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Message from the  President 
 
As the year winds down and the holiday season begins, now is the perfect 
time to reflect on where we have been and where we need to go as an  
association. 
  
2013 has been another “banner” year for our association.  We started off 
with a minor hiccup when the facilities in Augusta were not ready for our 
winter conference but the GACP staff stepped up and scored a great loca-
tion in Athens at the last minute.  From conversations that I had with at-
tendees, all had a great conference and enjoyed the change of venue. Aside 
from not being able to network with legislators in Atlanta, some feel there 
were very few things to miss about Atlanta.   
 
In July we were back in the great “State of Chatham” for the summer con-
ference.  What a great turn out!  I was told that the attendance set a rec-
ord for any previous summer conference.  There were great training op-
portunities as well as opportunities to network and renew friendships 
and acquaintances.  The success of both of these events is due in total to 
the outstanding staff of GACP.  Paul and crew did a fantastic job of secur-
ing great training, setting up the venue, and ensuring that there was some-
thing for everyone. Of course, the ever-watchful eye of Executive Director 
Rotondo was making sure that it all came together. 
 
We are in great shape financially.  We received an excellent report from 
our auditors and we are sound.   
 
Unfortunately, at the last board meeting we lost one of our elected board 
members.  Steve Heaton resigned from the board effective October 31st.  
Steve will certainly be missed.  We wish him well and hope that he will 
continue to be a part of this association.  We welcome Chief Steve Land 
who will fulfill Chief Heaton’s unexpired term.  Steve is the Chief of Po-
lice in Hazlehurst and has been an active member of this association for 
many years. Steve, thanks for stepping up and being willing to serve. 
 
We are now looking forward to 2014 and the Winter Conference.  This 
year the conference will be back in Atlanta at the Omni.  Planning is al-
ready underway and I am sure that it will be great.  With the conference 
back in Atlanta, this will be a great opportunity to network with the leg-
islative body and other elected officials.  Make your plans now to attend if 
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at all possible.  
 
Speaking of the Legislature, there are a couple of issues in 
this year’s hopper that merit close scrutiny. To save space I 
will only discuss the most important issue in this article and 
that is HB 1(or whatever designation the asset forfeiture bill 
receives).  I mentioned this bill in the last newsletter so I 
won’t go into great detail here, but I will talk briefly about 
the Speaker’s committee that has met several times concern-
ing this bill.  Reports that I have received from members of 
that committee tell me that the meetings have gone well so 
far.  There does not seem to be the push to completely over-
haul the statute, as was the case last year.  There will be 
some change; it is just a matter of how much, and what the 
impact on law enforcement agencies will be.  From what I 
hear, the major points involve reporting.  That is something 
I feel that we can live with.  Another point that has been 
bounced around is the evidentiary standard.  I have been 
told by two different people on the committee that they do 
not believe that the standard will change. There will be at 
least one more meeting before the session begins, so more to 
come.  We will do our best to keep you informed as this bill 
progresses.   
 
Thanks to all of you for making GACP the highly-respected 
police organization that it is. Please remember that I and the 
other members of the board work for you.  Let us know how 
we are doing and how we can make your organization bet-
ter. 
 
I will close by wishing all of you a very Merry Christmas and 
Happy New Year.  We all have much to be thankful for, and 
I hope that you are blessed.  
 

 
David L. Lyons 
GACP President , 2013-2014 
 

(Continued from Cover) 
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In the middle of December, law enforcement received an early Christmas present 
and the bearer of this gift was State Representative Wendell Willard in that he 
agreed in principal to making substantial changes to HB 1 which, as you know, deals 
with asset forfeitures.  I used the word “agreed;” however, we are a long way from 
getting a palatable bill passed.  Here is what I know right now and believe me, this 
is very much an adjustable accord that “so far” has been reached by a special com-
mittee empanelled by the Speaker to look into the matter of state asset forfeitures.  
Needless to say, I will be calling on the members of our association to help convince 
the members of the Georgia General Assembly what is acceptable to law enforce-
ment prior to the soon-to-be redrawn bill being introduced; however, most law en-
forcement professionals that have vetted the proposal believe we are almost there 
barring any unusual changes to the proposal.  Before I lay out what I now know 
about the committee accord, I would like to thank every member of the special com-
mittee for their hard work, and I would be remiss if I did not thank many “behind 
the scene GACP heroes” for their diligence in not letting this important topic be for-
gotten, instead of thinking it will just go away.  I am aware that several of you talked 
with your political leaders, encouraging them to make reasonable modifications in 
HB 1 so that we could go into our upcoming legislative year of 2014 without the 
trepidations associated with losing one of law enforcement’s best crime-fighting 
tools.  Remember, the information below is just an unofficial synopsis, highlights 
only, of how that special committee voted to modify HB 1.  There is still a lot of 
tweaking that needs to be done! 
 
 The burden of proof will remain the same as it now in the law: “Preponderance 

of the Evidence.”  The original bill had sought to change this burden to a higher 
evidence standard.  
 

 Restore the burden of “Innocent Owners” to that as sited in 16-13-49 (e). 
 
 Return the Non-Judicial Ceiling to that as noted in OCGA 16-13-49 (n).  The 

original bill lowered it to $5,000; however, hopefully it will remain as it is at 
$25,000. 

 
 Language was added allowing greater fees in Rico Cases.  This would allow the 

court to award a greater percentage to DAs, perhaps up to 10% in Rico Cases. 
 
 D.A.'s are to receive fixed 10% of forfeiture pool.  
 
    D.A.'s  are to create a Forfeiture and Investigative Support Trust Fund. 
 
 Answering of claims would require the claimant to attach documentation to 

support claims affirming, among other things, their relationship to the person in 
possession of the property at the time of the seizure. 
 

