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PRESIDENT'S  
MESSAGE

 

I cannot remember a more difficult time for law enforcement than today.  As professional 
police leaders, we must be precise with our judgement and decision-making as we lead 
our departments through a growing effort to substantially change police agency operations 
and, in some cases, defund departments all together.  Social unrest and the subsequent 
political responses are having an impact in many areas other than just operational proce-
dures. Assaults on officers have dramatically increased this year and agencies across the 
nation, as well as Georgia, are experiencing greater turnover. Some of my officers indicated 
their family and friends are pressuring them to leave the profession.  

This problem is being compounded by a significant reduction in the number of applicants 
who may be interested in filling these vacancies have plummeted.  A recent article pub-
lished by the Police Executive Research Foundation (PERF) indicated police agencies might 
very well be heading towards a “workforce crisis”. In some cases, applications are down 
more than 70%. How do we retain the officers we already have employed?  How do we 
backfill these critical vacancies?   

We have never faced challenges this significant before. A resolution will require we all work 
together to identify and implement innovative, out of the box strategies to improve police 
officer recruitment and retention.  For more information on the recruitment crisis can be 
found in the following link published by the International Association of Chiefs of Police:  
 
https://www.theiacp.org/sites/default/files/239416_IACP_RecruitmentBR_HR_0.pdf 

Over the past several months, we all have had time to reflect on the strengths, weakness-
es, opportunities and threats to our individual departments.   Legislators introduced several 
bills at the end of 2020 legislative session demanding change in the way we do business. 
While none of the proposed bills were passed, I am confident new proposals will be intro-
duced in the 2021 session. The GACP Executive Board, Legislative Committee, and staff 

LEADERSHIP

Chief Bruce Hedley 
GACP President & Chief of 
Lilburn Police Department

https://www.theiacp.org/sites/default/files/239416_IACP_RecruitmentBR_HR_0.pdf
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have already started preparing for the upcoming session.  
We are also working closely with the Georgia Sheriff’s Asso-
ciation (GSA), Peace Officers Association of Georgia (POAG), 
and the Georgia Municipal Association (GMA) to minimize the 
impact of unreasonable constraints on the honest, hard-work-
ing law enforcement officers across the State. Despite this, 
most, if not all, of the changes demanded by legislators can 
be addressed by agencies participating in the Georgia Law 
Enforcement Certification Program and following its stan-
dards.  One thing is clear to me becoming actively engaged 
in state certification may very well be many agencies’ saving 
grace.   

The entire GACP Executive Board, Executive Director, and 
scores of many respected chiefs from around the state have 
agreed that increasing the number of state certified agencies 
must be a priority.  If you are currently managing a state certi-
fied agency, please continue to maintain your high standards 
for excellence.  Chiefs leading an agency that is not state 
certified should seriously consider getting involved TODAY.  
I’m confident the hard work invested to attain certification 
now will pay enormous dividends for the departments, their 
leadership and our profession in the future.  

In closing, generations of police leaders before us have 
encountered challenges they felt were arbitrary, overwhelm-
ing, and unattainable. As those who came before us, we too 
will adapt and overcome these obstacles to better serve our 
communities. 

“ We have never faced challenges this significant           

   before. A resolution will require we all work         

   together to identify and implement innovative,  

   out of the box strategies to improve police   

   officer recruitment and retention.” 
 

mailto:gacp@gachiefs.com
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FROM THE DESK of the 
EXECUTIVE DIRECTOR
A.A Butch Ayers
GACP Executive Director

Like you, we have been very busy here at the GACP office in Duluth. 
Updating obsolescent computers, hiring a new information technolo-
gy support provider and new financial investment advisor, completing 
two financial audits and a financial process review, working to improve 
legislative advocacy, and improving information sharing between staff 
and district representatives are some of the things that we hope will 
improve operations and service delivery. 

One of GACP President Bruce Hedley’s goals for 2020-2021 is to im-
prove the training provided to GACP members. The Georgia Association 
of Chiefs of Police motto is to ‘Accent Professional Law Enforcement 
Through Training’.  Currently, our primary training initiatives are focused 
on two major conferences and the Chief Executive Training Course 
(CETC).  The Executive Board, staff and Training Committee have been 
working to accomplish this goal.  

• We had a very successful Summer Training Conference in Savan-
nah.  Despite the health and budget concerns brought about by the
COVID-19 pandemic, attendees were offered a variety of quality
training and breakout sessions, as well as the food trucks during
lunchtime. Planning is currently underway for the 2021 Winter
Training Conference at Jekyll Island on January 12-14, 2021.

• For years, GACP normally provided two (2) Chief Executive Training-
Courses (aka – Chiefs’ School) each year.  In 2020, GACP provided
three (3) CETC sessions (June, August, and late November/ early
December). Beginning in 2021, four (4) sessions will be provided
every year.  We have also partnered with GPSTC to validate the
CETC curriculum to make sure the course material is relevant and
current. The new / updated curriculum is expected to be in place by
the first CETC session in 2021.
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REGISTER TODAY
FOR THE GACP
WINTER 
TRAINING 
CONFERENCE!

• The COVID-19 pandemic and technology have emphasized the 
need to look at virtual training opportunities for our membership 
and their department personnel. More and more training con-
tent is available online, and we hope to develop partnerships 
with content providers to make this a reality.

• Another goal of President Hedley and the Executive Board is to 
emphasize the benefits of and encourage participation in the 
Law Enforcement State Certification Program.  

• Under the current climate, legislators, activist groups, and  
the public are calling for changes in the way police departments 
across the nation provide services. State certification is an  
excellent way to improve operations and demonstrate your  
commitment to high standards of policing. 

• GACP normally provided two (2) Assessor / Certification Man-
ager courses every year.  With the increased emphasis on state 
certification, three (3) courses will be provided in 2020 (March, 
September, and November).  Beginning in 2021, four (4) sessions 
will be provided every year to meet the anticipated demand.  

In closing, this is an extremely challenging time to be in law  
enforcement, especially as a police chief.  In my 35+ year police 
career, I cannot recall another time when there was such rancor 
between police and the citizenry.  We must maintain our standards, 
uphold our oaths, and support each other.  Stay Safe!

“Under the current climate, legislators, activist  
  groups, and the public are calling for changes in  
  the way police departments across the nation  
  provide services. State certification is an excellent  
  way to improve operations and demonstrate your  
  commitment to high standards of policing.”
 

CLICK HERE to learn  
more info about the  
Chief Executive Training 
Program

https://gachiefs.com/winter-training-conference/
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CHIEF COUNSEL’S CORNER
Richard A. Carothers
General Counsel
Carothers & Mitchell, LLC

Law enforcement actions remain 
the subject of national scrutiny.  
This scrutiny manifests itself in 
many ways, and open records 
requests under Georgia law are 
front and center as a significant 
source of information for both 
the media and the public.  There 
is probably not a member of this 
organization that is not currently 
experiencing the effects of these 
inquiries. Customary and necessary 
law enforcement actions such as 
traffic stops, arrests, searches, and 
all aspects of the use of force are 
necessary to accomplish an officer’s 
duties and responsibilities.  These 
result in the creation of numerous 
records including traffic citations, 
incident reports, arrest reports, 911 
calls, radio traffic, vehicle cams 
and bodycams, photographs and 
tapes.  The records also include the 
related personnel records, training 
records, policies, procedures, and 
disciplinary files.

And by whom are these requests 
being made?  They include persons 
involved in accidents, interested 
members of the public, advocacy 

groups interested in law enforce-
ment issues, attorneys involved in 
investigations for civil and criminal 
actions, and of course, the media.  
And as we know, the media now 
encompasses print, electronic, 
and data-gathering organizations 
and traditional print media which 
often post our documents on 
their websites in real time. There 
are accounts of law enforcement 
agencies receiving open records 
requests for documents relating to 
an incident that is actually taking 
place at the time of the request. 

At the end of the day, we are in pos-
session of a vast amount of public 
records that increase daily and 
interested parties desire to obtain, 
and if there is no specific statuto-
ry exemption to producing them, 
they are entitled to receive them 
in accordance with the disclosure 
requirements and strict time frames 
in the Open Records Act.  I trust 
that many of you are waiting for 
me to tell you something that you 
don’t already know.  Your positions 
in law enforcement require you to 
have significant knowledge and 

experience with regard to these 
issues and what is required to 
comply with the Act.  In fact, there 
is a vast amount of information 
available concerning the Georgia 
Open Records Act and compliance 
therewith.  Notwithstanding that 
significant knowledge, we receive 
almost daily inquiries about com-
pliance issues.  It is my purpose 
herein to simply review some of the 
important basics.

There are many questions that arise 
within most agencies in the open 
records process.  The agencies 
are frustrated when the requestors 
want a report that it does not have, 
or they ask questions along with 
document requests.  The following 
are some fundamental general 
principles of production, a number 
of which have been subjects of 
questions recently. 

• If the requested records exist, 
they are subject to the Act and 
must be produced.  

• If the access to a record is 
declined based upon an exemp-

OPEN RECORDS ACT COMPLIANCE | A BRIEF REVIEW
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tion, that exemption must be 
specifically cited from the 
statute in response. 

• Specific to law enforcement, 
it bears noting that initial 
incident and police arrest 
reports are subject to the 
Act’s disclosure require-
ments, regardless of whether 
they are part of an active 
investigation.  Additionally, 
any report, whether entitled a 
“Supplement Report,” “Narra-
tive Report,” or similar docu-
ment name that is produced 
as part of an initial incident 
report must be disclosed.  
Accident reports, on the other 
hand, need not be released 
except to certain individuals 
specified in the law such as 
accident victims, witnesses, 
or attorneys representing 
them.   

• If a record or report is not in 
existence at the time of the 
request, it is not necessary to 
prepare one in response. 

• Records maintained by com-
puter must be made available 
where practicable by elec-
tronic means.  There is no 
requirement that an agency 
purchase or create new 
software in order to create a 
requested report, summary 
or compilation.  However, 
an agency cannot refuse to 

produce electronic records 
or data on the grounds that it 
will require inputting search 
parameters into the existing 
computer system or database 
to create such a report.  

• The mere fact that an email 
or other document comes 
from or has been copied to 
the agency’s attorney does 
not mean that it is exempt 
from disclosure.  Unless the 
documents are subject to 
the attorney-client privilege 
or constitute attorney work 
product privilege, such as 
related to agency litigation, 
they are not exempt from 
disclosure. This is an issue 
which constantly arises and 
requires communication with 
the agency attorney regard-
ing disclosure. 

• Unless some other exemp-
tion applies, an individual 
or entity with a pending 
lawsuit against the agency 
may obtain public records 
through a proper request, 
subject to all exemptions, and 
the requestor is not limited 
to the litigation discovery pro-
cess to obtain such records. 
However, the request and 
the documents received in 
response must be provided 
to the agency attorney by the 
requestor. 

• Handwritten notes and the 
calendars of officers and 
employees are considered 
public records, unless subject 
to an applicable exemption.  

• The Open Records Act  
requires the production of 
“records” as defined therein.  
Often there are questions 
propounded with the  
document requests to which 
a response is not required.  
For instance, a response 
is required to a request to 
produce an agency’s pur-
chasing policies.  However, 
a response to the question 
seeking the reasons for a 
sole source purchasing  
exception is not required. 

• A request for future records, 
such as all agency officers’ 
disciplinary records for the 
next six months, is not a 
proper request.   

• There are many instances 
where the record such as an 
email or text has been de-
leted or destroyed.  Please 
remember that there are 
requirements related to the 
deletion of records, and 
particularly the length of time 
they must be kept.  Cities 
and counties are required to 
have a records management 
program that contains,  
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among other information, the 
length of time for which such 
documents must be retained.  
If there is no legally adopted 
retention schedule, the Open 
Records Act provides that the 
agency must comply with the 
schedule established by the 
State Records Committee.  
These are known as the Local 
Government Records Retention 
Schedules, and are available 
through the Georgia Archives 
for the University System of 
Georgia.  A search of these 
schedules revealed 91 entries 
relating to public safety records 
beginning with LG-19-001, 911 
“Emergency Call Recordings,” 
with a three-year retention 
period.  The final entry in that 
schedule is LG-19-068A and LG-
19-068B, “Video Footage from 
Bodycams/Dashcams/Drone-
cams.”  That section currently 
requires retention of 180 days 
except if the recording is part of 
a criminal investigation, show-
ing a vehicle accident, shows 
the detainment or arrest of an 
individual, or shows a law en-
forcement officer’s use of force, 
which requires retention for 30 
months. 
 
It should also be kept in mind 
that a request under the statute 
may be made orally or in writ-
ing.  The agency should make 
the effort to ask that the request 

be in writing, and provide a 
form on its website which can 
be completed and submitted 
electronically. 

 
Perhaps the most important issue 
which we still continue to address 
involves the time frames for a 
response.  For instance, we still 
get constant questions from law 
enforcement agencies, together 
with other departments of local 
governments, as to when records 
are required to be made available 
for inspection and copying.  The 
succinct statutory answer is within 
a reasonable time, not to exceed 
three (3) business days, to be in 
compliance with the Act.

In our experience, there are far too 
many requests that are not filled 
or otherwise responded to within 
the time limits.  Many times, we are 
consulted well after the three-day 
period has passed.  We are given a 
good faith explanation, such as the 
clerk that usually fills such requests 
is on vacation, or there are just 
too many requests and too many 
documents that we have to find and 
copy.  There are a lot of reasons we 
all have for non-timely production, 
but the fact is that they are no lon-
ger well received by any requestor.  
In times past, requestors would 
simply follow up with the agency 
and just ask, sometimes repeatedly, 
when they will be getting them.  
Then the law enforcement agency 

was criticized for ignoring the re-
quest and being too lazy or “incom-
petent” to produce the legally re-
quired documents.  In these times, 
the tone has gotten considerably 
harsher, tending to include accusa-
tions that the agency is purposefully 
withholding the documents, hiding 
or even destroying them, and the 
agency is being reminded that vio-
lations of the Open Records Act is a 
misdemeanor.  The media and the 
State Attorney General are notified.

But this situation can be easily 
avoided.  The Act provides that 
where documents are not immedi-
ately available or the agency esti-
mates it will cost more than $25 to 
produce them, the agency can send 
a letter to the requestor within the 
same three business days which 
contains a written description of the 
records available, the time when 
the documents will be able to be 
produced, and an estimate of the 
costs involved.  If the estimate of 
costs is provided, the agency may 
wait for approval of the estimate 
before working to fill that request.  
This process must be conveyed to 
the requestor.  This simple pro-
cedure provides a commonsense 
solution for both the requestor and 
the agency, but that response must 
be within three business days.  And 
of course, the agency must move 
as quickly as possible to fill the 
request.  
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Oftentimes the reason that no 
response has been made is some 
agency trepidation at estimating 
the costs involved.  This should 
not be the case.  There are a 
number of ways to estimate 
the cost of production which 
in short, involve estimating the 
time that will be spent by the 
lowest paid employee that can 
fill the request, and excluding the 
first fifteen minutes, and copy-
ing charges.  One can have set 
charges for certain things such 
as video recording and digital 
documents such as CDs, DVDs, 
video tapes, and thumb drives, 
but those must be the actual 
costs of those digital storage de-
vices.  There can be an additional 
flat fee of $10 for dashcam and 
bodycam videos.  The Act only 
requires good faith estimates of 
the time for production and the 
cost.  

One other matter to note on 
Open Records Requests in 
general.  When I have conducted 
training on litigation issues for 
public officials, I had a Power-
Point slide to encourage officers 
and employees to treat certain 
notices as “hot potatoes” to 
emphasize those matters must 
be acted upon as quickly as 
possible.  Those were service of 
lawsuits upon their agency, ante 
litem notices of legal claims, and 
open records requests. It was 

and is my recommendation that 
these documents be immediately 
forwarded to the City Attorney 
or to the local government 
attorney and manager as soon 
as possible for their information 
and handling.  An open records 
request requires prompt action 
by the agency to fill it, but many 
such requests have serious but 
not apparent motivations such 
as to discover information which 
will later be used to file a lawsuit, 
and this makes the attorney and 
manager aware that additional 
investigation of the subject may 
be advisable immediately.

There is another major issue 
that often arises concerning 
documents, chiefly texts, emails 
and posts from social sharing 
programs such as Instagram, 
Snapchat and Facebook, which 
are located in personal, private-
ly-owned cell phones or personal 
computers of agency employees.  
Personal ownership notwith-
standing, it is the content of the 
text or email that determines if 
it is a public record and not who 
owns the device.  If the mes-
sage received or sent or posted 
concerns public business of the 
agency, it is generally a public 
record and must be produced.

