining.com/simulation-training/le-virtual-simulation/
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jfcu.org H 800.550.5328
Join Today

Existing Member: Must be 18 years of age, in good standing, and not have caused a loss to the Credit Union to participate in the referral 
promotion. New Member: Must establish a Share Savings or Young Savers Account with a $5 minimum deposit, plus open one additional 
deposit or loan product. All new accounts are subject to approval. Not all applicants may qualify for a loan. Some restrictions may apply. 
Please visit www.jfcu.org for eligibility requirements. “WELCOME BONUS” is considered interest and will be reported on IRS 1099-INT. 
Offer effective June 1, 2021. Justice Federal reserves the right to withdraw this offer at any time. See Representative for details.

Federally Insured by NCUA

Open Your Eyes
To A Credit Union

MEMBERSHIP

$25 $25FOR 
YOU

FOR 
THEM

When you refer an eligible family member, 
friend or colleague for Membership.

https://www.jfcu.org/
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Discover all that Global Public Safety and Justice can do for you.
405.810.8008   globalsoftwarecorp.com

Global Public Safety’s suite of solutions has supported public safety organizations in maximizing
operational effectiveness and efficiency for over 25 years. What makes our solutions stand out is
the talented people who stand behind them. From technical support to account reps, the people
behind our solutions are truly the key to our success, as they are committed to giving 110% every
day.

Our dev ops team gathers insights from people just like you before ever starting to develop a
solution. Global's TAC.10 software suite is configurable for law enforcement agencies of every
size.

Whether you need a single module to enhance your present software or a full suite of products,
Global’s TAC.10 provides solutions to optimize your critical information—lowering risk while
Increasing safety.

Operational Awareness 
is Everything. 
Global Public Safety & Justice provides
Georgia facilities with real-time information,
when and where you need it most.

Empower your staff with
quick, easy, and secure
access to offender records—
anytime, anywhere with our  
JMS MOBILE APP.

www.globalsoftwarecorp.com
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www.getssi.com
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www.amchar.com
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www.firstnet.com
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          803.744.5000   |   a3communications.com

https://viqsolutions.com/media-center/automated-transcription-how-to-use-viq-solutions-firstdraft/
https://www.stryker.com/
https://www.verramobility.com/SafeSchoolZoneSolution/
www.a3communications.com
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www.pasp365.com
www.omniq.com
https://www.t-mobile.com/cell-phone-plans/first-responder-discounts
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OFFDUTYMANAGEMENT.COM(877) 636-8300

Save & Protect
Your Officers, Agency, Vendors

At No Cost

www.altumint.com
www.quicketsolutions.com
www.thecalendarguys.com
www.offdutymanagement.com
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WE CREATE. 
WE CONNECT. 
WE INNOVATE.

WE POWER THE 
POSSIBILITES.

Electrical Contracting, 
Systems Integration,  
Energy & Sustainability, 
Business Continuity,  
Building Intelligence

1.800.554.4761 • www.mecojax.com

www.forensiclogic.com
www.mecojax.com
www.ndi-rs.com
www.poabplus.com
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www.brannenemergencyvehicles.com