 Eliminates clerks from the process of placing all of the money seized into a regis-
try of the court.  Under this modification, seized currency must be placed into a 
financial institution if not needed for evidence. 

 

Executive Director’s Message 

Frank V. Rotondo 

GACP  

Executive Director 

To view current 

events, legislative 

alerts and other  

up-to-date info visit 

our website  

 

www.gachiefs.com 

(continued on next page) 
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 Clarifies language dealing with “Innocent Ownership,” whereas the original HB 1’s language was con-
fusing.  

 
The committee further noted that the aggregate changes would benefit law enforcement in that: 
 
 It standardizes the procedure to be used in all forfeiture cases.  The committee recognized this as being 

very important because Georgia now has 34 different statutes, procedures, etc., governing forfeitures. 
 
 Uses the well-known and very acceptable procedure as noted in OCGA 16-13-49 as opposed to the rec-

ommended changes associated with the original HB 1. 
 
 Eliminates jury trials in forfeiture cases. 
 
 Eliminates the problems associated with Senate Bill 350 (2012), which dealt with the sale of forfeited 

weapons. 
 
Please remember that the above are recommendations and should not be considered gospel for I am sure 
there will be an outcry to modify a lot of the above suggestions.  As the process moves along, I will be call-
ing upon the members of this association asking for your help and, as I have learned in my 44 years of law 
enforcement, you will be there if I need your support.  
 
Several months ago, one of our Board members, Steve Heaton, retired and, based upon our constitution, 
stepped down from his Board position.  President Lyons appointed a well-respected and tenured member 
of our association, Chief Steve Land of Hazlehurst, to fill that void. Both Steves are very committed mem-
bers of the GACP and we wish Steve Heaton well with his quest to find another suitable position in law 
enforcement and Steve Land a fruitful tenure as a GACP-appointed Board member.  You should know that 
Steve Land cannot run for any opening on the Board at our summer conference based upon a GACP By-
Law, so his tenure will be about nine months, but we look forward to his inspirational leadership during 
his nine months on the Board. 
 
As a follow-up to my last paragraph, we have four members who have now properly notified me that they 
are competing to fill the two pending vacancies on the GACP Executive Board, the vacancy left when Ste-
ve Heaton retired and the upcoming vacancy associated with the normal escalation of our board members 
(4th VP opening).  The following are the names of the four aspiring Board members so please take the time 
to talk to them and get to know them well enough to be able to make an intelligent voting decision. 
 
   Tom Culpepper , Cartersville PD 
 Chris Leighty , Morrow PD 
    Ken Morgan  , Fort Valley State University 
     Joe Wirthman  , Jefferson PD 

 
Many of you are members of the International Association of Chiefs of Police (IACP); however, if you are 
not, please give me a call and I will give you an application link and my IACP membership number so that 
you can join this very professional association.  I encourage you to join now and see if you could clear your 
schedule to attend their next IACP conference which will be held in Orlando, Florida, October 25-28, 
2014.  I ask this because GACP has one of their own, Chief Lou Dekmar of LaGrange, running for a seat on 
the IACP Board.  Lou needs your vote and you can only vote for Lou if you attend the Orlando conference.   
 
 

Executive Director’s Message  (continued) 

(continued on next page) 
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Your GACP Executive Board, without hesitation, has fully embraced Lou’s candidacy and will be ask-
ing the membership as a whole at our Winter Training Conference Business Meeting to support Louis 
M. Dekmar for the position of IACP 4th Vice President.    

 
I am not going to say much more in this article because soon you will be inundated with a lot of infor-
mation at our winter conference that will benefit you for years to come.  Please remember that I am one 
call away if needed! 

 
Respectfully, 

 

Frank V. Rotondo    
 
  

 
 

 
  
 
   

“Highest Rating (“AV”) by Marindale-Hubbell Law Dictionary” 
 

101 Marietta Street, NW 

3100 Centennial Tower 

Atlanta, GA  30303 

Phone:  404-979-3154          

Fax:  404-979-3170 

 

*Now accepting VISA and MC. 

  Michael A. Caldwell, General Counsel     
Specializing in Labor, EEOC & FLSA Issues 

Executive Director’s Message  (continued) 

http://dcbflegal.com/
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There is still time to register for GACP’s upcoming 

2014 WINTER TRAINING CONFERENCE 
IN ATLANTA! 

The dates of the conference are  
February 10-12, 2014 

 
For updates and hotel information, please visit our website at 

http://www.gachiefs.com/MeetingsConfs_WTC.htm 
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Dear Fellow Chiefs: 
 
As you know, the International Association of Chiefs of Police (IACP) elects its board of officers from its 
membership.  As an IACP member and a Georgia police chief, I announced my candidacy for 4th Vice-
President in Philadelphia; the election will be held at the Orlando, Florida IACP Conference in 2014. 
 
I have 36 years of law enforcement experience, with 22 years as a Georgia police chief, serving as Chief of 
Police for LaGrange since 1995, and prior to that, as Police Chief for the City of Morrow.  In the course of 
my career, I served in several police departments ranging in size of 12 to over 300 officers.  I worked ten 
years in Wyoming as a police officer and investigator and 26 years in Georgia in a variety of positions, 
ranging from police officer to division commander, before being appointed a police chief. 
 
Presently, and for over two decades, I have been an active member of the Georgia Association of Chiefs of 
Police, chairing or serving as a member of various committees; in 2004-2005, I served as President of 
GACP and proudly represented over 550 police chiefs in a variety of forums.  In 2006, I chaired a "vehicle 
pursuit" committee for the Georgia Chief's Association, which published a white paper.  The pursuit re-
search was accepted by the United States Supreme Court in a Brief of Amicus Curiae (Scott v Harris 
2007).  In 2013, I chaired GACP’s white paper on “At Risk Adults.” 
 