Employees who use such equip-
ment, whether personal devices 
or those owned by the agency, 

should be made aware of both 
sides of this coin – conducting 
public business on a personal 
device, and personal business 
on the agency-owned device. 
Notwithstanding the presence 
of personal communications on 
the agency-owned device, the 
requestor can ask for all texts, 
emails, voicemails, photographs, 
etc. on that phone or computer, 
which may include the personal 
communications. Also problemat-
ic in the law enforcement context 
are telephone numbers, dates 
and times of calls and the dura-
tion of those calls.  These might 
disclose confidential informants 
or information or elements of 
an ongoing investigation which 
would be exempt from disclo-
sure.  There must be a careful 
review to redact information that 
would be subject to an exemp-
tion.  There is a need to be well 
trained on these issues. More-
over, if such public records are 
simply deleted, that may well not 
be proper under the appropriate 
local or state record retention 
provisions discussed herein.

There was a recent case where 
a citizen requested the agen-
cy-owned cell phone records  
for an employee which contained 
revealing photos which a female 
friend had sent to his agency 
-owned phone.  The phone re-
cords, including the photos, were 
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produced, as there was no exemption to  
withhold production, resulting in a lawsuit by the 
subject of the photos.  Agency officers and employ-
ees must understand the problems that “cross-use” 
of devices for personal and agency information can 
and often create.

Finally, as alluded to above, there is a wealth of 
information to assist you in complying with the Open 
Records Act and answering your questions.  First 
and foremost is the city or county attorney with 
whom you work in representing and advising your 
agency.  They will be knowledgeable not only of  
the Act and its interpretation by the Courts and 
other professionals in related fields, but of any local 
ordinances and policies which may give guidance.  
Both the Association of County Commissioners of 
Georgia and the Georgia Municipal Association have 
extensive publications that contain analyses of all 
provisions, commentary, frequently asked questions, 
and forms.  Perhaps most importantly, the Georgia 
Association of Chiefs of Police has partnered with 
other law enforcement organizations as well as the 
Georgia Attorney General’s Office and the Georgia 
Press Association to publish “A Law Enforcement 
Officer’s Guide to Open Records in Georgia,” now  
in its third edition.  This is extremely useful as a 
reference, and it is targeted to the functions of  
a law enforcement agency and is therefore not  
encumbered by all of the information pertaining  
to the numerous other local government operations.   

The Attorney General’s Office has the Law Enforce-
ment Guide posted on its website, as well as other 
valuable information.  All of these publications con-
tain extremely useful forms that can be utilized to 
facilitate compliance and access to public records, 
and can easily be adapted for your agency’s use. 

Moreover, GACP has an approved training course on 
“Open Records for Law Enforcement Executives.”  

Compliance with the Open Records Act will continue 
to be a most important function of a law enforce-
ment agency, and proper and timely responses will 
demonstrate transparency and build trust and public 
respect.

Richard “Dick” Carothers was appointed to the position of 
General Counsel for the Georgia Association of Chiefs of 
Police	upon	the	retirement	of	our	esteemed	counsel	Michael	
Caldwell.  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 Attorney 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 representing 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 rep-
resented 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,	Carothers	&	Mitchell,	is	located	
in Buford, Georgia.
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RESOURCES FOR YOUR COMMUNITY

The	following	brochure	was	created	by	Decatur	Police	Department	and	could	be	a	 
great resource to help educate your communities on how to spot suspicious activity. 

Click on the image below to download a PDF template and make it your own. 

• Be aware of what is going on around you.

• Trust your instincts and act if a situation does 
not feel right.

• Lock the doors and windows of your home 
and your vehicles.

• Secure your valuables out of sight.

• Make your home appear occupied, even when 
you are away.

• Use lighting around your home and trim 
overgrown foliage to reduce potential hiding 
places.

• When traveling, submit a “Residential Security 
Check” online through dunwoodypolice.com 
and Dunwoody officers will periodically check 
on your home.

• Avoid having packages delivered to your home 
while you’re away — have them delivered to 
your office instead.

• Get to know your neighbors so that you can 
look out for each other in a 
responsible way.

WHAT
IS SUSPICIOUS?

WHEN 
DO I CALL

THE POLICE?

DUNWOODY POLICE

BOTH emergency and non-emergency 

dispatch is provided through ChatComm 911. 

For non-emergency calls, simply inform the 

911 operator when your call is answered.

 Police

Police
4800 Ashford Dunwoody Rd
Dunwoody, GA 30338

Open 24 Hours

(678) 382-6900

dunwoodypolice.com

STAY SAFE
and help prevent crime Call 911 

in an emergency, or 

if you believe you are 

witnessing any crime.

https://gachiefs.com/agency-resource-what-is-suspicious-brochure/
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Georgia  
Police Agencies  

among Most  
Transparent  

in Nation
Over the last few months, communities across 
the United States as well as Georgia have experi-
enced protests and social unrest in response  
to perceived uses of excessive force by law 
enforcement officers.  
 
The Georgia Association of Chiefs of Police has 
publicly spoken out against incidents in which 
officers used excessive force as well as support-
ive of officers when they acted appropriately. 
Unfortunately, some people and organizations 
are using these isolated events of officers using 

excessive force to portray all officers as being 
the same and push arbitrary requirements on 
agencies.  

The purpose of this article is to provide police 
leaders with information outlining processes that 
distinguish Georgia from other states. 

The State of Georgia is the leader in providing 
transparency and ensuring law enforcement 
officers are held accountable. The foundation 
for this transparency and accountability are the 
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Georgia Peace Officer Standards and Training (POST) 
Council’s Rules, Georgia’s open records laws, at-will 
employment laws, and independent investigations.

Peace Officer Standards & Training Counsel (POST) 
In 1970, Georgia became the 5th State in the Nation 
to implement a Peace Officers Standards and Train-
ing (POST) Council to regulate officer training and 
discipline officers who do not comply with estab-
lished standards. 

First, Georgia POST Council recently implemented 
 a requirement that all candidates attending the 
academy must submit to an assessment by a psy-
chologist or psychiatrist. 1 This initiative will help to 
identify individuals who may have issues that may 
adversely affect their ability to perform as an officer.

Georgia POST also has the most stringent and  
comprehensive reporting requirements of potential 
problem behavior of officers in the United States. 
Agencies are required to notify POST in writing  
within 15 days whenever an officer is:

• Terminated, 
• Resigns in lieu of termination, 
• Suspended for more than 30 days, or 
• Demoted for disciplinary reasons.  2 

Officers are required to notify POST in writing within 
15 days if they are:

• Arrested
• Suspended for more than 30 days, demoted for 

disciplinary reasons, terminated or resign in lieu 
of termination 

• Indicted
• Convicted or bond forfeiture for any local, state, 

or federal court (other than minor traffic offenses).3

Any of these events will trigger a POST investigation 
of the incident. Individuals who are indicted have 
their certification immediately suspended.

As a result of these reporting requirements, Georgia 
POST decertifies more officers every year than any 
other state. Interestingly, Georgia, Florida, and North 
Carolina account for more than 50% of all officers 
de-certified in the United States. This is not because 
Georgia officers are worse than officers in other 
states, but rather that Georgia just holds officers 
accountable to a higher standard of conduct.  Until 
earlier this year, five states, (California, Massachu-
setts, Hawaii, Rhode Island and New Jersey), still did 
not have authority revoke an officer’s certification.4  
This is 42 years after Georgia implemented their 
standards.  

Some states can only remove an officer’s certification 
for felony convictions. Slightly more than half are 
able to decertify officers for failing to acquire mini-
mum mandated training. 5 

<<Georgia Police Agencies  among Most Transparent in Nation

The State of Georgia is the leader in  
providing transparency and ensuring  
law enforcement officers are held 
accountable.
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Open Records Law 
Georgia has some of the most liberal open records 
laws in the nation. Employees’ personnel files, in-
cluding their disciplinary records are open to public 
review. In addition, employees’ emails on department 
computers and phone logs from issued cell phones are 
considered open records as well. To access the infor-
mation, one simply needs to submit an open record 
request for the information.

Also, Georgia agencies must provide background in-
vestigators from other agencies with negative informa-
tion regarding an officer. In 2004, the Georgia Court of 
Appeals held agencies that withhold negative informa-
tion regarding an officer to another law enforcement 
agency conducting a background investigation can be 
held liable for failing to provide the complete record 
if it is linked to future legal claims. 6 In addition, public 
and private employers are “not subject to civil liability 
for disclosing complete and accurate information to 
a law enforcement agency in good faith and without 
malice”. 7

Compare this with many states where union contracts 
permit disciplinary records to be kept confidential and/
or erased. 8   How can an agency hold an individual ac-
countable when the records from previous infractions 
are not maintained?

At-Will Employment vs. Collective Bargaining
While every agency should have processes in place to 
protect officers from false allegations, poor leadership, 
and discriminatory practices, Georgia is an ‘at-will’ 
employment State. Simply stated, employees can be 
terminated at any time, for any reason, except those 
protected by Federal and State law.  9

Many states across the United States require agencies 
to enter collective bargaining agreements with unions 
representing officers. As with every agency, most of 
these officers are hard-working, dedicated individuals. 
Despite this, labor unions often protect bad officers. 
One study recently evaluated 656 police union con-
tracts from mid-to-large unionized municipal police 
departments. Researchers found union contracts 
allowed a range of one to seven levels of appeal with 
the median being four appeals. 10  Even when agency 
appeals supported the discipline, including termina-
tion, some contracts allowed an arbitrator to review 
and make a final ruling on the disciplinary action. In 
many of the cases departments have been forced to 
rehire the officer.

Once rehired by the agency, some of these officer(s) 
“cannot make arrests, investigate cases, or con-
duct any other police work that may lead them to 
the witness stand”.  11   In many of these areas, state 
laws and contract agreements make the officer’s 
personnel record “information so confidential even 
prosecutors cannot obtain it without a court order”.  12

<<  Georgia Police Agencies among Most Transparent in Nation
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Independent Investigations
Despite media portrayals, officers rarely use force.  
The rarest of these is the use of deadly force. When 
this occurs, agency leaders in Georgia recognize the 
need to have unbiased, independent investigations of 
these events and request the Georgia Bureau of Inves-
tigation (GBI) to conduct the investigation. While this 
is not mandatory, only a few agencies choose to not 
call the GBI for these investigations. After the investi-
gation is completed, the Bureau provides a copy to the 
appropriate district attorney who typically presents it 
to the Grand Jury for review.  

Agencies simultaneously conduct separate administra-
tive investigations to determine if the individual violat-
ed the department’s policies. This enables agencies 
to take corrective when an officer’s conduct was not 
considered criminal, but violated the agency’s operat-
ing procedures.

The use of force is never pretty. Officers’ decision to 
use force often occurs in tense, rapidly evolving cir-
cumstances. Evaluation of those actions must be eval-
uated using a standard of “objective reasonableness” 
based upon what the officer(s) knew at the time of the 
incident, without the benefit of 20/20 hindsight. 13   

Georgia has taken extensive steps to ensure agencies 
have comprehensive guidelines for reporting miscon-
duct to the state. With only a few exceptions, most 
records produced by government agencies, including 
employee personnel records, are open for public 
review.  

Georgia is also an at-will employment state.  This 
ensures bad officers cannot hide behind extensive 
appeals and outside arbitration that insulates poor 
performance. This is not to say that officers will not 

mistakenly or intentionally make bad decisions. They 
will. When this occurs, Georgia leaders have the en-
abling processes to ensure these events assessed in 
a critical and transparent manner.

In order to build trust with their communities, it is crit-
ical agency leaders do not assume their citizens know 
how Georgia’s law enforcement agencies differ from 
agencies in other states.  
 
To accomplish this, leaders should use every possible 
opportunity to share how processes and standards 
ensure Georgia’s police agencies and their personnel 
are held to a much higher standard.  
 
NOTES 
__________________________________________
1  Georgia POST Rule 464-3-.14 Law Enforcement Officer Psychological Affidavit.
2  Georgia Post Rule 464-3-.06 Notification Required by Employing Agency. Amended.
3  Georgia POST Rule: 464-3-.05 Notification of Disciplinary Action.
4  Interview with Michael N. Becar, Executive Director, International Association of 
Directors of Law Enforcement Standards and Training (IADLEST), August 5, 2020.
5  Raymond A. Franklin, Matthew Hickman, Marc Hiller, Police Officer Certification 
Revocation Information Sharing; National Public Safety Officer Decertification Database, 
2009 Survey of Post Agencies Regarding Certification Practices, International Associa-
tion of Directors of Law Enforcement Standards and Training (IADLEST). 2009 SURVEY 
OF POST AGENCIES REGARDING CERTIFICATION PRACTICES, July 2009, p. 20, file:///G:/
Survey%20of%20POST%20Agencies%20Regarding%20Certification%20Practices%20
2009.pdf, Accessed 9/12/2020.
6  Govea et al. v. City of Norcross et al. City of Chamblee v. Govea et al. 271 GA. App. 
36; 608 S.E.2d 677; 2004, (Decided November 23, 2004)
7  O.C.G.A. 35-88-8-(c) (4)
8  https://www.reuters.com/investigates/special-report/usa-police-unions/ 
9  It is important to note in the 2020 Legislative Session, the State of Georgia passed 
HB838 that provided officers to sue individuals or groups who knowing file a complaint 
they knew was false when it was filed.
10   Rushin, Stephen, “Police Disciplinary Appeals”, University of Pennsylvania Law 
Review, Vol. 167, No. 3 (Feb. 2019), p.571.
11  Jonathon Abel, “Brady Blindspot: Impeachment Evidence in Police Personnel Files 
and the Battle Splitting the Prosecution Team”, Stanford Law Review, Vol. 63, P. 746, 
(April 2015).
12  I bid.
13   Graham V. Conner et al.,  490 U.S. at 397 (1989)

file:///G:/
https://www.reuters.com/investigates/special-report/usa-police-unions/
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Regardless of their size, every law 
enforcement agency is faced with 
the same challenges and held to 
the same legal and professional 
standards. Inevitably, every police 
leader will be faced with challeng-
ing events including fiscal con-
straints, high profile criminal inci-
dents, personnel issues, and legal 
claims. The difference between the 
chief executives who successfully 
maneuver through these events 
and those who do not is the level of 
development and preparation they 
have made individually and collec-
tively throughout their organization.
As we have seen in recent months, 
some of the events affecting ev-
ery department in Georgia are 
the result of misconduct by police 
officers in other parts of the coun-
try. Honestly, some of the criticism 
is legitimate. There is no way those 
officers’ behavior can or should be 
defended. This kind of behavior 
does not occur without some prior 
indication that should have alerted 
the officer’s supervisors and ad-
ministration. For too long many in 
our profession have taken the easy 
route and done as little as possi-
ble. As a result of these officers’ 
behavior, there has been ongoing 

public outcry for police reform. This 
outcry has already led to several 
states implementing restrictions 
on agencies’ use of force options, 
investigative procedures, and 
reporting guidelines. Each of these 
restrictions is the result of some 
agencies failing to perform as they 
were expected.

Additional demands for police 
reform are coming to agencies 
across the nation. With the advent 
of social media and the connectivity 
of individuals, change is occurring 
at a faster pace than at any time in 
history. Police leaders can embrace 
this reality and be an integral part 
of these processes or they can have 
it forced upon them. Those who 
are not engaged in the on-going 
development and improvement of 
themselves as well as their people, 
processes and resources will likely 
have arbitrary restrictions placed 
upon them. Unfortunately, the poor 
performing individuals  
and organizations are unfairly  
represented as the norm across  
the nation.

Individual agencies can have the 
reputation of being a high quality 

organization that provides excep-
tional service with well trained, 
caring personnel or as an organi-
zation that only seeks to maintain 
the continuity of mediocrity. Depart-
ments in the former group build up 
goodwill with their communities. 
Citizens respond to the inevitable 
negative event with support not-
ing it is not representative of the 
agency’s reputation. If the incident 
did happen as portrayed, it will be 
promptly corrected. Those depart-
ments from the latter group will 
not receive the support of their 
community, who recognize it as 
just another example of the agen-
cy’s mediocrity. Eventually these 
agencies will become the target of 
public criticism, inquiries, investiga-
tions, terminations/resignation, and 
possibly abolishment. 

There is, however, an established 
process agencies can implement 
to minimize negative events and 
insulate agencies from unfounded 
criticism – State Certification. The 
Georgia Law Enforcement State 
Certification Program provides a 
comprehensive blueprint for agen-
cies to ensure effective, profes-
sional law enforcement services for 

 Vaccine for 
Police Reform  
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their community.  The certification process is a systematic approach for police 
leaders to ensure their agencies are meeting or exceeding established state 
and federal professional, management and legal standards. Agencies that are 
not involved in this process are vulnerable to claims in each of these areas.  
 
To ensure their agency is in compliance with these expectations, every  
department is strongly encouraged to start working toward attaining  
state certification.

Implementation of the program’s requirements takes time to do correctly. 
Once their application is submitted, agencies have three years to demonstrate 
compliance with the established standards. Most agencies complete the  
process in 18 to 24 months. 

However, leaders should not work on this process alone. First, local elected 
officials across the State recognize their police departments are under close 
public scrutiny and a direct reflection on them. Because of this, agency leaders 
will likely find support and advocacy from elected officials and their community 
to engage in the certification process. 

Second, as agencies begin work on attaining certification, there are abundant 
resources available for all departments, regardless of their size, to implement 
procedures crafted for their unique environment and comply with the stan-
dards. In addition to the 138 certified agencies across the state, the program 
staff at the Georgia Association of Chiefs of Police (GACP) are prepared to 
make their knowledge, experience and resources available to help agencies 
achieve their goal. 

Registration to participate in the program is only $375. Once certified,  
departments that receive their law enforcement insurance coverage from the 
Georgia Interlocal Risk Management Agency (GIRMA) will receive an annual 
20% reduction in their premiums. While a variety of factors affect premium 
costs, agencies with 15 – 25 officers will save $2,500 - $5,000 a year, while 
agencies with 100 – 125 officers will enjoy a $25,000 - $40,000 reduction.

In closing, every agency leader is bound by the same legal and professional 
standards for operating their department.  Citizens from every community as-
sume and expect their departments are complying with these standards. The 
only way chief executives can ensure and demonstrate their agency is comply-
ing with this expectation is to participate in the Georgia Law Enforcement State 
Certification.

For more information regarding the program, go to https://gachiefs.com/
state-certification/ or call the Georgia Association of Chiefs of Police Office at 
(770) 495-9650.

The following agencies 
were recertification  

at the most recent  
meeting of the Georgia 

Law Enforcement  
Certification Committee 

 

Bloomingdale PD 
Chief A. B. Jeffcoat

 
Chamblee PD 

Chief Kerry Thomas
 

Ga Southern University PD 
Chief Laura A. McCullough

 
Lavonia PD 

Chief Bruce Carlisle
 

Lilburn PD 
Chief Bruce Hedley

Waycross PD 
Chief Tommy Cox

https://gachiefs.com/
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Chief	Roy	Minter

Years ago, I had a mentor tell me 
the best way to prepare for future 
opportunities is to do great work 
today.  I learned early in my career 
that hard work, preparation and 
long-term planning are very import-
ant for career growth and develop-
ment.   

I believe career development  
must be an ongoing process that 
combines the components of 
Department programs, training, 
coaching and available outside 
resources to assist individuals with 
personal and professional develop-
ment. This year, the Savannah Po-
lice Department launched our Ca-
reer Advancement Program (CAP).  
CAP which is designed to facilitate 
improvement of employee knowl-
edge, skills and abilities to benefit 
departmental objectives through 
individual employee growth.  The 
core element of our CAP is the 
opportunity to “shadow” individu-
als and assignments.  Shadowing 
allows members to gain valuable 

knowledge of the position/assign-
ment they are seeking.  Shadowing 
is also a great opportunity for mem-
bers to familiarize themselves with 
the supervisors, duties and respon-
sibilities of various assignments.  
CAP participants can use up to 40 
hours per calendar year to shadow 
assignments. These hours may be 
used for a single assignment or 
multiple CAP assignments. 

Establishing a mentoring program 
is also a great employee develop-
ment tool.  Every organization has 
several strong leaders who can 
assist with developing future lead-
ers.  I always encourage members 
to seek out these individuals and 
model their behavior as they pre-
pare for the promotional process 
or new assignments.  A successful 
mentoring program should offer 
both structure and flexibility.  Struc-
ture provides participants a mento-
ring workflow to follow.  Flexibility 
is essential to support the varying 
needs of individuals.

Scheduling a meeting with the 
chief or supervisor of an assign-
ment is another important step.  
These meetings can provide valu-
able information on expectations 
for the position, the direction of 
the department, important leader-
ship trait expectations or updated 
information on requirements for the 
position.

We all know that promotions in our 
profession do not happen over-
night.  So, I also stress the need 
for patience.  A lot of people do 
not make the promotional list or 
get their desired assignment on 
their first attempt.  My advice to 
our members is to stay strong and 
not get discouraged.  Members are 
also advised not to get discouraged 
if they do not immediately succeed 
in their new assignment.  Career 
development is a continuous learn-
ing process.

Many career advancement op-
portunities involve a written test, 
assessment exercises that include 
oral presentations and practical ap-
plications exercises.  My advice has 
always been to do three things now 
- Practice, Practice, Practice!  You 
can practice speaking in front of a 
mirror, use your phone or another 
device to record yourself making 
a presentation or have someone 
assess a practical exercise.  It is 
important that you start preparing 
early for your assessment exercis-
es.  The Savannah Police Depart-
ment conducts annual promotional 
preparation training.  This training 
is offered prior to all promotional 
testing.

Starting a book club is also a great 
way to prepare members for career 
advancement.  Selecting a good 
growth and development book to 

INSIGHTS

Q How do you prepare individuals for their next 
promotion or assignment prior to their  
appointment?
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read and discuss in small groups is 
a great employee development tool.  
I suggest you start this by sending 
out an email to gauge employees’ 
interest in reading a book on their 
own time and then meeting at lunch 
once a week to discuss the book.  It 
is also important to allow the partic-
ipants to vote to select the book to 
read.

Goal setting is another critical 
component of career development.  
I encourage members to write their 
goals down and develop a plan to 
make them happen.  Remember, 
how can you expect improvement if 
you are not tracking or do not know 
what you want to accomplish?  Goal 
setting allows you to measure and 
take pride in the achievement of 
your goals.

Finally, members should be en-
couraged to continue to strive for 
improvement once they reach their 
goal.  They can continue advancing 
their careers by becoming a teacher 
and student.  We all know the more 
you give, the more you will receive.  
Also, do not forget the leaders and 
mentors who assisted you.  Be 
sure to thank them and pass on 
the knowledge and assistance they 
provided you to others. 

Chief	Roy	Minter	has	been	the	Chief	 
of Police for the Savannah Police  
Department since August 2018.  
Previously he served as the Peoria, Ari-
zona Chief of Police for seven years, and 
the	Denton,	Texas	Chief	of	Police	for	four	
years.  He served in various supervisory 
and command positions during his 15 
years of service at the Aurora, Colorado 
Police Department.

Chief	Michael	Mansour

John C. Maxwell, respected au-
thority on leadership principles, 
said, “Leadership is not about 
titles, positions or flowcharts.  It is 
about one life influencing anoth-
er”.  When preparing officers for 
their next assignment or promotion, 
leaders must be unselfish, caring 
and knowledgeable to be effective.  
Their goal is to ensure these officers 
can successfully chart their career 
paths and as the Army has said so 
many times “Be All They Can Be”.  

According to the Best Practices 
Guide from the IACP, “Mentoring is 
a mutually beneficial relationship in 
which a knowledgeable and skilled 
veteran officer (Mentor) provides in-
sight, guidance and developmental 
opportunities to a lesser skilled and 
experienced colleague (protége’)”.  
Mentoring is at the epicenter of 
this transition.  Being a mentor is a 
long term task that relies strongly 
on two-way communication and 
depends greatly on the relationship 
between the two people involved.  

The process evolves with partici-
pants if done right and can be 

self-sustaining as previous partici-
pants become mentors themselves.  
Employee mentoring can be the 
difference between long term 
employees with goals and short 
term employees who are always 
looking at greener pastures else-
where.   
 
Retaining quality employees should 
always be in the minds of all manag-
ers and mentoring has proven  
to be one of the best ways to  
accomplish this. Explain the “big 
picture concept” to the employ-
ees.  Part of this process includes 
explaining decisions as they occur 
and revisiting previous decisions 
that affected the department.  This 
process can help employees un-
derstand the leadership style of 
the department and the goals they 
are trying to achieve.  Employees 
need to understand the budgetary 
constraints along with the politics 
involved in decision making for a 
department.  Not all employees 
are able to conceptualize these 
processes all at once and therefore 
may be limited on how far they can 
reach.  Being realistic with employ-
ees is essential to understanding 
the big picture.  Some employees 
will not reach the ultimate goal, like 
Chief of Detectives or Drug Task 
Force Director because of their 
own limitations.  Part of being a 
Police Chief is, withthe assistance of 
your command staff, being able to 
recognize who has real potential for 
promotion. 

How do you prepare individuals for their next promotion  
or assignment prior to their appointment?



24  FALL.2020 

INSIGHTS

A Police Chief must be the Bus Driv-
er: ensuring he/she is allowing the 
right people on the bus, getting the 
people who need to depart the bus 
off and figuring out where people 
should sit on the bus.  Hiring quality 
people is essential to ensuring a 
successful succession process.  If 
the right people are not on the 
bus, the bus will not go in the right 
direction and will break down or go 
in circles.  Removing the negative 
employees will help keep the bus 
running smoothly and moving in 
the right direction.  Understanding 
where people should sit on the bus 
is extremely important because to 
be able to mentor someone, you 
have to know that person and their 
capabilities.  Some people are not 
cut out to be supervisors where 
others seem prepared when they 
walk in the door, others have po-
tential but are in need of mentoring 
to reach their full potential.  A chief 
of police must know this about his 
or her employees before they can 
move people into the right seats on 
the bus. 

A good Chief will task them, train 
them and include them.  Task 
officers, supervisors and any other 
employees who are wanting to move 
up with assignments as if they  
are already in the position they are 
vying for.  Let them be the “Chief for 
a Day” if necessary to show them 
how many different areas they have 
to be familiar with to do this new 
job.  Let the officer approve reports 
at the end of the shift or do the 

‘pass-on sheets’ for the oncoming 
shift just to allow them to step out 
of their comfort zone.  Train offi-
cers for the job they are wanting to 
attain by sending them to necessary 
training and educate them on what 
is necessary to get to that position.  
Include them in meetings that they 
were not privy to before and show 
them what this new position entails 
like dealing with problem employ-
ees and shift allocation.  Introduce 
them to community leaders, polit-
ical leaders and other important 
people who can help them be suc-
cessful in their move up the ladder. 
An employee needs to understand 
all of these to be able to function in 
their new position. 

One of the most difficult tasks a 
chief has to face is the preparation 
of employees to move into the next 
position.  It can also be the most 
rewarding when you see the suc-
cession plan working and these  
employees thriving.  If a Chief follows 
these steps, their success rate will 
continue to soar as it allows these 
employees to move forward with 
the right people in their lives to help 
guide them. 

Chief	Mansour	has	been	the	Villa	Rica	
Police Chief for 15 years.  With 39 years 
of law enforcement experience, he pre-
vious served at the Floyd County Police 
Department, University of West Georgia 
Police Department, and the Carrollton 
Police Department. He holds a Bachelor 
of	Science	in	Sociology	and	a	Master	of	
Public Administration in Police Scienc-
es.  He is also a 2000 graduate of the 
Georgia Command College

Chief Dan Flynn

Leaders who best prepare subor-
dinates for potential promotion or 
transfer to a new desired assign-
ment begin by working to inspire 
them to strive for advancement. 
Once inspired, they become moti-
vated and their motivation leads to 
goal-directed behavior. Thus, if an 
individual who wants a new posi-
tion badly enough and realistically 
believes he or she can attain it, he 
or she will work to train, learn and 
prepare for it. Therefore, the key 
to good mentoring is to help them 
visualize themselves in the new 
achievement and encourage them 
to seek or compete for it.  

Effective mentoring goes hand-in-
hand with a fair merit-based promo-
tion system or selection process.  It 
logically follows that if applicants 
perceive they will have a fair chance 
to attain a desired position, they 
will feel encouraged to engage in 
goal-directed behavior (learning, 
preparing and role modeling) in 
order to strive for the desired  
position.  Police officers in particular  
naturally comprehend and appreci-
ate basic fairness in the workplace 

How do you prepare individuals for their next promotion 
or assignment prior to their appointment?
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How do you prepare individuals for their next promotion 
or assignment prior to their appointment?

and it has the effect of motivating 
them. Conversely, promotion or 
selection systems based on favor-
itism or popularity tend to de-moti-
vate good potential candidates. 

Assuming a candidate is motivat-
ed and the selection or promo-
tion system is fair, the next step 
in preparing individuals for new 
responsibilities is clearly communi-
cating to them what excellence and 
outstanding job performance looks 
like in the sought-after position. 
Once they are imparted with this 
wisdom, and form a clear realistic 
vision of themselves performing 
the new position successfully, they 
are ready to proceed. It is at this 
point that it becomes important to 
help them lay out the path to their 
goal. For example, if an individual 
is striving for a management level 
position, it helps to explain and 
demonstrate that the activities of 
management include planning, or-
ganizing, staffing, directing, coor-
dinating, reporting and budgeting 
(P.O.S.D.C.R.B).  If they can develop 
and sharpen all of those skills at 
the desired level, they will be well 
prepared when it comes time for 
the potential move.

Once candidates are motivated 
and they have a clear vision of 

their goal, it is time for their lead-
er to begin delegating tasks and 
responsibilities to them in order to 
help them grow into a new posi-
tion or role.  Delegating does not 
mean dumping, it means laying out 
specific tasks for them, explaining 
timetables and deliverables, and 
describing expectations for suc-
cess.  Once new tasks have been 
delegated, the leader should mon-
itor the subordinate’s work and 
help them overcome any obstacles 
they may encounter. At the same 
time, the leader should use his or 
her power and authority to help 
them accomplish the task. It may 
also be necessary to let them fail 
(without doing too much damage) 
so they can learn from their nega-
tive experiences, but not become 
discouraged.

Throughout the entire mentoring 
process, feedback from the lead-
er to the subordinate becomes 
critically important.  Positive 
reinforcement and praise of good 
job performance goes a long way 
toward building someone’s confi-
dence.  For example, if while they 
are working on a well-defined 
task, and along the way they write 
a good articulate interim report, 
letters or memos; successfully 
deescalate an irate stakeholder, 

or conduct effective background 
research that helps resolve a  
problem; let them know about 
it with ample praise in front of 
others. On the other hand, if they 
fail at any stage, explain the rea-
sons for their failure in private, but 
encourage them to clean up their 
own messes and let them know we 
all fail at times along the way.

One of the most important  
measures of a good leader is the 
extent to which he or she can 
put their own ego aside and truly 
mentor and develop subordinates.   
After all, future leaders are just 
as important as present leaders 
and mentors often acquire intense 
loyalty from those they mentor.

Chief	Dan	Flynn	has	been	the	Marietta	
Police Chief for 13 years. Prior to joining 
Marietta,	he	served	as	the	Savannah	
and	the	Savannah-Chatham	County	
Police Chief for six years.  He holds a 
Bachelor of Arts in Public Administra-
tion	and	a	Master	of	Public	Administra-
tion.	He	also	holds	graduate	certificates	
in Executive Leadership, Personnel 
Management	and	Labor	Relations,	and	
Total	Quality	Management.	Chief	Flynn	
is also a graduate of the FBI National 
Academy,	Senior	Management	Institute	
for Police and Law Enforcement Execu-
tive Development Seminar.
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Law enforcement leaders face an ongoing challenge 
of creating a culture that is conducive to not only 
keeping quality officers, but attracting new, quali-
fied candidates as well.  This challenge has recently 
been heightened with the drastic changes seen in the 
perception of law enforcement throughout our society 
and country.  It’s becoming more and more difficult to 
not only attract good police candidates, but also retain 
quality officers. To consistently achieve this, agency 
leaders must create a work environment that provides 
officers with a high degree of satisfaction and commit-
ment to the organization.

Research has shown the level of job satisfaction an 
employee enjoys is directly correlated with their 
commitment to an organization. Several factors impact 
the level of a police officer’s job satisfaction. First, the 
level of support a department provides its employees 
has a tremendous impact on officers’ job satisfaction. 
This includes the officers’ perception that department 
management is invested and interested in their pro-
fessional and personal welfare. A study by the Pew 
Research Center found only three in ten police officers 
are supportive of their department’s upper manage-
ment’s leadership approach (Morin, Parker, Stepler & 
Mercer, 2017). Because of this, police leaders have to 
be especially mindful of the inherent lack of trust line 
level officers have toward police management. 

Police chiefs and command staff must also be cogni-
zant of the importance of job satisfaction as it relates 
to officer productivity and commitment. There is no 

greater indicator of how well an employee produces 
than their satisfaction on the job (Macdonald, Kelly & 
Christen, 2019). 

Department effectiveness is also strongly related to 
employee organizational commitment. Regardless of 
how well structured, organized, or designed a depart-
ment may be, the most crucial component of organiza-
tional success is employee commitment. When leaders 
successfully create a culture where officers sense their 
role in achieving the department’s goals, vision, and 
mission are valued, they have a higher level of per-
sonal commitment and extra effort is more likely to be 
realized.

John Maxwell once stated every aspect of an or-
ganization rises and falls on leadership.  Employee 
satisfaction and commitment also rises and falls on 
leadership. To achieve this, it is imperative for agency 
leaders utilize a transformational leadership approach. 

Bernard Bass is one of the foundational researchers  
of transformational leadership theory.  His research  
focused on the transactional and transformational 
leadership approaches, which are both widely used 
in the law enforcement profession. Ultimately, Bass 
believed organizations led by transformational leaders 
who integrated transactional elements were signifi-
cantly more effective than leaders who only imple-
mented a transactional style of leadership.