I am a life member of the International Association of Chiefs of Police (IACP), having served as past co-
chair of the Police Professional Standards, Ethics and Image Committee and am  a current member of the 
Private Sector Liaison Committee.  I also have assisted in developing leadership training tracks for small 
law enforcement agencies and conducted various training seminars and participated in several sub-
committee and ah-hoc initiatives for IACP.   
 
I am a member of the National Organization of Black Law Enforcement Executives (NOBLE) and the FBI 
National Academy Associates.  In 2004, I was selected as the delegation leader for the Georgia Interna-
tional Law Enforcement Exchange (GILEE) that traveled to Israel for a two-week training exchange with 
the Israel National Police, and I am currently a Board Member for GILEE.            
  
My educational degrees include a Masters of Public Administration and a Bachelor of Science.  I am a 
graduate of the FBI National Academy (142nd) and a graduate of the FBI Law Enforcement Executive De-
velopment Seminar (LEEDS).   
  
I am a former member of the Peace Officer’s Standards and Training Council (POST), serving on the Prob-
able Cause Committee.  Nationally, I have been a presenter for police leaders and elected officials on a 
range of topics involving leadership, ethics, law enforcement management and liability issues and have 
provided over 300 training programs to police chiefs, elected officials, and other law enforcement person-
nel in Alabama, Arkansas, California, Colorado, Georgia, Florida, Illinois, Indiana, Louisiana, New Hamp-
shire, New Jersey, Nevada, North Carolina, Ohio, Pennsylvania, Tennessee, Texas, South Carolina, Virgin-
ia, Washington, Wisconsin, Mexico and Republic of Georgia.  I am a Georgia POST certified instruc-
tor.  For over 28 years, I have served as an adjunct professor for Eastern Wyoming College, Georgia Col-
lege and State University, LaGrange College, and Columbus State University. 

A Message From 
Chief Louis M. Dekmar, 
Candidate for IACP’s  
4th Vice-President 

(continued on next page) 
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In the last ten years, I served IACP’s designee for the  Commission on Accreditation for Law Enforcement 
Agencies (CALEA), serving as Chair/President for five of those years.   In 2003, I received a Governor ap-
pointment to the Georgia Board of Public Safety, which provides policy oversight for the Georgia State 
Patrol, Georgia Bureau of Investigation, and the Georgia Public Safety Training Center.  In 2004, I was 
appointed and served as a Civil Rights Monitor for the U.S. Department of Justice, Civil Rights Division 
(DOJ). 
 
In 2009, I received the Georgia Governor’s Award for Life-Time Achievement and Contribution to the 
Law Enforcement Profession; 2004, LaGrange College Servant Leadership Award; 1997, Georgia Police 
Chief of the Year; 1988, Officer of the Year; and 1978, Medal of Valor for Bravery displayed in the Line of 
Duty. 
 
Like each of you, I have received certain recognitions or honors, but the most significant honor I can ever 
receive is your support and vote in Orlando next October for IACP 4th Vice-President.  Please make ar-
rangements to join me at the IACP conference this Fall.     
 
Sincerely yours, 
 

Lou 
 

A Message From 
Chief Louis M. Dekmar, 
Candidate for IACP’s  

4th Vice-President  (cont’d) 

www.dekmar2014.com

http://www.dekmar2014.com/
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In Memory Of……. 
 

Chief Anthony “Tony” Q. Barfield, Sr. - Barwick Police Department 
April 9, 2013 

 
Detective Corporal Brad Bradley - Vidalia Police Department 

September 4, 2013 
 

Director Oris W. Bryant, Jr. - Georgia Southwestern State University Department of Public 
Safety 

September 4, 2013 
 

Detective John J. “Jack” Gerbino - Rochester Police Department, Retired 
October 12, 2013 

 
Chief Wayne Lindsey - Cumming Police Department, Retired 

May 4, 2013 
 

Chief Wallace E. Marriner - Waverly Hall Police Department, Retired 
March 27, 2013 

 
Chief Jack Ervin McElhannon - Winder Police Department, Retired 

May 5, 2013 
 

Sergeant Johnny F. Nelson - Cherokee County Sheriff’s Office, Retired 
March 30, 2013 

 
Chief Joseph E. “Ernie” Pardo - Centerville Police Department, Retired 

May 22, 2013 
 

Chief Charles “Chuck” Ray Simmons - Marietta Police Department, Retired 
August 6, 2013 

 
Chief Randall Stanley Smith -  Clarkesville Police Department, Retired 

April 21, 2013 
 

Chief W. C. Studdard - Stone Mountain Park Police Department, Retired 
June 3, 2013 

 
Assistant Chief Kenneth J. Swanson - Locust Grove Police Department, Retired 

October 12, 2013 
 

In Memory Of……. 

(continued on next page) 
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In Memory Of……. 
 

Chief Mark Tretheway - Sylvania Police Department, Retired 
April 1, 2013 

 
Chief Furman Wiggins - Eastman Police Department, Retired 

September 2, 2013 
 

Chief James “Jim” E. Zink-  Polk County Police Department, Retired 
March 16, 2013 

 
 

And to all others who left us too early… 
We express our thoughts and prayers to those left behind. 

http://www.google.com/url?sa=i&rct=j&q=&esrc=s&frm=1&source=images&cd=&cad=rja&docid=4mUjWt9SsciupM&tbnid=5cUm3IXbQSQG5M:&ved=0CAUQjRw&url=http%3A%2F%2Fwww.windstarembroidery.com%2FDetails.cfm%3FProdID%3D2812&ei=pWWzUvyhKufC2wW93YCQDA&bvm=bv.58187178,d.b
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Some great news from state certification; we have reached a new high of 108 state 
certified agencies!  While this may not seem like a lot of agencies when you con-
sider that there are close to 600 law enforcement agencies in Georgia, it is a mile-
stone for GACP.  When I came on board in April, I set a goal to have 110 certified 
agencies by year’s end.  We did not make the final number; however, substantial 
progress was made.  I hope to have 115 by the end of 2014.  If you are attending the 
winter conference, stop by the state certification booth.  We have created a map 
of the state with all certified agencies on it.  This map gives a visual of how the 
certified agencies are spread throughout the state.  It also gives a representation of 
where we need to go to continue to grow the program.  State certification is not 
easy, but it is attainable for those agencies who wish to take their departments to 
the next level of professionalism. 
 
I would be remiss if I did not take some time to thank several people who make 
the program work.  After an agency has an initial on-site, there are two more 
groups of eyes who review the final report by the assessment team – first, the 
State Certification Committee (SCC), who makes recommendations to the final 
decision makers, the Joint Review Committee (JRC).  Both of these committees 
are comprised of your fellow Chiefs, Sheriffs and other high ranking individuals 
who are intimately familiar with the program.  The SCC usually meets monthly to 
do the initial overview of an on-site report and review waiver requests by agen-
cies.  The JRC meets quarterly and is the final word for an agency seeking certifi-
cation.  All of the members of both committees give their time willingly to sup-
port our program.  I thank you all for your professionalism and support of the cer-
tification program. 
 
GACP will be sponsoring a certification manager and assessor classes on March 
13th and 14th, respectively.  If you are considering certification, this certification 
manager’s class is one of the first requirements.  Registration is not open yet, but 
we will be officially posting the announcement in the near future.  Both of these 
classes fill up quickly, so watch for the announcement.   
 

Mark Bender 
Director, State Certification 

 

 

 

 

 

State Certification Director’s Corner 

Mark Bender 

GACP Director of 

State Certification 

  To view upcoming 

events, documents 

and other State 

Certification  

resources visit  

our website  

www.gachiefs.com 
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It’s hard to believe that another year has gone by.  I hope that everyone had a 
great holiday and is looking forward to what the future brings in 2014. 
 
The 2014 Winter Training Conference will return to the Omni Hotel at CNN 
Center in February.  I’m optimistic that you have registered and made your hotel 
reservations early.  The cut-off date for reservations at the Omni is January 
9th.  Even if you haven’t registered for the conference with GACP yet, I encourage 
you to make your Omni hotel reservation.   
 
As a side note, the Omni will no longer offer “free” valet parking at the ho-
tel.  Although valet parking is available, there will be a charge for this ser-
vice.  We have arranged for parking at the Red Lot, which is the main parking 
lot used for the Georgia Dome and Phillips Arena.  It is within walking distance 
and the parking fee is reasonable.  Additional information about the parking will 
be sent to all registered attendees a week or so before the conference. 
 
In evaluating the past couple of conferences we are learning how to establish a 
best practice on scanning your POST okey number for the training pro-
grams.  GACP uploads a significant amount of hours to the POST online gate-
way and making sure you receive credit is very important.  It’s much easier to 
handle issues earlier rather than later.  With this in mind we will still use the 
barcode scan that is located on your name badge once you register.  Using a per-
sonal or departmental identification with your okey number does not always 
scan properly so please use your GACP issued conference name badge.  Once you 
scan your okey number in at the beginning of the class, we will be passing 
around sign-in sheets at some point during the training program.  This provides 
a check and balance system which helps us record your hours properly. 
 
As we plan the training programs for 2014, I do ask that you communicate your 
thoughts on training topics that interest you and the communities you 
serve.  The training committee will evaluate the topics for the summer confer-
ence, however there are other seminar type programs that we can do around the 
state.  Additionally, if you have any presenter that you’ve seen who can provide a 
training program please pass that along.  This is your association so we cannot 
rest on its laurels since the training of our police chiefs and heads of law enforce-
ment agencies is paramount so we encourage you to be engaged. 
 
In closing I would be remiss if I didn’t thank Director Mitch Jones from Georgia 
Peace Officer Standards and Training (POST).  Mitch has been a tremendous 
help to you, the members of the association, in the recording of your Executive 
training hours.  He has patiently evaluated the needs of the membership and was 
able to work with me in order to serve you better.   
 

 
Paul Maharry 
Director, Training 

Message from the Training Director 

Paul Maharry 

GACP  

Training Director 

For  a complete  

training calendar,  

visit our website 

 

www.gachiefs.com 
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Georgia Operation Lifesaver is a nonprofit safety education  

organization for highway-rail grade crossing safety and trespass  

prevention.  GACP is a proud sponsor of Georgia Operation Lifesaver! 

 

Free programs are presented to schools, businesses and civic  

organizations as well as specialized programs for  law enforcement  

and emergency responders. To request a free presentation, or to 

learn more about Operation Lifesaver in Georgia, contact:  

 

Georgia Operation Lifesaver 

770-393-2711  E-mail gaol@mindspring.com 

Or visit www.georgiaol.org 

 

http://harris.com/
http://command.colstate.edu
www.georgiaol.org
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Lavonia Police Department wins 2013 Chevy Tahoe 

 
The Lavonia Police Department has a new vehicle on patrol. 
 
Police Chief Bruce Carlisle announced recently that his department won a 2013 Chevy Tahoe while attend-
ing Governor’s Office of Highway Safety awards banquet in Macon. 
 
“The Lavonia Police Department has participated in the Governor’s Office of Highway Safety Governor’s 
Safety Challenge for the past 13 years and last Friday we attended the annual awards banquet in Macon,” 
Carlisle said. 
 
Carlisle said one of the highlights of the annual banquet is a special drawing at the end that only a handful of 
sheriff’s and police chiefs get to take part in. 
 