Transactional leadership is based on a cost-benefit 

Transformational Police
Leadership Chief John Robison
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exchange between the leader and the employee. 
Employees work to achieve rewards from their lead-
er. Leaders establish goals/expectations and provide 
awards contingent on employees achieving those 
goals.  Heavily structured, formal organizations, such 
as law enforcement agencies, are more conducive to 
a transactional leadership style. Employee motivation 
developed by this quid pro quo exchange can create a 
level of trust between the employee and their leader. 
The employee does what is expected of them and  
the leader provides the agreed upon reward (i.e. pay). 
If necessary, this leadership style can also punish 
employees for counterproductive behaviors. However, 
leaders who limit their approach to a transactional 
approach often miss valuable opportunities to inspire 
followers to strive to go beyond their own self-interest. 
Instead of officers only being concerned with their 
own personal goals, which correlates with transaction-
al leadership, the most effective leaders understand 
the importance of employees being led in a manner 
that will result in them focusing on achieving the great-
er good of the organization.

Copious amounts of research have demonstrated a 
transformational approach to leadership is more likely 
to result in a higher level of employee job satisfaction 
and organizational commitment. Bernard Bass de 
scribed this leadership style as:

Authentic transformational leaders motivate follow-
ers to work for transcendental goals that go beyond 
immediate self-interest. What is right and good to do 

becomes important. Transformational leaders move 
followers to transcend their own self-interest for the 
good of the group, organization, or country.  
Transformational leaders motivate followers and other 
constituencies to do more than they originally expect-
ed to do as they strive to higher-order outcomes (Bass 
& Avolio, 1993).

Bass’ theory characterizes four specific aspects of 
transformational leadership:  

• Idealized Influence: This relates to the leader’s 
ability to provide a role model for followers.  The 
leader understands the importance of modeling 
integrity and focuses on the needs of others. 

• Inspirational Motivation: Leaders with a charismat-
ic style to motivate and inspire subordinates are 
more effective at communicating the mission and 
vision of the organization, to ensure followers have 
a clear understanding of the leader’s expectations. 

• Intellectual Stimulation: This refers to a leader’s 
ability to encourage subordinates to employ 
creativity and innovation. The goal is to always 
be improving, even when risk taking is needed to 
accomplish those goals. 

• Individualized Consideration: The leader provides 
special attention to tailor developmental oppor-
tunities for the follower’s personal growth and 
empower them to make decisions regardless of 
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what their duties and responsibilities (Bass & Avo-
lio, 1993).

Police chiefs and command staff who engage in a 
transformational leadership style are perceived as 
being more approachable and responsive to their 
officers’ needs. They also create a more supportive 
organizational environment that is vital for improving 
employee satisfaction and quality of work. In turn, this 
creates a higher level of job commitment.  

Research conducted by Mary B. Sarver and Holly Miller 
demonstrated police chiefs engaging in a transforma-
tional leadership approach elicited a higher level of 
organizational commitment compared to chiefs en-
gaged in transactional or passive/avoidant leadership. 
That same research also showed officers were more 
satisfied with the specific leadership of his or her chief 
when transformational leadership was being imple-
mented. The inspirational component of transforma-
tional leaders and their ability to inspire subordinates 
to reach their full potential creates an impression the 
leaders are more effective than transactional leaders 
(Sarver & Miller, 2014).

Using this research as a foundation, a police leader-
ship research project was conducted in 2019 of nine 
Metro-Atlanta area police departments. Police chiefs 
and officers in each department were surveyed using 
an instrument specifically designed to derive data 
associated with transformational and transactional 
leadership characteristics. The findings of this study 
reinforced the results of other research on employee 
job satisfaction and organizational commitment. In 
agencies in which police chiefs engaged in a transfor-
mational leadership approach, officers experienced 

higher levels of job satisfaction and employee com-
mitment than in agencies where leaders relied upon a 
transactional approach. 

The officer survey results provided a clear indication of 
a positive correlation between transformational lead-
ership and job satisfaction.  The more police chiefs 
engage in transformational leadership dimensions, 
the higher the level of officer job satisfaction. As with 
job satisfaction, data derived from officer surveys 
also indicated a strong, positive correlation between 
transformational leadership and organizational com-
mitment. The more police chiefs engage in transforma-
tional leadership dimensions, the stronger the officers’ 
commitment to the department.

Another interesting finding was related to the police 
chief’s self-perception of their leadership style.  All of 
the chiefs surveyed rated themselves as transforma-
tional leaders. However, only 44% of these chiefs were 
identified as transformational leaders by their officers. 
This data indicates police chiefs may feel they are 
providing an effective leadership style that resonates 
with their subordinates and inspires job satisfaction 
and extra effort.  But, there was a clear disconnect 
between some of the police chiefs’ and their officers’ 
perception of their leadership style. Ultimately, howev-
er, the officer’s perspective is what is most important 
as it correlates with his or her level of job satisfaction 
and organizational commitment.  

While police chiefs can adequately manage depart-
ments utilizing other leadership styles, those seeking 
to successfully create a healthy culture must be willing 
to take ownership of improvements needed in their 
leadership approach.  To accomplish this, leaders must 

transformational police leadership
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first develop a level of situational awareness to recognize 
what needs to be changed and a willingness to seek out the 
tools needed to make those changes. 

Being a police officer is an inherently difficult and danger-
ous profession.  Transformational leadership is not a new 
concept, but the intentional engagement with officers that 
is utilized with this approach is needed now more than ever.  
Officers who feel valued and engaged by leadership, expe-
rience more satisfaction and commitment to their depart-
ment.  In the end, this benefits the officers, the department, 
and most importantly, the citizens being served.
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As first responders, police officers 
have always needed basic first aid 
training. While emergency medical 
services (EMS) personnel provide 
the bulk of medical treatment in 
the field, officers regularly find they 
are the first to arrive at a scene 
where quick action is required to 
save someone’s life. The Gwinnett 
County Police Department (GCPD) 
recognized there were some rela-
tively basic things officers could do 
to keep patients alive until better 
trained and equipped personnel 
could arrive. The different types of 
first aid mentioned in this article 
have been incorporated into the 
program over several years. This 
program continues to evolve as 
new techniques and equipment are 
developed. In addition to basic first 
aid, GCPD officers regularly utilize 
tourniquets, chest seals, automated 
external defibrillators, and nalox-

one hydrochloride nasal spray. 

Tourniquets
Once a scene is secured, the priori-
ty transitions to treating the injured.  
With shooting and stabbing victims, 
it is critical to stop the bleeding. 
When someone has a traumatic 
injury to an arm or leg, the bleeding 
can be stopped relatively easi-
ly with a tourniquet. The use of 
tourniquets has been recorded as 
far back as the battle of Flanders in 
1674.

GCPD initially introduced the use of 
commercially produced tourniquets 
with the SWAT team in 2003 as a 
way to bring tactical medicine to 
downed officers when access to 
traditional emergency medical per-
sonnel was not available. Starting 
in 2011, every officer in the depart-
ment was trained how to make an 

improvised tourniquet using their 
uniform shirt, or pants, and their 
expandable baton. In 2014, com-
mercially manufactured tourniquets 
were issued to officers throughout 
the department. Since then, GCPD 
has had 75 confirmed uses of 
tourniquets. The majority of these 
tourniquets were applied to shoot-
ing victims (55). Other uses include 
nine stabbing victims as well as 
persons in automobile accidents, 
bitten by stray dogs, and one sub-
ject who was bitten by a police K9. 
It is hard to determine exactly how 
many of these applications resulted 
in saving someone’s life, but one 
of the great benefits to the tourni-
quet is that there is very little in the 
way of risk regarding its use. Since 
tourniquets have been introduced, 
the agency has never received a 
complaint or legal claim regarding 
the application of a tourniquet. 

First Aid in  
Law Enforcement
Lt. J.D. Griffin
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Commercially manufactured tourniquets come with a 
holster for attachment to officer’s duty gear to ensure 
they are always available and cost about $40 each. 

Chest Seals
When officers received tourniquets, they were also 
trained in the use of chest seals. The chest seal itself is 
pretty straightforward; it is a large occlusive dressing 
that prevents air from passing through it. The thoracic 
cavity, also called the chest cavity, is the area of the 
body that contains the lungs. When an object punc-
tures the cavity, it is possible for air to be sucked into 
the body cavity. If air becomes trapped in the cavity, it 
can put pressure on the lung. Every time the individual 
inhales they can suck more air into the thoracic cavity 
building more pressure and prevent the lung from 
being able to expand. As a result, less air is breathed 
into the lung from the mouth and 
nose, further hindering the lung’s 
ability to inflate (this is called a 
pneumothorax). The chest seal is a 
relatively simple solution that can 
be quickly applied. With a properly 
applied chest seal, an officer can 
reduce the building up of pressure 
in the thoracic cavity. This won’t 
fix the problem, but it can help 
to prevent it from getting worse 
until the patient can be provided 
care from a medical professional. 
Chest seals are sold in packs of 
two and sell for approximately 
$10 - $15 per pair. Each GCPD officer is issued a pair 
of chest seals and can be quickly resupplied after they 
are used. Since 2014, officers applied chest seals to 
at least 37 shooting victims and at least 6 stabbing 
victims.

Automated External Defibrillator (AED)
The agency began utilizing AED’s in 2015 and currently 
has 122 AED’s distributed throughout the department. 
A good number of these are mounted throughout the 
department’s facilities to ensure employees always 
have access to one nearby. The majority of AED’s, 
however, are at the precincts for issuance to officers 
as they go on patrol. This frequently helps out on calls 
where someone has gone into cardiac arrest and the 
officer is the first to arrive. When an officer determines 
a person has a very weak pulse, or no pulse at all, they 
can deploy the AED. Once opened, the AED provides 
the officer verbal instructions through its speaker. 
After the officer to attaches the pads (stickers with 
cables attached) to the patient, the device will begin to 
analyze their heart. The AED can recommend that the 
officer administer a shock to the individual or to begin 

chest compressions. The AED helps the officer to take 
the course of action that will be most beneficial to the 
patient as they provide first aid until EMS personnel ar-
rive.  Since the GCPD began tracking the use of these 
AED’s in 2018, officers have deployed them on 32 pa-
tients. AED’s are the most expensive item mentioned 
in this article and typically cost around $1000 each.

A recent survey of Georgia police agencies revealed 153  
departments issue NARCAN to their officers. Of these agencies: 

66% (N=101) reported they had administered the drug to  
persons who had overdosed for a total of more than 847 instances  

 
24%  (N=22) of departments follow-up with the person who 
overdosed at a later date

First Aid in Law Enforcement
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Naloxone HCl Nasal Spray
Opioids can adversely affect the body in several ways, 
however, the primary danger for opioids is they affect 
the brain’s ability to regulate the rate and depth of 
breathing. Essentially, breathing is slowed to the point 
the brain essentially forgets to breathe and death oc-
curs. Naloxone hydrochloride, also referred to as Nar-
can, is a drug that can counteract the immediate effects 
of opioids on the body. It can be easily administered 
into the nose with a nasal spray. One of the advantages 
of using naloxone is it can be used on children as well 
as adults and will have no adverse effect on someone 
who has not taken opioids. Like other emergency care, 
naloxone hydrochloride is a temporary treatment and 
the patient still requires additional care by medical 
professionals. Officers encountering a subject who has 
overdosed on heroin, or other opioids, will frequently 
observe agonal breathing and pinpoint pupils. Typically, 
an officer will also observe evidence of drug use such 
as needle marks on an arm or leg or paraphernalia 
lying near the subject. Although information from other 
persons is not always forthcoming, officers may receive 
confirmation from a friend or family member the indi-
vidual had been using an opioid. Every GCPD officer is 
issued their own unit of naloxone nasal spray. Addition-
ally, extra doses of naloxone are stored in AED cases 
issued to officers as they go on patrol. To ensure staff 
are prepared to emergencies within the department 
facilities, additional doses are stored in the evidence 
processing area in the event an officer is accidental ex-
posed to an opioid while packaging drugs. Detectives 
also have access to Naloxone in the event a person 
in an interview room consumes drugs hidden on their 
person, or have delayed effects from a drug they had 
taken prior to being brought in the department. GCPD 
officers began administering naloxone hydrochloride in 
2016 and have done so 55 times. 

The Gwinnett County Police Department’s program is 
overseen by the Medical Director for Gwinnett County 
Department of Fire and Emergency Services. As part 
of this agreement, the director prescribes the medica-
tion and provides oversight for the agency’s naloxone 

program including reviews of department’s training, or-
ders for use, and accountability processes. In Georgia, 
naloxone hydrochloride is also available for purchase 
through a statewide standing prescription, but depart-
ments still require training and a protocol for use. 

Training
Training for GCPD officers for the products and tech-
niques mentioned in this article has been provided by 
Gwinnett County Department of Fire and Emergen-
cy Services personnel as well as GCPD officers who 
maintain their certifications as EMT’s. The National 
Association of Emergency Medical Technicians (NAEMT) 
also provides training specifically designed for law en-
forcement entitled “Tactical Emergency Casualty Care” 
(TECC-LEO). 

In closing, police officers are often the first persons to 
arrive at a scene where someone needs emergency 
first aid. This is the case in urban environments where 
traffic congestion can slow the raesponse of emer-
gency medical personnel as well as rural communities 
where EMS response requires them to drive longer dis-
tances. While we tend to assume the individual needing 
assistance will be a private citizen, it is very likely the 
person requiring treatment may be a police officer. 
To ensure officers are equipped to respond to these 
emergencies, it is important for agencies to consider 
providing staff with basic first aid equipment as well as 
the items described above. In addition to these sup-
plies, it is also critical officers attend regular training on 
the proper response and use of these supplies.

First Aid in Law Enforcement
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America’s First Responders 
Act of 2020  

On August 14, 2020, President Donald Trump signed the “Safeguard-
ing America’s First Responders Act” extending death and disability 
benefits under the Public Safety Officers’ Benefits (PSOB) who die 
or become injured as a result of COVID-19.  For purposes of death 
and disability benefits, this bill creates a general presumption that a 
public safety officer who contracts the disease did so as a result while 
on-duty.  This eliminates the burden of proof from an officer or family 
survivor having to know where the officer contracted the virus

The PSOB will process all claims submitted for death, disability 
and education benefits for public safety officers and survivors of 
public safety officers who are killed or injured in the line of duty.   
At the present time, the one lump sum, tax free death benefit is 
$365,670.00.  Required forms for filing are located on their website 
https://psob.bja.ojp.gov/ and for questions, contact them at 1-888-
744-6513.

     

Roger D. Parker, Executive Director
Georgia Concerns of Police Survivors

https://psob.bja.ojp.gov

1-888-744-6513

https://psob.bja.ojp.gov/
https://psob.bja.ojp.gov
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Police agencies are constantly working to enhance 
the quality of their officers, hold them accountable 
to established standards, and provide the resourc-
es needed to improve the quality of their lives.  In 
an effort to support these goals, the Georgia Peace 
Officer Standards and Training (POST) Council recently 
approved several revisions to the POST Rules. 
 
First, there were several minor rule modifications:

• Retired Law Enforcement Credentials - brought 
the verbiage in the rule in line with recent chang-
es in state legislation; 

• POST Pre-Investigative Consent Orders (PICOs) – 
requires the order to go into effect as soon as it 
is signed by the POST Executive Director and the 
POST Council Chairman. Previously, there was a 
30-day waiting period. 

• Voluntary Surrendering of POST Certification 
- when an officer surrenders a certification, it 
will be treated as a revocation and can only be 
reinstated through the petitioning of Council for 
reinstatement. 

In addition, there were three Rule changes that will 
significantly affect the process required of candidates 
submitting basic law enforcement applications to 
attend the academy. These include a Code of Conduct 
Agreement, Psychological Assessment, and Physical 
Ability Testing.
 
Code of Conduct Agreements
Any officer receiving a basic certification after Janu-
ary 1, 2021, must submit a notarized Officer Code of 
Conduct Agreement on forms approved by Council.  
This form states the officer understands and acknowl-
edges that certain serious offenses can cause their 
certification to be sanctioned, by POST, up to and 
including revocation.