“To be chosen as a participant in the drawing, Harris Blackwood, the director of the Governor’s Office of 
Highway Safety pulls 10 names out of a hat and the Lavonia Police Department was one of those 10,” he said. 
Each of the 10 sends a representative up to pull a key out of a hat, Carlisle said, to see if it fits a special lock. If 
it does, that department won the prize, which this year was a fully equipped 2013 Chevrolet Tahoe. Carlisle 
said he chose Captain Michael Schulman for the job and with good reason. 
 
“There’s a long running joke about Capt. Schulman that when he goes to the Governor’s Office of Highway 
Safety regional meetings, he always walks away with a pretty nice door prize, so there was no question as to 
who I was going to send up on stage for the drawing,” Carlisle said. 
 
That decision paid off big. When Schulman put his key in the lock and turned it, blue lights started flashing, 
meaning he won. “I was in shock,” Schulman said. “It took me a moment to realize what had happened.” 
Carlisle said the SUV will be used eventually for patrols, but first he will be driving it around for awhile. 
Right now, the Tahoe has the Governor’s Office of Highway Safety on the sides, but Carlisle said eventually 
the SUV will be repainted with the Lavonia Police Department colors. 
 
© 2013 Anderson Independent Mail. All rights reserved. Posted December 4, 2013 at 10:04 a.m. 

http://www.independentmail.com/news/2013/dec/04/lavonia-police-department-wins-2013-chevy-tahoe/ 

http://www.independentmail.com/privacy/
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Chief of Police - Griffin, Georgia  
Post Until: January 27, 2014 
 
 
The City of Griffin is seeking a Chief of Police to provide executive-level leadership, strategic  
planning, and administrative direction for the Griffin Police Department.  
 
The Chief of Police must be a proactive, visible leader with a collaborative and engaging manage-
ment style and an understanding of contemporary and innovative methods of policing.  The success-
ful candidate must be able to work closely with a variety of organizations and agencies within and 
outside the City. The Griffin Police Department is a State Certified and Nationally Accredited agen-
cy with 91 certified officers and 20 civilians with an annual budget of $9.2 million.  The Chief of Po-
lice reports to the Director of Public Safety.   
 
The City of Griffin is a Commission-Manager form of government with seven commissioners  
who direct the operation of the government through the City Manager.  Griffin is located approxi-
mately 40 miles south of Atlanta and 10 miles west of Interstate 75.  The population of Griffin is  
approximately 24,000 in an area of approximately 14.6 miles.  For additional information about  
the City of Griffin, see their website at: www.cityofgriffin.com  
 
MINIMUM QUALIFICATIONS  
 
 Bachelor’s degree in criminal justice, management or closely related field from an accredited col-

lege or university.  Master’s degree along with advanced management level training through the 
F.B.I. preferred National Academy, Southern Police Institute or Georgia Law Enforcement Com-
mand College is. 

 
 Seven to ten years of progressively responsible recent management and/or command level experience in a law 

enforcement agency. 

 
 Five to seven years of proven successful leadership experience in law enforcement at the level of Lieutenant or 

above with sufficient experience to perform the essential functions listed above.  The successful candidate must 

possess GPOSTC certification in the State of Georgia. 
 

As a condition of employment, applicants should be prepared for a background check that includes: 
fingerprint/criminal history check via GCIC, driver’s license check via DMVS, polygraph, credit his-
tory check; medical exam with drug screening and a complete POST review.  For additional infor-
mation, go the City’s website at:  
http://www.cityofgriffin.com/Portals/1/Documents/Jobs/Police%20Chief%20external%202013.pdf  

 JOB 
POSTINGS 

(continued on next page) 

http://www.cityofgriffin.com
http://www.cityofgriffin.com/Portals/1/Documents/Jobs/Police%20Chief%20external%202013.pdf
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SALARY  
 
The salary range for this position is in the low to mid $70’s commensurate with qualifications along 
with a competitive benefits package.  
 
APPLICATION PROCESS  
 
Interested applicants should send a resume, cover letter and salary expectations by January 27, 
2014 to:    
 

Miles Neville, SPHR 
Human Resources | Director 
Mneville@cityofgriffin.com  
 

The City of Griffin is an Equal Opportunity Employer.   
 

 

 JOB 
POSTINGS 

mailto:Mneville@cityofgriffin.com
www.safariland.com
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FEBRUARY 10-12, 2014 

WINTER TRAINING CONFERENCE 

OMNI HOTEL & CNN CENTER 

ATLANTA GA 

CLICK HERE FOR DETAILS 

 

 

MARCH 24-APRIL 2, 2014 

SPRING NEW CHIEFS SCHOOL 

GEORGIA ASSOCIATION OF CHIEFS OF POLICE 

DULUTH, GA 

CLICK HERE FOR DETAILS 

 

 

JULY 27-30, 2014 

SUMMER TRAINING CONFERENCE 

SAVANNAH INTERNATIONAL TRADE & CONVENTION CENTER 

SAVANNAH, GA 

CLICK HERE FOR DETAILS 
 
 
 
 

YOU CAN FIND THE GACP TRAINING CALENDAR AT 
  

http://www.gachiefs.com/Calendar.htm 
 

 

SAVE THE DATE! 

http://www.gachiefs.com/MeetingsConfs_WTC.htm
http://www.gachiefs.com/MeetingsConfs_CETC.htm
http://www.gachiefs.com/MeetingsConfs_STC.htm
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Michael A. Caldwell, JD 
General Counsel, GACP  

DeLong, Caldwell, Bridgers,  & Fitzpatrick, LLC 
101 Marietta Street, Suite 3100 NW 

Atlanta GA. 30303 
(404) 979-3150 

(continued on next page) 

THE JAN NEWSLETTER: A VALUABLE RESOURCE FOR EMPLOYERS 
 
Many employers frequently express fears and misgivings about how they are supposed to comply 
with the duty to make reasonable accommodations to the disabilities of employees and job appli-
cants. This duty is imposed both by Section 503 of the Rehabilitation Act (for employers who are 
federal contractors or federal grant recipients) and by the Americans with Disabilities Act, §12112
(b)(5)(A).  Both of these acts impose affirmative duties upon employers to make changes in a job’s 
non-essential job duties, or in the manner and method that employees perform the work (such as by 
acquiring special adaptive equipment) so that an “otherwise-qualified” individual who suffers from 
a disability will have the opportunity to perform the desired job successfully. The “reasonable ac-
commodation” duty is not an open-ended or unlimited one; an employer is not required to provide 
an accommodation that would impose an “undue hardship” on the operation of its business.   
 