These offenses are as follows: 

1. A conviction, plea of guilty, plea of no contest or 
admission of guilt (regardless of withheld adjudi-
cation) to a felony, a crime punishable by a sen-
tence of more than one year, or a crime of moral 
turpitude in this or any other jurisdiction; 

2. Unlawful use of a controlled substance;
3. The use of excessive or unwarranted force in deal-

ing with the public and/or prisoners;
4. Dangerous or unsafe practices involving firearms 

or their security, weapons, or vehicles which in-
dicate either a willful or wanton disregard for the 
safety of persons or property;

5. Physical or psychological abuse of members of 
the public or prisoners;

6. Any act of domestic violence;
7. Misrepresentation of employment-related infor-

mation;
8. Willfully making a false, misleading, incomplete, 

deceitful or incorrect statement(s) to a law en-
forcement officer, agency, or representative, 
except when required by departmental policy or 
by the laws of this state;

9. Willfully making a false, misleading, incomplete, 
deceitful, or incorrect statement(s) to any court of 
competent jurisdiction, or to their staff members, 
whether under oath or not;

10. Willfully providing a false, misleading, incomplete, 
deceitful, or incorrect information on a document, 
record, report, or form, except when required by 
departmental policy or the laws of this state;

11. Willfully cheating or aiding another in cheating on 
any required testing procedures conducted in the 
scope of one’s official duties. Note: No superior 
officer appointed over you has the authority to 
compel you to cheat or authorize you to cheat and 
as such, this is not a valid defense;

12. Willfully obeying the direction of a superior officer 
who has issued an apparent unlawful command 
or order. When uncertain as to the legitimacy or 
legality of the command it is incumbent upon me 

<<Evolving Standards for GeorgiA Law Enforcement
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to seek clarification from the issuing officer or that 
officer’s superior.

 
This agreement must be signed and notarized as a 
part of the basic law enforcement application.
 
Psychological Affidavits for Persons Seeking  
Certification
 
Over the years, there have been many cases where of-
ficers had problems in their jobs due to mental or emo-
tional issues that were either not disclosed or were 
unknown at the time they submitted their application. 
Post-Traumatic Stress Disorder (PTSD) is a very real 
issue with many peace officers. Often when soldiers 
leave the military, they look for jobs in the field of law 
enforcement. By and large, these military heroes make 
fine peace officers. However, sometimes the stress of 
the job can cause problems that end up endangering 
an officer’s career or, even worse, someone’s life. Also, 
PTSD is not just confined to military personnel, individ-
uals from all walks of life are susceptible. 

Pursuant to this, POST Council thought it was im-
portant for all candidates being considered for a law 
enforcement position submit to a psychological eval-
uation .  However, many physicians conducting physi-
cals across the state have been hesitant to sign off on 
an applicant’s mental and emotional wellness because 
they did not specialize in that area of medicine. 
Each agency, or academy for preservice applicants, 
will be required to submit the POST psychological 
affidavit as a part of the basic mandate school appli-
cation. This will take the evaluation out of the hands 
of a medical doctor and place it on a doctor trained to 
make these decisions. 
 
POST took no stance on which psychological tests 
are to be taken. That determination is left up to the 
licensed psychiatrist or psychologist. Agencies and 
academies will be permitted to determine who would 
provide each officer’s evaluation. Once the evaluation 

is completed and signed by the doctor, then the agen-
cy or academy can complete the POST psychological 
affidavit portion of the candidate’s application.

1. As part of this requirement, candidates must be 
found, after examination by a licensed psychiatrist 
or psychologist, to be free from any emotional or 
mental conditions which might adversely affect 
his/her exercising the powers or duties of a peace 
officer; 

2. Each agency must submit an affidavit acknowledg-
ing that a psychological evaluation to determine 
suitability as a law enforcement officer was con-
ducted on each application for certification, on 
forms approved by Council; or

3. Each academy director must submit an affidavit 
acknowledging that a psychological evaluation to 
determine suitability as a law enforcement officer 
was conducted on each pre-service applicant for 
certification, on forms approved by Council. 

Mandatory Physical Ability Testing 
Finally, beginning January 1, 2021, each candidate 
enrolled in a basic law enforcement course at any law 
enforcement academy in the state will be required to 
satisfactorily complete the Physical Ability Test (PAT) 
prior to starting the academy. POST worked hand-in-
hand with the Georgia Public Safety Training Center 
(GPSTC), and other agencies, to develop this test. 

POST Executive Director Mike Ayers, along with GPSTC 
staff, travelled to the South Carolina Criminal Justice 
Academy in Columbia, SC, to view their test and watch 
several students run the course. The PAT has been val-
idated and approved by the Federal Law Enforcement 
Training Center and is now the POST approved PAT for 
all basic law enforcement candidates. 

The test is basically a timed obstacle course (See the 
map below). The course is designed to be conducted 
in an area slightly larger than half of a basketball court 
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and must be completed in 2 min-
utes, six seconds or less.  

The candidate starts by completing 
1¾ laps around the outside of the 
course before entering and follow-
ing the pattern shown on the map.  
 
Candidates must jump two small 
hurdles, climb a flight of stairs, 
descend the flight of stairs, go 
around a cone and continue back 
up and down the stairs again. The 
candidate jumps over more hurdles 
and must go under a bar that is 2 
½ feet high. If the candidate fails to 
negotiate the low crawl correctly, 
there is a two-second time penalty.  
 
More running and a leap across a 
simulated 6-foot gap representing 
a large ditch. If either foot hits the 
tape, there is another two second 
time penalty. The candidate can opt 
to skip the jump and take the two 
second time penalty as well.  
 
Running back across the floor, the 
candidate must negotiate a 4-foot-
high chain link fence panel, round 
the cone and run back across the 
floor. Now the candidate must 
climb through a standard sized 
window, which is four feet high, 
and, once safely through it, drag 
a 150-pound dummy a distance of 
20 feet until the dummy is across 
the designated line. Finally, one lap 
around the outside of the course 
must be completed to finish.
 

While it has not been a requirement 
for entry into the academy in the 
past, GPSTC has been running this 
PAT in the basic mandate courses 
for almost a year to gather num-
bers for the study. The PAT has a 
very high success rate and a very 
interesting correlation. GPSTC staff 
determined a large percentage of 
the candidates who had “failed 
the test” eventually had problems 
academically and/or behaviorally 
before they reached the end of ba-
sic training. Many of these students 
failed out. This suggests candidates 
who are not capable of meeting the 
minimum physical ability standards 
will likely also have academic and/
or behavioral issues.

In closing, POST feels these rule 
changes and the inclusion of the 
PAT at the academies, will help in 
its mission to provide the citizens  
of Georgia with qualified,  

professionally trained, ethical and 
competent peace officers and  
criminal justice professionals.

Jeff	Miller	has	been	with	Georgia	POST	
for 6 years where he currently serves as 
Director	of	the	Certification	and	Train-
ing Standards Division.
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District 2
Chief Allen Powell was appointed 
as Chief of the Grady County School 
System on July 1, 2020.

Georgia Southwestern University 
Police Chief, Michael Tracy, retired 
on July 31, 2020.

Michael Lewis was named as Inter-
im Chief for the Georgia Southwest-
ern University Police Department on 
August 1, 2020.

The Cairo Police Department 
opened their new $3.5 million, 
12,000 square-foot police facility on 
September 16, 2020.

District 3
Jamell Davis was appointed as 
Chief of the Stewart County School 
System Police on July 27, 2020.

Chief Lou Dekmar and the La-
Grange Police Department were 
named as a finalist for the Dr. Curtis 
McClung Award for Excellence at the 
GACP Summer Training Conference 
for their “Outreach/Trust Building” 
initiative.

Laura Bennett was appointed 
Interim Chief with Columbus State 
University Police on September 1, 
2020.

District 4
Chief Rachael Hart and the 
Oglethorpe Police Department  
received the Dr. Curtis McClung 
Award for Excellence at the GACP 
Summer Training Conference for the 
“Southwest Georgia Community Po-
licing Resource Center”. Chief Hart 
has also been asked to give a virtual 
presentation at the upcoming 2020 
IACP Conference.

James Mills was named Police 
Chief of the Soperton Police Depart-
ment on August 10, 2020. 
Chad Conley was appointed Police 
Chief for Ideal Police Department, 
August 11, 2020.

Chief Anita Allen of Fort Valley 
State University received an award 
for Newcomer of the Year at the 14th 
Annual Grantsmanship Training & 
Recognition Institute

District 5
Chief Tommy Cox and the Way-
cross Police Department were 
awarded Recertification with the 
Georgia Law Enforcement State Cer-
tification Program on July 15, 2020

Baxley Police Chief James God-
frey Retired August 31, 2020 after 
44 years of service and 32 as the 
department’s chief. He was also 
awarded GACP Life Membership at 
the September 23, 2020 Executive 
Board Meeting.

Jeffery Taylor was appointed as the 
new chief for Baxley Police Chief 
effective September 1, 2020.

District 5
Jay Wiggins was named Chief of 
the Glynn County Police Depart-
ment. He has 31 years of experience 
including 27 with Glynn County 
where he has served in a variety of 
positions within the Department as 
well as the county’s EMA Director.
 
District 6
Chief A. B. Jeffcoat and the 
Bloomingdale Police Department 
were awarded Recertification with 
the Georgia Law Enforcement State 
Certification Program on July 15, 
2020.

Chief Laura A. McCullough and 
the Georgia Southern Police Depart-
ment were awarded Recertification 
with the Georgia Law Enforcement 
State Certification Program on July 
15, 2020.

Chatham County Police Captain 
Gene Hanley was named to the 
‘International Association of Chiefs 
of Police (IACP) “2020 40 under 40 
Awardees’.”
 
District 7
Henry “Hank” Whiters was ap-
pointed as the Twin City Police Chief 
on August 20, 2020.

Louis Cook was appointed as In-
terim Chief for the Hepzibah Police 
Department on August 18, 2020.
 
District 8
Mitchell Moore was appointed as 
Chief of the Walker County School 
System on July 13, 2020.

around the state Police leaders across the state work hard every day to make their communities safe and influence others to make a positive difference.  Here are a few accomplishments we can celebrate from the past few months.
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District 8
Interim Chief Jennifer Jones was 
officially appointed as the Ringgold 
Police Chief on July 27, 2020.

District 9
Chief Chris Hodge and the Auburn 
Police Department were the first 
department to be awarded the Risk 
Reduction Certificate in the State 
of Georgia on October 1, 2020. 
This program is a joint program 
between the Georgia Association of 
Chiefs of Police and Local Govern-
ment Risk Management (LGRM). 

Chief Bruce Hedley and the 
Lilburn Police Department were 
awarded Recertification with the 
Georgia Law Enforcement State 
Certification Program on July 15, 
2020.
 
Chief Bruce Carlisle and the 
Lavonia Police Department were 
awarded Recertification with the 
Georgia Law Enforcement State 
Certification Program on July 15, 
2020.
 
Brett West was named the Gwin-
nett County Police Chief on July 18, 
2020.
 
Cleveland Williams was appointed 
as Chief of the Danielsville Police 
Department on August 4, 2020.

Joshua White was appointed as 
Chief of the Maysville Police De-
partment on August 16, 2020.

 

District 10
Covington Police Department 
moved into their new 26,000 sq. ft. 
facility the third week of February. 
Because of the COVID-19 pandem-
ic, the Open House Ceremony has 
been delayed. 

McDonough Chief Preston Dorsey 
was appointed as City Manager on 
May 1, 2020.
 
Assistant Chief Rodney Bryant 
was appointed as Interim Chief of 
the Atlanta Police Department on 
June 13, 2020.
 
Kenneth Noble was promoted to 
Police Chief of McDonough Police 
Department on July 20, 2020.

At the September 30, 2020 meet-
ing of the State of Georgia Board 
of Public Safety, the Board voted to 
approve the promotion of Lt. Colo-
nel Chris Wright to Colonel where 
he will serve as Commissioner of 
the Department of Public Safety.  
Major William Hitchens was pro-
moted to Lt. Colonel and will serve 
as the Deputy Commissioner of the 
Department of Public Safety.

District 11
Cherokee County Chief Marshal 
Ron Hunton retired August 28, 
2020 after 41 years of law enforce-
ment experience. Marshal Hunton 
began his career at the age of 20 
with the Powder Springs Police 
Department. Over the course of his 
career he served with the Marietta 
Police Department, Cobb Coun-
ty Police Department, Cherokee 
County Sheriff’s Office, and the last 
six years as the Chief Marshal for 
Cherokee County.
 
Chief Kerry Thomas and the 
Chamblee Police Department 
were awarded Recertification with 
the Georgia Law Enforcement State 
Certification Program on July 15, 
2020.

Brookhaven Police Chief Gary 
Yandura was named “Outstanding 
Police Chief of the Year for 2020 – 
2021” at the GACP Summer Train-
ing Conference in July.

Chief Dan Flynn and the Marietta 
Police Department were named as 
a finalist for the Dr. Curtis McClung 
Award for Excellence at the GACP 
Summer Training Conference in 
July for their “ASSIST” program.
 
The City of Milton opened their 
new public safety complex in 
August. The $13 complex includes 
a 25,000-square-foot police and 
court building, as well as a sepa-
rate 14,000-square-foot Fire Station 
44. 

Police leaders across the state work hard every day to make their communities safe and influence others to make a positive difference.  Here are a few accomplishments we can celebrate from the past few months.
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around the state
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Left	to	Right:	Chief	Bruce	Carlisle,	Lavonia;	Chief	Stoney	Mathis,	Fairburn;	Chief	Mark	Scott,	Amer-
icus;	Chief	Wesley	Walker,	Lyons;	City	of	Lyons	Mayor	Willis	D.	NeSmith,	Jr.;	Chief	Bruce	Hedley,	
Lilburn;	Chief	Alan	Rowe,	Valdosta	State	University.

Chief Rachael Hart and the Oglethorpe Police 
Department received the Dr. Curtis McClung 
Award for Excellence at the GACP Summer 
Training Conference for the “Southwest Georgia 
Community Policing Resource Center”. 

Brookhaven Police Chief Gary Yandura was named  
“Outstanding Police Chief of the Year for 2020 – 2021”  
at the GACP Summer Training Conference in July.

The Lyons City Council proclaimed 
August 12, 2020 “Wesley Walker 
Day” in honor of their Police Chief. 
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Using DNA to 
Solve Cold Cases               AMY HUTSELL
In 1999, Lorenzo Williams raped three women within 
a 3-mile radius in Cobb County, Georgia. In each case, 
the victim awoke early in the morning in her own bed 
to find an intruder standing over her. Each woman im-
mediately reported her assault and received a forensic 
medical exam to collect and preserve DNA evidence. 
Sexual assault kits from each attack were sent to the 
Georgia Bureau of Investigation Department of Foren-
sic Sciences where DNA profiles were developed and 
uploaded into CODIS. The three profiles were deter-
mined to be identical. Investigators were dealing with 
a serial rapist, but no offender match was found in 
CODIS. Lorenzo Williams’ identity remained unknown 
for twenty years until the Georgia Sexual Assault Kit 
Initiative (GA SAKI) Task Force re-examined cold cases.
The GA SAKI Task Force is a project funded by a 3-mil-
lion-dollar grant received by the Sexual Assault Unit 
at the Georgia Criminal Justice Coordinating Council 
(CJCC). The project, funded by the Bureau of Justice 
Assistance, supports the investigation and prosecution 

of cold case sexual assaults that have resulted from 
sexual assault kit backlog testing and provides advo-
cacy for the victims in these cases. It also supports 
advanced DNA testing in cold case sexual assaults and 
homicides. In the Williams case, funds were used for 
this type of testing to determine the suspect’s identity.

Advanced DNA Testing
The Combined DNA Index database (CODIS) was 
implemented in 1989. It contains over 13 million of-
fender profiles. It has been used in over 390,000 
investigations, but investigators may not always get a 
CODIS hit. One of three possible outcomes occur when 
performing a search in CODIS:   

1. a match to a known offender (CODIS hit)
2. a match to an unknown offender (CODIS hit)
3. no match (no known profile in CODIS, but DNA 
remains in CODIS as a potential match for a future 
investigation)
 
When there is no match or a match to an unknown 
offender, as in the Williams case, investigators still 
have options. Investigators should conduct a physical 
examination of any other physical evidence in agency 
case tracking systems. If something was missed, or 
if investigators think modern advances in DNA test-
ing can be utilized, they should seek input from the 
crime lab. Crime lab personnel can provide input on 
evidence to be tested or retested and the best testing 
methods. 
 
Some advanced DNA testing methods are:
DNA Phenotyping predicts the physical characteristics 
of a suspect from DNA. It is used to help solve human 
remains cases, or as in the Williams case, it was used 
to generate possible leads. It can also be useful in 
narrowing a suspect list.  It is used in both active and 
cold case investigations.  Phenotyping is very detailed 
and includes eye color, skin color, freckling, and face 
shape.  

Don’t forget latent prints! Latent 
fingerprints are often overlooked in 
these cases. If they are available, they 
should be reviewed for database entry. 
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Source: parabon-nanolabs.com

Genetic Genealogy combines genetic analysis and 
genetic research of family histories. It can be used 
to connect DNA profiles obtained from remains to 
missing persons. It can also be used to identify an 
unknown suspect, as it was in the Williams case. The 
genetic genealogy search yielded several related 
matches to Williams’ (at the time, unknown) DNA sam-
ple. Those related matches were narrowed down by 
genetic investigators to identify Williams as the sus-

pect using a sort of reverse family tree methodology. 
In simple terms, relatives of the unknown DNA profile’s 
subject were identified, and the family tree was exam-
ined to determine whom among them were the likely 
suspect. Based primarily on Williams’ county of resi-
dence at the time of the crime, he was determined to 
be the primary suspect.  But would the genetic find-
ings in the Williams case be enough to build a strong 
case for prosecution? Likely no. Investigators in the 
Williams case were able to use the genetic genealogy 
results and other evidence obtained by traditional 
investigative methods to obtain a search warrant to 
collect Williams’ DNA. They traveled to Arkansas to ex-
ecute the warrant and presented swabs to the Georgia 
crime lab for analysis. 

A match was obtained to confirm that Williams was 
the preparator. In this case, the DNA confirmation has 
never been used in court, because Williams committed 
suicide the day after his DNA was collected. According 
to the GA SAKI/Cobb County prosecutor assigned to 
the case Theresa Schiefer, it would have been the key 
to getting a conviction on lead charges of three counts 
of rape.

Familial DNA searches are not currently provided by 
the crime lab in Georgia, but it could have been the 
first step. What is the difference between a genetic 
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genealogy search and familial DNA search? Familial 
DNA searches are often utilized, in states that allow 
them, prior to conducting genetic genealogy search-
es because they utilize government owned criminal 
databases. For example, a crime scene profile can be 
entered into a state database to create a list of profiles 
that are genetically similar to the DNA collected at the 
crime scene. This generates a valuable investigative 
lead. While the suspect will not be directly identified, 
investigators may have insight into the identity of the 
suspect’s family members. By comparison, the genetic 
genealogy search process does not utilize government 
owned databases and can be expensive. Genetic 
Genealogy searches utilize public databases also used 
by individuals searching for their own relatives, such 
as GEDMatch. GEDMatch provides free, open-source 
access to anyone seeking to find ancestors and family 
members by uploading their DNA profile data. Upon 
enrollment, users are given a choice of four levels of 
privacy: Private, Research, Public + Opt Out, and Public 
+ Opt In. Users may change their privacy preference at 
any time. Public + Opt In is the most open access, al-
lowing a user’s profile to be compared to other profiles 
in the database. This is how law enforcement uses 
GEDMatch for investigative purposes. Currently, there 
are approximately 280,000 users who have “opted in” 
through the GEDMatch database.

A discussion of cold case investigations would not 
be complete with out mentioning the FBI’s ViCAP 
database as an investigative tool. The Violent Crimi-
nal 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. The more cases entered, the stronger 
the investigative tool. Georgia law enforcement agen-
cies should 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 sim-
ilar case characteristics. The GA SAKI Task Force can 
assist with ViCAP entry to help alleviate the manpower 
burden of ViCAP entry.

Victim Impact
Nicole Ebbeskotte was one of the victims in the Wil-
liams case. Trauma associated with sexual assault can 
last a lifetime, but her experience sparked a passion 
for creating systemic change. In addition to working 
in law enforcement and as a legislative consultant, 
Nicole is now serving on CJCC’s Survivor Advisory 
Council. Nichole says, of the DNA testing used to solve 
her case, “Without the Georgia SAKI Task Force, and 
the DNA testing used in my case, I would have likely 
never gotten the closure I had desperately wanted for 
so many years.” – Nicole Ebbeskotte 
Schiefer concurs and considers the case as one of the 
most inspiring of her career. 

“Providing notification to the victims in the Williams 
case was extremely rewarding for me. One of our vic-
tims stated that she had watched cold case TV shows 
for years and wondered when it would be her turn. 
That really resonated with me.” -Theresa Schiefer
As part of the GA SAKI Task Force, Schiefer works 
collaboratively with a task force coordinator, investiga-
tors, advocates, and other prosecutors. In addition to 
the advanced DNA resources the grant provides, they 
have access to the consultation services of a certified 
criminal profiler. Meetings are held biweekly to bring 
together the collective expertise of the task force. Cas-
es like the Lorenzo Williams case are included as part 
of routine case reviews to determine if advanced DNA 
testing can be helpful to investigations in jurisdictions 
across the state. 

If you have a cold case homicide or sexual assault 
case in Georgia that you would like to be considered 
for a GA SAKI Task Force consultation, ViCAP entry or 
advanced DNA testing, please email Amy Hutsell at 
Amy.Hutsell@cjcc.ga.gov.

 

Amy Hutsell has over 15 years’ experi-
ence in sexual assault and child sexu-
al abuse services. She currently is the 
Program Director for the Sexual Assault, 
Child	Abuse	and	Human	Trafficking	
Unit with Georgia’s Criminal Justice 
Coordinating 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	
Assault	Kit	Initiative	(SAKI)	Task	Force.

mailto:Amy.Hutsell@cjcc.ga.gov
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Author and founder of the Table 
Group, Patrick Lencioni, describes 
one of the most important roles of 
a Chief Executive Officer (CEO) as 
being the “CRO – Chief Reminding 
Officer”. Never is that role more 
important than during a crisis. To 
say the law enforcement profession 
has been in crisis mode during 
most of 2020 would be a gross 
understatement. Between dealing 
with a global pandemic and a level 
of unrest and anti-police rhetoric, 
law enforcement leaders are facing 
challenges like never before in this 
great profession of ours.
Most leaders would agree com-
munication is one of the keys to 
running a successful organization. 
The problem is, so many chiefs are 
not as intentional as they should be 
and lose sight of just how import-
ant it is to communicate well and 

often, especially when leading a 
team through difficult circumstanc-
es. Most leaders never purposely 
neglect communication, rather they 
get caught up in the minutia of the 
job as they are pulled in more di-
rections than normal. There are two 
areas police leaders must espe-
cially act as CRO when navigating 
through a crisis. Both those areas 
center around the concept of value.

Remind your team of their value: In 
March of this year, our profession 
started seeing police officers being 
concerned not only about their 
health, but also the health of their 
families because of COVID-19. For 
families of law enforcement offi-
cers, there is already a high level of 
stress due to the danger their loved 
one’s face while on the job. This 
danger and stress was enhanced 

by a new and unknown enemy in 
the form of a virus. Then, on May 
25th, the horrific death of George 
Floyd occurred, and the profession 
was vilified nationwide. Officers 
went from being recognized as 
front line heroes to being accused 
of being abusive and reckless with 
citizens and government officials 
crying out to defund the police. 

Now, more than ever, officers need 
to be reminded how valuable they 
are to their chief, department, and 
community. Most officers have 
gotten used to having to drown out 
the noise that comes along with 
anti-police rhetoric. However, every 
officer needs to know his/her chief 
and command staff support them, 
believe in them and truly value who 
they are and what they do.

Being the Chief Reminder Officer
Chief John Robison 
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Remind your team of your department’s values and 
mission: Every department should have a clearly de-
fined mission and values that provide absolute clarity 
on why each officer comes to work every day. Our 
mission is our “why” as described by author Simon 
Sinek, and our values are the guardrails we work with-
in when on the job. In Alpharetta, it is all about 
the quality of life of our citizens (mission) 
and valuing excellence with integrity, selfless 
service and always exhibiting a courageous 
spirit (values). It is especially important during 
difficult times to ensure officers are reminded 
of the importance of striving after the mission 
and living out the associated values while 
on the job. It is so easy for us to lose sight 
of what is important and get distracted and 
disgruntled when the level of stress is higher 
than normal. Leaders must be intentional in 
keeping officers mission minded and empha-
size the values that are hopefully providing a 
foundation for a healthy culture.

There are numerous books written on effective com-
munication techniques in leadership. For the purpose 
of this article, the bottom line is leaders have to be 
more intentional than normal when it comes to com-
municating in a crisis. Staff need to hear from their 
leadership consistently and effectively. There is a lot 
for officers to be concerned about but feeling valued 
and effectively led should not be a part of those con-
cerns.

Agency leaders must be intentional in creating face 
time with their teams. The importance of face to face 
interaction (practicing social distancing of course!) will 
always provide the greatest bang for the buck commu-
nication-wise. Written communication through emails 
and thank you notes can also provide some CRO 
opportunities to each team member feel valued. This 
can also be used to remind them of the importance of 
the agency’s mission and values. Agency heads should 
always ensure we recognize those employees who 
exemplify the organization’s mission and values, es-
pecially during a crisis. By the way, one the best ways 

to promote the department’s mission and values is by 
making sure department leaders emulate them.

Being the chief CRO is important in the day to day op-
erations of the job. However, it is never more import-
ant than when leading teams through a crisis. As with 

every other aspect of leadership, its starts with being 
intentional. One of the blessings that can come from 
difficult times is seizing an opportunity to hammer 
home with officers what is truly important in the orga-
nization. . . . its officers and why they do what they do.

Chief Robison has been Director of the 
Alpharetta Department of Public Safety 
for 3 years and has 19 years of service. 
He holds a Doctorate of Public Admin-
istration	from	Valdosta	State	University,	
Masters	of	Public	Administration	from	
Columbus State University, Bachelor 
of	Science	in	Criminal	Justice	from	
Georgia State University. He is also a 
graduate for the Northwestern Univer-
sity	School	of	Police	Staff	and	Command.
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The least common denominator 
and most valuable resource in any 
police organization are its person-
nel. The quality of service a police 
department provides its community 
is directly related to the quality of 
its personnel.  Agencies across 
the country expend considerable 
resources each year to identify, re-
cruit, and select the most qualified 
candidates. 

Over the course of their career, 
officers are engaged in a stagger-
ing number of traumatic events.  
Isolated, extremely traumatic 
incidents such as an officer-in-
volved shooting, vehicle pursuit 
resulting in an injury or death, or a 
gruesome crime scene can have an 
immediate and significant impact 
on an individual.  At the same time, 
the cumulative effect of frequent, 
less impactful events is just as 
damaging as a very serious, isolat-
ed incident. For example, imagine 
extending your arms out from the 
body holding five-pound weights. 
At first, the weights can be held 
with ease. However, the longer the 

small weights are held the harder 
it is to keep the arms extended. 
Stress from small incidents has a 
similar impact on an individual. The 
stress from events such as the ad-
versarial nature of the legal system, 
inability to resolve a victim’s pain 
and feelings of insecurity, baseless 
complaints, constant need to de-
fend their actions, and conflicting 
administrative directives becomes 
very heavy. Compound this with the 
recent social unrest, rhetoric blam-
ing police for societal issues, and 
political efforts to defund police 
agencies the cumulative effect can 
be overwhelming. Over time, this 
stress compounds to create post 
traumatic issues that lead to social, 
mental, and physical health issues 
in our officers.

For decades, we have read about 
police cynicism, machismo, author-
itarianism, burnout, and fatigue. 
When stress ‘bottles-up’; the 
pressure must be released. Many 
individuals simply choose to opt 
out of the profession after their 
first few years. While some offi-

cers learn positive approaches to 
let off steam such as hobbies and 
exercise, others ignore or dismiss 
the symptoms. Eventually, the 
problem manifests itself in those 
who stay on the job in a variety of 
behavioral issues including a poor 
work ethic and inappropriate on 
and off-duty behavior. Some abuse 
alcohol, prescription drugs, or other 
self-medication options. Research 
has demonstrated police officers 
are an elevated risk of experiencing 
depression, anxiety, heart disease, 
diabetes, stokes, and other chronic 
diseases. 

The most troubling statistic is the 
number of officers who choose to 
take their own lives each year. In 
2019, the number of police officers 
who committed suicide (n=228) 
was almost twice as high as the 
number killed in the line of duty 
(n=132). All of these consequences 
come at a huge operational and 
financial cost to organizations. 1  

The police profession has failed to 
prepare officers how to maintain a 

Resiliency Training  
  for Officers in  
           Georgia Buddy Johnson
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balanced lifestyle and address the mental health chal-
lenges they will face over the course of their career. 
Despite the long-held recognition of stress associated 
with the profession and its resulting behaviors, no 
comprehensive strategies have been implemented to 
mitigate the problem. When officers struggling with side 
effects of stress reached out for help, they were often 
told by senior officers, supervisors, departments, and 
training academies “Suck it up, buttercup!”.  2

Recently, the Georgia Peace Officers Standards and 
Training Council (POST) began seeking a viable plan and 
training solution to strengthen officers’ resistance to 
stress and improve encounters with the public, without 
placing them in greater danger. 

As the ‘War on Terror’ continued for more than a de-
cade, the United States Armed Services identified the 
impact of stress from repeated deployments on service 
personnel as a serious issue. A global assessment 
tool was used to measure ‘psychological assets’ of 1.5 
million personnel. Findings of this assessment revealed 
military personnel using illicit drugs, committing violent 
crimes, or committing suicide were concentrated at 
the bottom of the psychological fitness curve.  Attrition 
from basic training was three times higher for persons 
scoring in the bottom 10%. Individuals returning from 
deployment experienced Post Traumatic Stress Disorder 
(PTSD) at one-third the rate of soldiers in the bottom 
10%. At the same time, personnel selected for early 
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promotion were in the top 25%. 

Because of these findings, treating psychological 
injuries and disease by managing and building psy-
chological strength became just as important as 
physical injuries and disease.  A resiliency training 
program was created for military personnel to combat 
Post Traumatic Syndrome Disorders (PTSD) caused by 
stressful experiences.  

This program has been adapted for law enforcement 
officers.  The premise of the training is simple: just like 
soldiers, police officers experience high and extremely 
stressful conditions. This program focuses on helping 
individuals develop their sense of personal wellbeing 
and addressing stressful encounters with a better 
mindset.

Recently, representatives from Georgia Peace Officer 
Standards and Training Council (POST), the Georgia 
Association of Chiefs of Police (GACP), and Geor-
gia Sheriff’s Association (GSA) attended a resiliency 
training program required for all officers in the State of 
New Jersey.  

The New Jersey program is composed of 12 modules 
that are focused on four domains: 

• Mental: The ability to effectively cope with unique 
mental stressors and challenges;
• Physical: The ability to adopt and sustain healthy 
behaviors needed to enhance health and wellbeing;
• Social: The ability to engage in healthy social net-
works that promote overall wellbeing and optimal 
relationships;
• Spiritual: The ability to strengthen a set of beliefs, 
principles, or values that sustain an individual’s sense 
of wellbeing and purpose. 3   

 

The program utilizes an interactive training format 
including role plays, videos, and discussions focusing 

on areas including:
 
• Learned Optimism
• Real-Time Resilience
• Signature Character Strengths
• Deliberate Breathing
• Managing Difficult Conversations 4

The goal of the program is to provide attendees with 
strategies and skills to manage stress, overcome chal-
lenges, and adapt to adversity.  The training provides 
individuals with a set of tools that can be used in any 
situation, at any time. In turn, this provides persons 
with a stronger foundation to handle the residual after-
math of stressful events. 

Research has shown officers completing resiliency 
training have an increased ability to regulate their re-
sponse to stress at work as well as in off-duty activity. 
They experience reduced levels of negative emotions 
and depression along with increased feelings of 
peacefulness and vitality. This resulted in improved 
communications, cooperation, and relationships at 
work as well as with their families.  5

Seasoned officers attending the training reported they 
were literally changed by the course.  Many noted they 
did not realize how the residual aspects of stress had 
affected them daily.  Not only did the training enable 
them to address the past, they began to view the job 
as a positive and meaningful profession.

It is important to note resiliency training complements 
other programs including crisis intervention and peer 
support which are designed to provide an immedi-
ate response to help stabilize an individual. Based 
upon the premise it is ‘okay to not be okay’, the three 
programs provide a 360 degree approach to prevent, 
respond, and recover from the effects of stressful 
events.  Talking to someone during those times is 
acceptable and encouraged.

Resiliency Training for Officers in Georgia 
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At its September 9, 2020 meeting, the Georgia POST Council approved 
the proposal to move forward with implementing resiliency training for 
Georgia’s law enforcement officers.  In the coming months, a group of 
20 - 25 master resiliency training officers (MTO) will be identified.  These 
Master Instructors will be responsible for training approximately 180 in-
structors across the state to serve as resiliency training officers (RTO). It 
is expected agencies will be able to begin training of officers across the 
state of Georgia in 2022.

Agencies have an obligation to train officers how to protect themselves 
and the public they serve. Department leaders must begin to consider 
that each officer is an investment to be nurtured, cultivated and devel-
oped over time. This must include giving them the tools to not only keep 
them tactically outfitted, but more importantly mentally and physically 
capable to handle the stresses that inevitably comes with the job.  

This training will help agencies ensure officers cultivate effective, posi-
tive, healthy, sense of well-being. Leading to individuals who are happier 
in both their personal and professional lives. 

To accomplish this, it is incumbent on police executives to build a cul-
ture making resiliency a priority. Processes need to be embedded in 
training, supervision, and performance appraisal systems supporting the 
program. Those leaders accomplishing this will enjoy a stronger, more 
positive work environment with lowering attrition, increased applicants, 
reduced absenteeism and sickness, outstanding morale, productivity, 
and public support.