The process of complying with this duty to make “reasonable accommodations” to an otherwise 
qualified employee’s disability begins with engaging in what the EEOC has termed an “interactive 
dialogue” with the disabled person in which the individual seeking to obtain or retain a job and the 
employer discuss and attempt to determine what accommodations would be necessary or desirable 
that would enable the employee to successfully perform the essential job duty hindered by the em-
ployee’s disability.  This “interactive” process requires that both parties enter into the discussion 
with the common objective of determining whether and how a barrier posed by the employee’s 
mental or physical disability can be neutralized without posing an undue hardship to the employer.  
At the very least the employer is required to make an honest attempt to understand the employee’s 
disability and, as the first step, at least to ask the employee if he or his physicians or rehabilitation 
specialists are aware of any changes that could be made in the method of performing the job, the job 
conditions, or the technology used in performing the job duties.   
 
The “interactive dialogue” process contemplated by the “reasonable accommodation” duty does not 
stop here, however.  To show that it actively engaged in the “interactive dialogue” process the em-
ployer must also do its own work to  gather information about possible accommodations.   
 
One of the best sources for such information is a free Internet-based resource called “JAN,” an acro-
nym that stands for the Job Accommodation Network.   JAN publishes a quarterly online newslet-
ter, “JAN E-News.”  Its purpose is “to keep subscribers informed about low-cost and innovative ac-
commodation approaches; the latest trends in assistive technologies; announcements of upcoming 
JAN presentations, media events, trainings, and Webcasts; and legislative and policy updates pro-
moting the employment success of people with disabilities.” JAN sends an e-mail announcement to 
an opt-in list of subscribers when a new issue is available. 
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Here are some topics discussed in JAN’s latest quarterly e-mail: 
 
1 - A Look Into the New Section 503 Regulation: Be Proactive to Ensure Equal Access Through Your In-
formation/Communication Technologies 
 
On August 27, 2013, the Office of Federal Contract Compliance Programs announced revisions to the current 
regulations implementing Section 503 of the Rehabilitation Act of 1973, as amended. Section 503 prohibits 
Federal contractors and subcontractors from discriminating in employment against individuals with disabili-
ties and requires these employers to take affirmative action to recruit, hire, promote, and retain these individ-
uals. This revision strengthens the affirmative action provisions of the regulations and makes changes to the 
nondiscrimination provisions of the regulations to bring them into compliance with the Americans with Disa-
bilities Act (ADA) Amendments Act of 2008. 
 
The regulation was published in the Federal Register on September 24, 2013, and becomes effective on March 
24, 2014. Generating much discussion after its release is the requirement to collect and maintain self-
identification data from applicants when applications are primarily received over the Internet. How may con-
tractors invite applicants to self-identify as an individual with a disability in this manner? Contractors are 
able to invite applicants to self-identify as an individual with a disability at the same time the contractor solic-
its demographic data on applicants. This requirement actually follows a previous Internet Applicant Rule that 
came into effect in February 2006 under Executive Order 11246. 
 
But, in response to public comments, OFCCP revised a proposed requirement that a contractor “ensure that 
its use of information and communication technology is accessible to applicants and employees with disabili-
ties.” However, the regulation does require that the “contractor shall ensure” that applicants and employees 
with disabilities have “equal access to its personnel processes, including those implemented through infor-
mation and communication technologies,” including providing necessary reasonable accommodations. Con-
tractors are also “encouraged” to make their information and communication systems accessible, even in the 
absence of a specific accommodation request. 
 
Given that the term “accessible” is always changing and evolving, where can employers begin when looking at 
making their systems accessible? A good place to start is JAN’s “15-step SNAP tool.” Although it is a self-
evaluation tool that is designed to apply to online application systems, the tool is a resource that provides a 
place to begin an accessibility review of any information or communication technology. To assist with making 
these systems accessible, follow JAN's 10 tips for making your Website accessible and work through JAN’s 
SNAP Process: 1) Self assess your online systems with your selected team; 2) “No” is not an answer to accessi-
bility modifications; 3) Accept challenges from all types of users (internal and external); and 4) Prioritize ac-
cessibility first with support from top management. Being proactive with these systems is a good investment 
legally, technically, and financially. Ensure that you don’t have to worry about this area of your business, and 
begin with JAN’s resources: Final Rule: Section 503 Of The Rehabilitation Act, Online Applications And Web 
Accessibility, And Accommodation And Compliance Series: The ADA Amendments Act Of 2008.   
 
2 - Addressing Performance Issues in the Workplace 
 
 Good employee performance is critical to the success of any business. This is why it is important for employ-
ers to have performance standards and to be consistent in applying those standards to all employees. Howev-
er, employers often struggle with handling performance problems when it comes to employees with disabili-
ties. JAN consultants do receive calls from human resource professionals, managers, and supervisors who are 
uncomfortable handling situations where an employee with a disability is not meeting performance standards. 
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Commonly, management has not addressed the problem with the employee because they do not know how to 
approach the situation and there may be uncertainty about how to apply performance standards to an em-
ployee with a disability. Or, they experience apprehension related to enforcing a standard; that it could appear 
as though the manager is discriminating against the employee with a disability under the ADA. 
 