Resiliency Training for Officers in Georgia 

Buddy Johnson is the County  
Administrator for Grady County 
Georgia.  He served for 27 years  
with the Georgia State Patrol where 
he	rose	from	Radio	Operator	to	
Troop	Commander	and	Captain	
of Southwest Georgia. He holds a 
Bachelor of Arts in Criminal Justice 
and	Master	of	Public	Administra-
tion. He is a graduate of the Georgia 
Command College and the 244th 
Session of the FBI Academy. He also 
serves	as	a	Master	Resiliency	Lead	
Instructor.
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Autism, or Autism Spectrum Disorder (ASD), refers to 
a group of complex neurodevelopment disorders that 
is characterized by repetitive behavior(s), impaired 
communication and social interaction abilities. Each 
individual is affected differently. Some persons with 
ASD are fully able to perform all activities of daily living 
while others require substantial support.1  According to 
the United States Centers for Disease Control (CDC), 1 
in 54 children (2.21%) and 1 in 45 Adults (1.85%) have 
ASD. 2  

An 18-month study of 284 children with autism found 
that 16% of the participants had an encounter with the 
police during the period. While verbally or physically 
aggressive behaviors were the primary reason for 
police involvement, most of the interactions did not 
result in the individual being arrested.  Almost half 
(49%) of the individuals’ parents reported officers had 
a calming affect on the individual or no effect (17%) 
at all. Approximately one-third of the encounters, the 
individual experienced an increased level of agitation. 
Parents reported being satisfied to very satisfied with 
the police officers’ encounters with the individuals 
68% of the time. 
 
Another study reported that up to 68% of persons with 
ASD will display aggressive behaviors at some time.   
Because of this, it is important for officers to have an 
awareness of the common indicators of individuals 
with ASD and how to interact with them. Agencies are 
encouraged to ensure first responders are provided 
training on responding to persons who have Autism. 
This should include how to recognize the behavior, 
appropriate responses, and familiarization of the 

different alert 
systems the 
agency may use to ensure they have a positive inter-
action and outcome. While agencies may achieve this 
through in-service training, Crisis Intervention Training 
(CIT) provides officers with the awareness to identify 
an issue, skills to de-escalate the incident, and re-
sources to refer individuals to other resources. 
 
To better prepare officers for encounters and increase 
the likelihood of a positive interaction, some agencies 
have implemented processes to alert officers they 
may be encountering a person with ASD. Some have 
created ‘vulnerable person registries’ or alerts in their 
Emergency Communication Center (ECC) databases 
that include the individual’s name, address, and other 
identifying information along with unique character-
istics and triggers for individuals with autism. In other 
cases, persons with ASD are provided cards to give 
officers identifying them has having autism. 
 
Another creative approach many agencies are now 
using are Autism alert decals. Designed by a police 
officer, Autism alert decals are the shape of a multi-col-
ored hand. While the decal may be blank, some con-
tain ‘buzz words’ imprinted on the palm to alert first 
responders of behaviors the Autistic person in crisis 
may exhibit. The words are reflective to ensure they 
are visible at night. 
 
When recommending the use of the decals, agencies 
should encourage they be placed on the rear window 
of their car and at entrances officers are most likely to 
use when they approach the residence. 

Preparing Officers for 
Encounters with Persons 
with Autism 
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First responders are encountering persons with 
ASD with increased frequency. Understanding the 
disorder, how it affects persons differently, and the 
best techniques to interact with persons in crisis are 
critical for a having a positive interaction. Agencies 
should also consider working with the community to 
improve their services by implementing processes 
to ensure first responders are alerted to individuals’ 
needs, through vulnerable person registries and 
Autism alert decals. 

 
 
 
 
 
 

 
 

 
 
 
 

NOTES 
________________________________
1 National Institute for Neurological Disorders and Strokes, 
https://www.ninds.nih.gov/Disorders/Patient-Caregiver-Educa-
tion/Fact-Sheets/Autism-Spectrum-Disorder-Fact-Sheet, Ac-
cessed 9/6/2020.
2 Autism Speaks, https://www.autismspeaks.org/science-news/
cdc-estimates-22-percent-adults-us-have-autism#:~:tex-
t=The%20Centers%20for%20Disease%20Control,2.21%20per-
cent%2C%20of%20U.S.%20adults. Accessed 9/6/2020
3 Ami Tin, Anna M. Palucka, Elspeth Bradley, Jonathan A. Weiss,  
Yona Lunsky, “Correlates of Police Involvement Among Adoles-
cents and Adults with Autism Spectrum Disorder”, Journal of 
Autism Development Disorder, Volume 47: 2639 -2647, (2017).
4 Lecavalier, L., “Behavioral and Emotional Problems in Young 
People with Pervasive Developmental Disorders: Relative Prev-
alence, Effects of Subject Characteristics, and Empirical Classifi-
cation, Journal of Autism and Developmental Disorders, Volume 
36: 1101 – 1114, (2006)

BUZZWORDS 
 
ECHOlalia – These persons have a tendency to 
repeat words/phrases rather than responding 
correctly.

HYPERSENSITIVE – Can be overstimulated by 
touch, lights or sounds. Officers should be careful 
when touching persons. In other cases they may 
be agitated by emergency equipment so officers 
consider turning them off when it is safe.

B/O (Blackouts) or VIOLENT – The person can 
become violent, not knowing it is happening, and 
have no recollection that it happened once the 
episode is over.

HARMS – The individual has a tendency to cause 
pain to themselves when over-stimulated.

FLIGHT – The person tends to flee. This can occur 
randomly or when overly stimulated.

NON-VERBAL – The person does not communi-
cate. First Responders should recognize the per-
son is not being defiant and their not speaking is 
a characteristic behavior for them.

Decals can be purchased for $6 from  
ProjectWhimsical2019@gmail.com

https://www.ninds.nih.gov/Disorders/Patient-Caregiver-Educa-tion/Fact-Sheets/Autism-Spectrum-Disorder-Fact-Sheet
https://www.ninds.nih.gov/Disorders/Patient-Caregiver-Educa-tion/Fact-Sheets/Autism-Spectrum-Disorder-Fact-Sheet
https://www.ninds.nih.gov/Disorders/Patient-Caregiver-Educa-tion/Fact-Sheets/Autism-Spectrum-Disorder-Fact-Sheet
https://www.autismspeaks.org/science-news/
mailto:ProjectWhimsical2019@gmail.com
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RESEARCH

Body worn cameras (BWCs) were 
first employed in the United States 
in 2012.  Soon after the contro-
versial death of Michael Brown in 
Ferguson, Missouri in 2014, com-
munities across the nation expe-
dited their implementation of the 
technology. While many agencies 
are using BWCs, ranging from very 
small to very large, some have not 
been able to employ this equip-
ment. Some of the barriers prevent-
ing agencies from implementing 
BWCs include the cost of equip-
ment and data storage as well as 
the agencies’ technology capacity. 
Despite this, advocates suggest 

BWCs offer a variety of much need-
ed benefits for agencies. 

First, BWCs can objectively show 
an event from the officer’s per-
spective. They also serve as a 
deterrence to bad behavior by 
citizens and the police. It was also 
suggested lawsuits could be easily 
resolved because the quality of 
evidence being presented in court.

Notwithstanding its benefits, the 
implementation of new technology 
always encounters unanticipated 
consequences. The purpose of 
this research was to evaluate how 
agencies’ use of BWC has affected 
agencies ability to obtain summary 
judgement and dismissal of 

a lawsuit. Excessive force claims 
can be classified into three broad 
categories.  

The first category is composed 
of meritless claims that have no 
foundation. In these cases, BWC 
footage can deter attorneys from 
initiating litigation they obviously 
cannot win.  The second category 
are the meritorious claims against 
an officer in which the defendants 
should seek an early settlement.  

The focus of this research is on 
the third category that consists of 
the gray area in which the claims 
cannot be clearly categorized as 
meritless or clearly meritorious.

To evaluate these cases and the 
impact of BWC footage on federal 
excessive force claims, research-
ers analyzed every claim under 
42 U.S.C 1983 that resulted in a 
published summary judgement on 
or prior to December 31, 2018. This 
evaluation did not consider pro se 
cases of prisoners incarcerated in 
prison. In addition, partial summary 
awards were treated as two deci-
sions because both parties were 
granted a partial win.

Between 2014 and 2018, there 
were 65 excessive force cases 

Assessing the Impact  
of Police Body Camera  
Evidence on Litigation
of Excessive Force Cases 

Notwithstanding its benefits, the implementation of 
new technology always encounters unanticipated 
consequences. The purpose of this research was 
to evaluate how agencies’ use of BWC has affected 
agencies ability to obtain summary judgement and 
dismissal of a lawsuit.
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heard by federal judges and six by United States mag-
istrates in which officers were using BWCs. Together, 
there were 45 summary motion judgements awarded 
to the defense (law enforcement) and 26 motions 
denied in favor of the plaintiffs. 

To compare these findings to cases in which officers 
were not using BWC, the researchers developed a 
comparison group. In 2017 – 2018, there were 5,300 
excessive force claims filed in federal court in which a 
body camera was not involved. Using this data, a com-
parison group was composed of 66 non-BWC cases 
from the same circuits, at the same frequency, as the 
BWC group.

Findings
Of the cases that BWC videos included as evidence, 
almost one-third of the cameras did not capture the 
entire event. This was attributed to a number of rea-
sons including the officer did not activate the camera 
prior to the encounter, the officer with the BWC was 
not the first officer on the scene, the officer wearing 
the BWC did not see what the other officer saw or was 
not involved in the use of force, or the recording was 
not clear.

Of the 48 cases in which a full recording was provide 
37 (77%) of the decisions were in favor of the defense 
(police) compared with only seven of 22 motions that 
included partial recordings. Essentially, police defen-
dants “prevail on summary judgment nearly four out of 
every five times” when they have the complete record-
ing. The rate of successful summary judgment ruling 
with complete videos is “well over twice as high as in 

cases with only partial videos.”

Agencies from the comparison group prevailed in 
53% of the cases even though they did not have BWC 
footage. This rate remained constant with other video 
or audio recordings such as in-car cameras or cell 
phone footage were available. Essentially, cases with 
partial video resulted in fewer successful motions for 
summary judgment than those cases with complete or 
no video recordings at all.

Finally, researchers also found that cases with com-
plete video have motions requesting summary judg-
ment filed sooner and receive a favorable ruling faster 
than cases with partial or no BWC recordings.

In closing, the researchers recommend agencies 
accelerate the implementation of BWC programs and 
implement processes that ‘maximize the likelihood 
that encounters’ are fully documented. Recognizing 
many communities question the financial costs as-
sociated with the potential benefits, the researcher 
suggests the potential return is worth the expenditure. 
They also concluded the use of the BWC technology 
provides greater accountability of officers and helps to 
build trust with the community.

_______________________________________ 
NOTES

Mitch Zamoff, Assessing the Impact of Police Body Camera Evidence on 
the Litigation of Excessive Force Cases, Georgia Law Review, Vol. 51, 
Issue 1, (2019), pp 1 – 60.
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Fatal shootings of civilians by 
police officers in the last few years 
have drawn intensive attention 
from news media, elected offi-
cials, and civil right activists. Past 
research of these incidents has 
focused on three categories includ-
ing the personal or psychological, 
organizational, and situational 
factors of the incidents. However, 
there has been very little systemat-
ic research to identify how agency 
polices may be associated with 
reduced likelihood of a fatal offi-
cer-involved shooting. In an effort 
to address this issue, researchers 
conducted a review of every po-
lice-involved shooting that resulted 
in the death of a civilian between 
2000 and 2015. This data included 
records from more than 10,000 
police-involved shootings and con-
stituted the most comprehensive 
data set in the United States. This 
research was limited to data from 
agencies serving 25,000 or more 
citizens. This reduced the sample 
size to 5,141 officer-involved shoot-
ing deaths across 1,107 agencies.

Researchers developed four hy-
potheses to evaluate department 

policies that could be associated 
with reduced officer-involved 
shootings.  First, it was proposed 
agencies that were more repre-
sentative of their community would 
have fewer officer-involved shoot-
ings that resulted in the death of 
civilians. Second, it was suggested 
a policy that required an officer to 
complete a written report every 
time they pointed their weapon at 
a civilian would discourage officers 
from unnecessarily using a firearm. 
Agencies with this policy would 
likely have fewer officer involved 
shootings. 

Finally, two other hypotheses fo-
cused on the impact of community 
policing to reduce the likelihood an 
officer-involved shooting death of 
a civilian. To accomplish this, they 
compared the impact of mandatory 
completion of community policing 
training to officer-involved shoot-
ings and the relationship of officers 
being assigned to regular patrol 
areas with the frequency of shoot-
ings.

Only one of the four policies re-
searchers expected to predict 

officer-involved shooting deaths 
of civilians was statistically signifi-
cant; the requirement that officers 
produce a written report whenever 
they point a weapon at an individu-
al. It is important to note the study 
also found the documentation 
requirement ‘had no effect on the 
rate of gun deaths of police offi-
cers’.

The authors noted these findings 
provided ‘strong evidence between 
adoption of this policy and lower 
rates of gun deaths by police’. 
 
Additional research should be con-
ducted to provide more conclusive 
evidence. 

___________________________
NOTES
Jay T. Jennings and Meghan E. Rubado, 
“Preventing the Use of Deadly Force: The 
Relationship between Police Agency Policies 
and Rates of Officer-Involved Gun Deaths”, 
Public Administration Review, Vol. 77, Iss 2, 
pp. 217-226, March-April 2017.

RESEARCH

Impact of Department  
Policies on Reduced  
Officer-Involved  
Shootings
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The number of persons annually 
killed by law enforcement officers 
has significantly reduced over the 
last 40 years.  Despite this, studies 
have repeatedly found the number 
of African Americans killed by po-
lice officers are disproportionately 
higher than other races. Over the 
last few years, there have been a 
number of high-profile killings of 
African Americans by white police 
officers. These incidents have 
further eroded trust between the 
police and minority citizens and has 
led some to speculate white offi-
cers may target non-white persons 
when using lethal force.

The purpose of this study is to 
determine whether “white officers 
are more likely to use lethal force 
on minority suspects or people a 
specific race.” This factual determi-
nation is critical to facilitating the 
conversation needed to build this 
trust. 

As part of their literature review re-
searchers described several robust 
experimental studies that suggest-
ed officer-involved shootings of Af-
rican Americans were not the result 
of officers’ racial bias. Still, these 
studies did not specifically address 

the issue of shootings of African 
Americans by white officers. To 
address this question, a database 
was constructed of 860 and 1,092 
persons who were intentionally 
killed by officers in 2014 and 2015 
respectfully. 

The breakdown of persons killed 
were 51 percent white, 28.1 percent 
African American, 19.3 percent 
Hispanic/Latino and 1.7 percent 
Asian American. With African Amer-
ican making up 13 percent of the 
population they were significantly 
over represented in the number of 
persons killed while whites made 
up significantly less. 

Second, they evaluated the prop-
osition that officers are killing 
unarmed suspects. This study 
found no evidence to support this 
assertion. Less than one percent 
of all persons killed by police were 
unarmed. The overwhelming major-
ity of persons “killed by police are 
armed with two-thirds armed with 
a gun.” 

When the race of the officer was 
examined, it was noted that 61 per-
cent of the U.S. population is white 
but whites make up 74 percent of 

officers in the United States. Taking 
these factors into account, re-
searchers found that African Amer-
icans are killed at slightly higher 
rates by nonwhite officers than by 
white officers. 

The researchers concluded their 
article with the statement, “Po-
lice officers have a difficult and 
sometimes dangerous job, and the 
realities of the job sometimes make 
it necessary to use force – even 
lethal force- on citizens.” The per-
ceived racial disparities in the way 
force is applied has eroded trust 
between law enforcement and the 
public. This reduced level of trust 
will continue until fundamental 
changes in public policy are taken.

_______________________________ 
NOTES 
 
Charles E. Menifield, Geiguen Shin, and Lo-
gan Strother, “Do White Law Enforcement 
Officers Target Minority Suspects?”,  
Public Administration Review, January/Feb-

ruary 2019, Vol 79, Issue 1, pp. 56-68.

Do White Law  
Enforcement Officers  
Target Minority
Suspects?
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When it comes to drinking and driving, 
there is no such thing as a “new normal.”  
Each year, alcohol is a factor in approx-
imately one out of four traffic deaths in 
Georgia.  So far this year, several hun-
dred people have been killed in crashes 
caused by drunk drivers. Two of these 
deaths were law enforcement officers, 
both of who were killed while on-duty. 
Hearing that someone we know has been 
killed in a drunk driving crash, especial-
ly a law enforcement officer, leaves us 
angry and frustrated because each of 
these deaths were avoidable. They only 
occurred after a selfish individual decid-
ed to drive after drinking.
 
The State has already experienced some 
increases from people working from 
home due to the COVID-19 pandemic. In 
addition, the ‘to-go’ sell of beer and wine 
by some restaurants has the potential 
to lead to more impaired drivers being 
on the road.  With the upcoming holiday 
season there will be an increase in the 
number of people who choose to drive 
after consuming alcoholic beverages.
The only way to prevent drunk driving 
crashes is to keep those who are too 
impaired off the street.   One of the best 
approaches to achieve this goal is for 
law enforcement officers to be on the 
road taking those who don’t heed our 
message to jail.  Hopefully, this increased 
focus on enforcement will encourage 
others to not get behind the wheel while 
intoxicated.