Employers have the right to define the essential functions of a job, to require that all employees meet qualita-
tive and quantitative standards, and to evaluate employees according to those standards in a way that is con-
sistent and uniform – which is key when it comes to ADA compliance. Regardless of medical impairment, em-
ployees must be qualified, be able to perform essential job functions, and can be expected to meet qualification 
standards that are job-related and consistent with business necessity. A qualified employee with a disability is 
someone who can perform the essential functions of a job (with or without accommodation) AND meet the 
required performance standards of his or her position. The ADA is designed to give workers with disabilities 
an equal opportunity to succeed on the job, not a greater opportunity. Thus, employees with disabilities 
should be held to the same performance standards as other similarly situated employees. 
 
Medical impairment often has no bearing on performance; but when it does, employers should be prepared to 
handle such situations. When disability contributes to performance issues, reasonable accommodation may be 
required to assist an employee in meeting a uniformly applied standard. Reasonable accommodation can play a 
key role in preventing or improving performance problems. The objective, however, is to enable the employee 
to meet the standard as opposed to changing, removing, or ignoring the standard. The Equal Employment Op-
portunity Commission (EEOC) has made it clear that employers have no obligation to modify or disregard 
performance standards as an accommodation under the ADA. This is explained in EEOC’s enforcement guid-
ance entitled, The ADA: Applying Performance and Conduct Standards to Employees with Disabilities. 
 
JAN offers practical guidance regarding how to handle performance issues in the workplace. The first step is 
to identify the problem. Employers should address performance issues as soon as they develop – with all em-
ployees, not just employees with disabilities. Having uniformly applied standards in place allows employers to 
consistently evaluate employees and to more easily identify and respond to problems that develop. If an em-
ployee has a known disability, the employer should not assume that the performance problem is disability-
related. Similarly, if an employee has not disclosed a disability, an employer has no obligation to ask whether a 
disability is impacting performance. Of course, there are times when it is clear that a disability is affecting per-
formance. What can an employer do then? Technically, when there is a known impairment and an employer 
has good reason to believe that performance is impacted because of the employee’s disability, an employer may 
ask if an accommodation is needed – but is not required to do so. Under the ADA, the onus falls upon the em-
ployee to make it known to the employer that performance is impacted by the disability and accommodation 
is needed. 
 
In all scenarios described above, the next step is the same; once the problem has been identified, meet with the 
employee to discuss the issue. When discussing the problem with the employee, the employer should be di-
rect, let the employee know what the problem is, that it must be addressed, and explain the consequences of 
not addressing it. In some cases, the employee may be unaware that a problem exists. Offer clear expectations 
regarding the standard of work that must be met. 
 
To successfully manage performance issues in the workplace, JAN suggests that HR professionals, supervi-
sors, and managers be trained to: 
 

 Apply standards consistently; 



www.gachiefs.com    •    Page 27    •    1st Quarter Newsletter  

 

Chief s ’  Counse l ’ s  Corner  Chief s ’  Counse l ’ s  Corner  (continued)  

(continued on next page) 

 Focus on performance when discussing the problem (not on disability); 
 Offer clear expectations for how the employee must improve in order to remain qualified for the 

position; and  
 Rather than ask about disability or if an accommodation is needed, tell the employee, “If there is 

anything we can do to help you meet the required performance standard(s), please let Ms. XYZ 
(insert appropriate person) know.”  
 

Why this approach? The employer is putting the employee on notice that he or she can ask for help – basical-
ly, an accommodation – and how to go about doing this. If the employee indicates that the problem is related 
to a disability, then the employer should initiate the interactive process to determine whether the ADA ap-
plies and if there are accommodations that will resolve the problem. For help with this process, JAN offers a 
simple step-by-step approach known as The Interactive Process. 
 
The overall message is that it is best to deal with performance issues as soon as they develop, rather than ig-
nore them. There is no benefit to the business or employees in disregarding performance standards. Ignoring 
standards can do an injustice to employees by not holding them to clear expectations and giving them an 
equal opportunity to succeed and can also negatively impact business operations. The key is to be uniform 
and consistent. Employers who have concerns about any perception of discrimination can avoid an ADA 
claim by being consistent in their practices and documenting efforts to enable employees to meet required 
standards through accommodation, when appropriate. For more detailed information regarding performance, 
and also conduct issues, the following resources are available:  EEOC’s The ADA: Applying Performance and 
Conduct Standards to Employees with Disabilities; and JAN’s Effective Accommodation Practices Series: 
Dealing with Conduct Problems in the Workplace 
 
3 - Dealing with Conduct Issues under the ADA 
 
Conduct problems may be some of the most difficult issues to address in the workplace and oftentimes have 
little to do with a disability. Employers are often mystified by the nature and range of conduct issues that 
crop up. For more information on conduct issues, how they can be handled under the ADA, and real life situa-
tions and solutions, please read on.  As with performance issues, conduct problems are best addressed as soon 
as the employer becomes aware of them. 
 
According to the EEOC’s guidance on The Americans with Disabilities Act: Applying Performance and Con-
duct Standards to Employees with Disabilities, employers need not lower a conduct standard for an employee 
with a disability and can hold that employee to the same standard they hold other employees to. However, if a 
disability is causing the misconduct, the employer will need to consider providing accommodations to help 
the employee meet the standard.  
 
There is no specific time frame in which an employee is required to ask for an accommodation under the ADA, 
but it would be advantageous for employees to disclose a disability and request reasonable accommodation 
before conduct problems arise, or at least before they become too serious. The timing of a request for reasona-
ble accommodation is important, because an employer does not have to revoke discipline (including a termi-
nation) or an evaluation warranted by misconduct that occurs prior to an accommodation request. 
 
Employees should not assume their employers know that an accommodation is needed just because the em-
ployer knows about the disability, nor does the employer’s awareness of the disability require the employer to 
ask the employee if the misbehavior is caused by the disability. 
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It is a good practice for employers to initiate a discussion about conduct problems before they become too se-
rious in an effort to give employees the opportunity to address the concerns. An important point to make here 
is that an accurate assessment of an employee’s conduct may alert the employee that the disability is contrib-
uting to the problem. This may lead the employee to request reasonable accommodation to address the prob-
lem and improve behavior, which can be beneficial to both the employee and the employer. 
 
Here are some situations and JAN’s suggested solutions that involve conduct issues and standards: 
 
Situation: A sales associate in a retail location strikes another employee while on a break. When the store man-

ager intervenes, he terminates the employee who hit her co-worker. The employee discloses that she has 
bipolar disorder and is under a lot of stress and anxiety right now due to a spouse’s job loss. 

 
Solution: The employer does not ask anything about the disability, nor does he rescind the termination. The 

company policy states a zero tolerance for fighting. 
 
Situation: An employee with a known panic disorder is confronted in a small-enclosed office space by her su-

pervisor. Even though the employee knows that leaving the discussion without permission will not be 
viewed favorably, she tells her supervisor that she cannot be confronted and stay in this small space. After 
the supervisor warns her that stepping away from the conversation will result in a termination, the em-
ployee chooses to walk away. 

 
Solution: The employer terminates the employee, the same punishment given to any employee who is insubordi-

nate. The employee protests her termination, telling the supervisor that her panic and need to leave were 
results of her anxiety disorder. She says she was trying to get away from her supervisor when she felt the 
panic rising, but he ordered her not to leave the room. The employee apologized to her supervisor and 
asked to be reinstated. She also asked that in the future she be allowed to walk away from threatening sit-
uations because her stress and panic may cause her to act inappropriately. The employer leaves the termi-
nation in place because the employee’s request for reasonable accommodation came after her defiant be-
havior. 

 
 This example may not be as clear-cut as the supervisor thought. Since the disability was known, there 

might be an argument in the employee’s favor that she was asking for an accommodation when she told 
her supervisor that she could not be confronted and stay in that small space. It might also be said that she 
was not able at that time to think clearly and ask specifically for an accommodation to help, she just knew 
she had to get out of the situation before something more severe happened. If her supervisor did know she 
had an anxiety disorder, he may have been able to recognize what was happening and defuse it. The super-
visor might have taken disciplinary action that was not as severe as termination, and allowed the employee 
the benefit of the doubt. This approach would certainly show a good faith effort to accommodate under 
the ADA. 

 
Situation: A nurse with severe depression was written up after several verbal warnings for inappropriate con-

duct. She was placed on a thirty-day plan of improvement (PIP) and warned that if the behavior did not 
stop within the stated time period, she would be let go. The employee decided to disclose her disability 
and ask for accommodations that would assist her in responding more appropriately to co-workers. 

 
Solution: Because the employee disclosed and asked for accommodations, the employer put the PIP on hold un-

til the employee provided medical documentation and accommodations could be made. The hospital did 
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not have to rescind the discipline that occurred before the disability was known, but while employers can 
hold employees to the same conduct standards they hold others to, they are obligated to provide accom-
modations to help employees meet those standards. In this situation, once accommodations were put into 
place, the employer started the PIP. 

 
Situation: An employee has recently begun to have workplace issues with refusing to do any work from her 

computer. She has suspicions that the employer has been monitoring her by placing devices in her com-
puter. The employer assured her that is not the case, and had the IT department check out her computer 
as well, but the employee still refused to do any work that involved her computer. Because of the nature of 
these issues, the employer assumed that the employee was having psychological issues. He then required 
the employee to go home and prohibited her return to work until she had been cleared for duty by a psy-
chiatrist. 

 
Solution: By demanding a fitness-for-duty exam to be completed by a psychiatrist, the employer was assuming 

that the employee had mental health impairment. A more effective alternative would have been to hold the 
employee to the performance and conduct standards of working from her computer and treating her re-
fusal as a disciplinary infraction. This may have given the employee the opportunity to disclose that she 
was having issues, or may have given the employer the opportunity to ask this employee if there was 
something the employer could do to assist her in getting her work done. If the employee refused to cooper-
ate with the employer at that point, she could be progressively disciplined according to company policy. 

 
Situation: A 911 dispatcher began to have panic attacks on the job that caused him to leave his workstation and 

the phone lines to take a walk outside the building to try to calm himself down. The episodes lasted any-
where from 20-45 minutes and were increasing in frequency. What started out as a couple of episodes a 
month had progressed to several episodes each day. 

 
Solution: The supervisor viewed this situation as a direct threat, and requested medical information from the 

employee to show that he was able to safely do his job. He included a job description for the physician to 
review. The supervisor also asked for strategies to keep this from happening on the job. 

 
 A “direct threat” under the ADA and the Rehabilitation Act means that an individual will be dangerous to 

himself or others. A health or safety risk can only be considered if it is “a significant risk of substantial 
harm.” Direct threat can be a pretty high standard to meet. The employer could have handled the situation 
as a performance issue – the employee was not doing his job if he was away from his workstation and not 
taking phone calls while having the panic attacks. If the employee disclosed at that time, then the employ-
er could still have requested the medical information as a way to help understand how the impairment 
affects the employee. Accommodations that could reduce the anxiety at work that caused the panic at-
tacks would then be considered. 

  
JAN’s resources are timely, authoritative, and very practical. They expand the employer’s references for un-
locking valuable employees’ and applicants potential for contributing to the employer’s success by finding so-
lutions to the challenges posed by their physical or mental impairments that interfere with their job perfor-
mances.  
 
 I highly recommend that all Chiefs take advantage of JAN’s resources. Unlike the costs of legal defense in a 
disability discrimination case, they are free for the asking at http://askjan.org.. 
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http://www.brannenemergencyvehicles.com