While recent court rulings have made it 
more difficult to make DUI arrests, it is 
important for officers to know that each 
arrest makes our roads safer. No officer 
knows just how many lives they may save 
with a DUI arrest but taking an impaired 

It is Time to Remind the Motoring 
Public Drunk Driving is not 
Tolerated in Georgia
Roger Hayes
Division Director/GOHS
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driver off the road eliminates the potential for them to 
cause a crash.  
 
As the COVID-19 restrictions continue to ease, more drivers 
will return to the roads. When these drivers see blue lights 
from officers conducting traffic enforcement, more of them 
will obey the speed limit, buckle their seat belts, and drive 
alert and sober. The Governor’s Office of Highway Safety 
Thunder Task Team, Traffic Enforcement Networks and oth-
er services are available to help agencies curb any issues 
they may be experiencing with speed, distracted, impaired, 
and other dangerous driving behaviors.
 
The arrival of Fall also means the start of the Federal 2021 
Fiscal Year on October 1st.  The GOHS Law Enforcement 
Services team has already notified the agencies that have 
been awarded grants for the coming federal fiscal year.

As the new grant cycle begins, GOHS is already preparing 
for the next year.  Requests for grant proposals will be sent 
in December. Mandatory grant application training sessions 
will be held in early January, and the deadline for FY 2022 
applications will be in late February.
 
It is recommended agencies planning to apply for a 
FY2022 grant, start reviewing crash data to identify prob-
lems being experienced to include total fatalities, as well 
as, alcohol-related, distracted, and speed fatalities.  Identi-
fying problems and developing potential initiatives now is 
critical for completing a competitive application.
 
In closing, Governor’s Office of Highway Safety thank 
each chief executive and the brave officers who serve our 
communities across the State for the work they do to make 
our streets and roads safe to drive, walk, and bike. GOHS 
stands ready to help agencies serve their communities.

Roger Hayes is the Division  
Director for the GOHS Law 
Enforcement Services Division.  
He has 36 years of law  
enforcement experience.

For more information on 
applying for grant, click 
on the following link:

https://www.gahighwaysafety.org/
grants/applying-for-a-grant/

https://www.gahighwaysafety.org/
https://www.gahighwaysafety.org/grants/
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10-8 Video, LLC
Fayetteville, Tennessee
Phone: 888-788-1048
www.10-8video.com

A3 Communications
Irmo, South Carolina
Phone: 803-744-5000
www.a3communications.com

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

Adventfs.com
Louisville, Kentucky
Phone: 270-872-4734
www.adventfs.com

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

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

ALEN, Inc.
Mobile, Alabama
Phone: 251-281-0827
www.alen-usa.com

All Traffic Solutions
State College, Pennsylvania
Phone: 866-366-6602
www.alltrafficsolutions.com

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

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

American Military University
Englewood, Colorado
Phone: 405-420-6017
https://www.amu.apus.edu/

American Specialty
Marietta, Georgia
Phone: 404-281-5322
http://www.americanspecialty.biz/

Apex Mobile
Foothill Ranch, California
Phone: 949-305-7008
https://www.apexmobile.net

Applied Information
Suwanee, Georgia
Phone: 678-830-2170
www.appinfoinc.com

ARC Acquisition US Inc.
San Antonio, Texas
Phone: 210-348-9876
www.arc-pts.com

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

Axis Communications
Fort Lauderdale, Florida
Phone: 978-227-0285

Axon
Scottsdale, Arizona
Phone: 800-978-2737
www.taser.com

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

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

Biotrauma
Gainesville, Georgia
Phone: 866-435-7704
www.biotrauma.com

BLENDABLE Foundation
Rapid City, South Dakota
Phone: 605-440-0900
http://www.blendableair.org/

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

Blue Shield Tactical Systems, LLC
Phone: 817-501-6087
www.blueshieldtactical.com

Blue360 Media
Park City, Utah
Phone: 435-602-6066
www.blue360media.com

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

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

Briefcam
Newton, Massachusetts
Phone: 617-851-4983
www.briefcam.com

British Consulate General
Atlanta, Georgia
Phone: 404-954-7700

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

Cardiac Science Corporation
Cumming, Georgia
Phone: 678-926-8822
www.cardiacscience.com

CentralSquare Technologies  
Lake Mary, Florida
Phone: 866-965-7732
www.centralsquare.com

GACP CORPORATE MEMBER BUYER'S GUIDE

http://www.10-8video.com
http://www.a3communications.com
http://www.abbottsolutionsgroup.com
http://www.adventfs.com
http://www.aftermath.com
http://www.akinsford.com
http://www.alen-usa.com
http://www.alltrafficsolutions.com
http://www.allanvigilford.com
http://www.ezrideronline.com
https://www.amu.apus.edu/
http://www.americanspecialty.biz/
https://www.apexmobile.net
http://www.appinfoinc.com
http://www.arc-pts.com
http://www.armorexpress.com
http://www.taser.com
http://www.ballisticarmordefense.com
http://www.beardtechnologysolutions.com
http://www.biotrauma.com
http://www.blendableair.org/
http://www.bluelinesolutions.org
http://www.blueshieldtactical.com
http://www.blue360media.com
https://www.bossecurity.com/
http://www.brannenmotorcompany.com
http://www.briefcam.com
http://www.bwirapid.com
http://www.cardiacscience.com
http://www.centralsquare.com
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ChiefMart 
Beverly Hills, Florida
Phone: 315-247-6129
www.chiefmart.com

Clear Touch Interactive
Greenville, South Carolina
Phone: 864-973-7973
www.getcleartouch.com

Columbia College
Columbia, South Carolina
Phone: 803-786-3306
www.columbiasc.com

Columbia Southern University
Orange Beach, Alabama
Phone: 800-977-8449
www.columbiasouthern.edu

Command College, Columbus State University 
Columbus, Georgia
Phone: 706-566-6643

Computer Information Systems
Skokie, Illinois
Phone: 847-673-7800

Courtware Solutions, Inc.
Acworth, Georgia
Phone: 678-643-7027 or toll
http://www.courtware.com

Criminal Justice Coordinating Council (CJCC) - 
Atlanta, Georgia
Phone: 404-657-1956

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

Dana Safety Supply
Sugar Hill, Georgia
Phone: 770-362-8069
www.danasafetysupply.com

Decatur Electronics
San Diego, California
Phone: 801-820-6896
https://www.decaturelectronics.com/

Detail Kommander
Inverness, Florida
Phone: 407-906-2121
https://www.detailkommander.com/

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

Dix Enterprises
Jamestown, North Carolina
Phone: 336-906-7322
https://dixdefense.com/

Eagle Advantage Solutions
Carrollton, Georgia
Phone: 770-834-5283
www.eagleadvantage.com

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

Elbeco, Inc.
Reading, Pennsylvania
Phone: 800-468-4654
www.elbeco.com

Extra Duty Solutions
Shelton, Connecticut
Phone: 732-259-0058
www.extradutysolutions.com

Federal Signal Corporation
University Park, Illinois
Phone: 708-534-3400
www.fedsig.com

Fight Crime: Invest in Kids
Washington, District of Columbia
Phone: 202-464-7010
http://www.fightcrime.org/

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

FirstNet Powered by AT&T
Dallas, Texas
Phone: 703-342-9671
FirstNet.com

Flock Safety
Atlanta, Georgia
Phone: 404-996-0074
www.flocksafety.com

Flying Cross
Cincinnati, Ohio
Phone: 513-793-5400
http://www.flyingcross.com/

Foundation for a Drug-Free World
Atlanta, Georgia
Phone: 404-219-8107
http://www.drugfreeworld.org

Galls
Marietta, Georgia
Phone: 800-876-4242
www.galls.com

GBI - Forensic Artist Dept. 
Decatur, Georgia
Phone: 404-270-8805
https://investigative-gbi.georgia.gov/investigative-offic-
es-and-services/other-services/forensic-art

General Motors
Oakland, Florida
Phone: 407-375-4801
www.gmfleet.com

Georgia Association of Law Enforcement 
Chaplains
Flowery Branch, Georgia
Phone: 423-421-3402

Georgia Law Enforcement Certification 
Program
Duluth, Georgia
Phone: 770-495-9650

Georgia Lottery
Atlanta, Georgia
Phone: 404-215-5084 
www.gacoam.com
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Georgia Police Accreditation Coalition (GPAC)
LaGrange, Georgia
Phone: 
www.gpacinc.com

Georgia Power Lighting Services
Tucker, Georgia
Phone: 770-621-2421

Georgia Public Safety Training Center
Forsyth, Georgia
Phone: 478-993-4435
https://www.gpstc.org/

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

Glock, Inc.
Smyrna, Georgia
Phone: 770-432-1202
www.glock.com

Gold Shield Technologies
Grayson, Georgia
Phone: 855-334-4455
www.goldshield-usa.com

Gresco Technology Solutions
Forsyth, Georgia
Phone: 478-315-0812
www.grescouas.com

GT Distributors, Inc.
Rossville, Georgia
Phone: 706-866-2764
www.gtdist.com

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

Gunbusters of Florida and Georgia
Jacksonville, Florida
Phone: 904-800-1625
http://www.thegunbusters.com/home.html

Hardy Fleet Group
Dallas, Georgia
Phone: 770-445-9411
www.hardyfleet.com

Hardy Fleet Group
Dallas, Georgia
Phone: 770-445-9411
www.hardyfleet.com

Havis Inc.
Warminster, Pennsylvania
Phone: 1.800.524.9900
https://customers.havis.com/

Head Down Firearms
Dallas, Georgia
Phone: 615-852-1771
www.hdfirearms.com

Institute of Police Technology & Management
Jacksonville, Florida
Phone: 904-620-4786
http://iptm.unf.edu/default.aspx

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

Intoximeters
St. Louis, Missouri
Phone: 314-429-4000
www.intox.com

Inveris
Suwannee, GA 
Phone: 678-288-1362 
InverisTraining.com

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

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

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

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

Kontek Industries
Kannapolis, North Carolina
Phone: 573-380-6950
www.kontekindustries.com

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

L.A.W. Publications
Addison, Texas
Phone: 800-527-0156
http://www.lawpublications.net

LeaderGov
Alpharetta, Georgia
Phone: 678-833-4310
leadergov.com

LeadsOnline
Plano, Texas
Phone: 800-311-2656
www.leadsonline.com

Lefta Systems
Jacksonville, Florida
Phone: 800-405-3109
https://leftasystems.org/

LegalShield
Bloomingdale, Georgia
Phone: 678-386-9132
https://www.legalshield.com/

LensLock, Inc
San Diego, California
Phone: 615-537-1700
https://lenslock.com/

Lexipol
Aliso Viejo, California
Phone: 949-484-4444
www.lexipol.com
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LexisNexis Coplogic Solutions  | GEARS
Martinsville, Indiana
Phone: 765-813-4740
www.buycrash.com

Lifeloc Technologies
Wheat Ridge, Colorado
Phone: 800-722-4872
http://www.lifeloc.com/

Local Government Risk Management Services 
Norcross, Georgia
Phone: 800-650-3120

Loudoun Communications, Inc
Douglasville, Georgia
Phone: 678-237-7923
loudouncomm.net/
 
Madden & Associates
Braselton, Georgia
Phone: 678-963-2060
www.tjmadden.com

Miller Electric
Jacksonville, Florida
Phone: 904-254-2273
www.mecojax.com

MILO Range Training Systems
Ann Arbor, Michigan
Phone: 734-358-8292
www.milorange.com

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

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

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

National Police Credit Union
Louisville, Kentucky
Phone: 844-267-7283 ext8252

NMS Labs
Willow Grove, Pennsylvania
Phone: 215-657-4900
www.nmslabs.com

NovoaGlobal (Formerly Sensys America)
Orlando, Florida
Phone: 888-666-4218
www.novoaglobal.com

Omnigo Software
St. Louis, Missouri
Phone: 800-814-4843

Onyx Armor
Miami, Florida
Phone: 904-631-7051
www.onyxarmor.com
 
Optotraffic, LLC
Lanham, Maryland
Phone: 888-332-8528
www.optotraffic.com

Panasonic
Newark, New Jersey
Phone: 888-245-6344
www.panasonic.com
 
Patterson Pope, Inc.
Norcross, Georgia
Phone: 770-416-6515
www.pattersonpope.com

Phil Brannen Ford of Perry Georgia
Perry, Georgia
Phone: 478-287-4447
https://www.philbrannenfordofperry.com/

Phoenix Analytics Inc.
Fayetteville, Georgia
Phone: 678-664-4279
https://phoenix-analytics.com/

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

 
PowerDMS
Orlando, Florida
Phone: 800-749-5104
www.powerdms.com

Precision Planning, Inc.
Lawrenceville, Georgia 
Phone: (770) 962-8000 
https://www.ppi.us/ 
 
Premier Body Armor
Kings Mountain, North Carolina
Phone: 704-750-3118
www.premierbodyarmor.com

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

Propertyroom.com
Frederick, Maryland

Redflex Traffic Systems
Glendale, Arizona
Phone: (866) 703-8097
redflex.com

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

Reinhardt University
Waleska, Georgia
Phone: 770-224-7421
online.reinhardt.edu

Ring
Santa Monica, California
Phone: 573-310-2428
www.ring.com/neighbors
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Safe Fleet
Houston, Texas
Phone: 866-812-6226
https://www.safefleet.net/lawenforcement

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

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

Sensys Gatso USA
Beverly, Massachusetts
Phone: 978-394-4304
www.sensysgatso.com

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

SmartCOP
Pensacola, Florida
Phone: 850-429-0082
www.smartcop.com

Smyrna Police Distributors
Smyrna, Georgia
Phone: 770-434-1986
www.spdist.com

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

Southern Coast K9
New Smyrna Beach, Florida
Phone: 877-903-3647

Southern Software, Inc.
Southern Pines, North Carolina
Phone: 1-800-842-8190
www.southernsoftware.com

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

Special Olympics of Georgia 
Law Enforcement Torch Run
Atlanta, Georgia
Phone: 770-414-9390
https://www.specialolympicsga.org/torch-run/

Spectrescan/Converus EyeDetect
Atlanta, Georgia
Phone: 844-511-6757

SRT Supply/Federal Eastern International
Jacksonville, Florida
Phone: 727-526-5451
www.srtsupply.com
 
Stalker Radar
Plano, Texas
Phone: 972-398-3780x160
www.stalkerradar.com

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

Stone, McElroy and Associates
Smyrna, Georgia
Phone: 770-431-6858
www.stonemcelroy.com

SymbolArts
South Ogden, Utah
Phone: 801-475-6000
www.symbolarts.com

Synergistic Software, Inc.
Villa Rica, Georgia
Phone: 770-537-1500
www.getssi.com

T & T Uniforms, Inc.
Smyrna, Georgia
Phone: 404-324-9395
www.ttuniforms.com
 
T-Mobile
Atlanta, Georgia
Phone: 404-617-1188
t-mobile.com

TappIT Technology
Delray Beach, Florida
Phone: 954-501-7755
http://tappittechnology.com/
 

The Calendar Guys
Knoxville, Tennessee
Phone: 865-405-8930
www.thecalendarguys.com

The Safariland Group
Jacksonville, Florida
Phone: 904-741-1765
www.safariland.com
 
Ti Training
Golden, Colorado
Phone: 303-414-3558
www.titraining.com

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

Traffic Incident Management Enhancement 
(TIME) Task Force of Georgia
Peachtree Corners, Georgia
Phone: 678-730-7417

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

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

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

USA Software, Inc.
Cooper City, Florida
Phone: 954-436-3911
www.usa-software.com

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

Verra Mobility
Mesa, Arizona
Phone: 480-596-4787
www.verramobility.com
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Vetted Security Solutions
St. Petersburg, Florida
Phone: 925-398-2079
www.vettedsolution.com

Visual Labs
Menlo Park, California
Phone: 818-919-9802
www.visuallabsinc.com

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

Waldorf University
Orange Beach, Alabama
Phone: 877-206-2157 x1611
www.waldorf.edu

West Chatham Warning Devices
Savannah, Georgia
Phone: 912-234-2600
www.westchatham.com

West Warning Equipment
Augusta, Georgia
Phone: 706-855-6916
www.westwarningequipment.com

Whelen Engineering Company, Inc.
Chester, Connecticut
Phone: 860-526-9504
www.whelen.com

ZOLL Medical Corporation
Chelmsford, Massachusetts
Phone: 800-348-9011
www.zoll.com

http://www.vettedsolution.com
http://www.visuallabsinc.com
http://www.wadeford.com
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http://www.westchatham.com
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www.pasp365.com
www.spdist.com
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https://gachiefs.com/buycrash-2/
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http://www.brannenmotorcompany.com/



