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PRESIDENT'S  
MESSAGE

 

As this year ends, I wanted to recognize the hard work of our Executive Board, GACP 
staff, 22 District Representatives, 19 Committees and their Members, and our mem-
bership.  The GACP has been working hard as a team to accomplish so much this 
year.  Our Training Committee will continue to work on improving our training at the 
Winter Training Conference and offer more choices so each of you can decide what 
topics are best for you and your department. Work has already begun for the Annual 
Summer Training Conference as well. We are committed to providing you with highly 
skilled instructors and state-of-the-art training.  With our new investment strategy, 
we will soon have the resources to fund and hire some of the most highly sought-af-
ter instructors in the country.   

We have been working on a legislative platform and priority strategy for the upcom-
ing legislative session.  Some of these topics include, behavioral / mental health, 
controlled substances, crimes and criminal reform, police operations and tactics, and 
use of force.  Please go to: https://gachiefs.com/2021-legislative-platform-priorities/ 
to see the 2021 Legislative Agenda.  Our Legislative Committee has been working 
hard behind the scenes to insure we have the best legislative approach as they 
represent all of us at the Capitol.  I trust when the time is right, we will join forces at 
the Capitol just as we did with last year’s POAB bill.  Numbers and visibility make a 
difference!     
 
At the November 25th Executive Board Meeting, the Board voted unanimously to 
approve the recent amendments to our By-Laws and on December 1st, eight Districts 
voted unanimously to forward the Constitution, as amended, for a vote by the mem-
bership at the Winter Training Conference.  I would like to thank everyone involved 
with this project.  It has been a massive undertaking to say the least.  If 2/3 of the 
membership vote to approve the amended version of our Constitution, we will have 
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an updated and functioning version of our highest  
governing document. 

Over the last few months, 19 chiefs from across the State 
participated in an occupational analysis conducted by 
the Georgia Public Safety Training Center’s (GPSTC) staff 
for the position of police chief in the State of Georgia.  
Information identified through this validated job analysis 
technique will be used to restructure and update the 
Chief Executive Training Course (CETC). In addition, the 
project also identified classes that should be periodically 
provided for veteran chiefs.  It is our hope to have this 
program implemented for persons attending the June 
2021 class. 

It has been my honor to serve as your President for the 
past six months, and I wanted to say thank you for allow-
ing me to serve in this capacity.  Serving in this position 
has been and continues to be an honor of a lifetime.  
 
I wish each of you the very best for the upcoming new 
year and looking forward to seeing each you at the  
Winter Training Conference!

“ Information identified through this validated 

job analysis technique will be used to restruc-

ture and update the Chief Executive Training 

Course (CETC). In addition, the project also 

identified classes that should be periodically 

provided for veteran chiefs.  It is our hope to 

have this program implemented for persons 

attending the June 2021 class.”

Chief Bruce Hedley 
GACP President & Chief of 
Lilburn Police Department
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>> CLICK HERE TO 
Check out the 
legislative agenda
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FROM THE DESK of the 
EXECUTIVE DIRECTOR
 
A.A Butch Ayers 
GACP Executive Director

As we welcome in the new year, let us review the past one.
2020 was a challenging year for all of us, on many different 
levels.  Controversial police shootings, civil unrest, calls for po-
lice reform and defunding, COVID-19, election controversies, 
and the list goes on.  While other industries and organizations 
reduced, if not outright ceased, the delivery of services and 
products, we soldiered on – providing law enforcement ser-
vices to our communities.

The By-Laws have been updated and approved, and the up-
dated Constitution will be voted upon during the Winter Train-
ing Conference in Jekyll Island.  These updates were much 
needed, and I want to thank the Constitution and By-Laws 
Committee and others for their hard work on this project. 

The GACP staff have been working hard to provide quality ser-
vices to our membership. Examples can be seen in the addi-
tional online training opportunities, improved quality of train-
ing conferences, increase in the number of certified agencies 
as well as development of the new DOJ Use of Force Certifica-
tion program, additional promotional and needs assessments, 
and improved the quarterly Georgia Police Chief online maga-
zine, just to name a few. 

2021 will be a busy year as well. The Chief Executive Training 
Course, aka “Chiefs’ School”, is being revamped. We hope 

that the new curriculum and instructors will be ready to roll 
it out during the Summer. Chief Stacey Cotton is running for 
5th Vice President – IACP and your support will help Georgia 
have a voice on the national level.  

The upcoming 2021 Legislative Session at the Capitol in  
Atlanta will be interesting. There are already many bills,  
pre-filed and soon to be introduced, that deal with various  
aspects of how we perform our jobs. I urge all GACP mem-
bers to pay special attention to what is occurring at the Cap-
itol. Simply checking the Georgia General Assembly website 
on a daily, yes – daily, basis will keep you informed. Also, 
please consider visiting the Capitol and committee meetings 
to show GACP’s visibility and interest in bills that affect law 
enforcement. 

Thank you for your continued support. 

Stay Safe!

“The upcoming 2021 Legislative Session at the Capitol 
in Atlanta will be interesting. There are already many 
bills, pre-filed and soon to be introduced, that deal 
with various aspects of how we perform our jobs. 
I urge all GACP members to pay special attention to 
what is occurring at the Capitol.”
 

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

https://gachiefs.com/2021-legislative-platform-priorities/
https://gachiefs.com/chief-executive-training-conference/
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CHIEF COUNSEL’S CORNER

In this year of 2020, all of us 
have been overwhelmed by a 
multitude of social, political and 
health issues, taking turns to 
dominate our individual lives as 
well as the headlines.  As usual, 
law enforcement continues its 
role on the front lines of almost 
every societal issue and problem.  
The definitions and responsibil-
ities of “Serve and Protect” are 
ever-increasing.  As the bright 
light of the headlines and outcry 
over the shootings and force-re-
lated deaths of black men by 
police, other practices with law 
enforcement have received re-
newed if not continued attention.
 
One of the most significant 
of these is law enforcement’s 
response to persons with mental 
illness and/or developmental 
disorders.  We are all aware that 
mental illness is a disease which 
is often accompanied by home-
lessness, domestic violence, 
drug and alcohol abuse, the in-
ability to control one’s behavior, 
and ultimately, to obey the law.  
And as well, there is increasingly 
limited availability of  
 

mental health illness treatment 
and certainly too few institu-
tions that house and treat the 
mentally ill.  In fact, the largest 
three providers of mental health 
services in the United States are 
New York City’s Rikers Island Jail, 
the Cook County Jail in Chica-
go, and the Los Angeles County 
Jail.  Assuming that a significant 
percentage of the population 
have some form of mental illness 
(some have estimated 1 in 5), po-
lice officers will inevitably come 
in contact with such individuals 
every day.  It is therefore not 
surprising that some 10% of 911 
calls involve persons with mental 
illness, and that mental illness is 
a factor in up to half of all police 
shootings.  This year brought 
increased public concerns with 
the police response to persons 
who are mentally ill and public 
and legislative outcry to improve 
the response.  Many of the media 
reports negatively focusing on 
police practices with regard to 
the mentally ill are taking the 
position that this is an issue that 
simply has been ignored by  
law enforcement agencies and 
officers.

It is simply incorrect to assert 
that law enforcement has not 
responded to the acute need 
for programs and training for 
responding to issues with per-
sons with mental illnesses until 
recently.  Indeed, many police 
departments in the United States 
adopted training programs for 
crisis intervention teams (CIT) 
based upon a police-based first 
responder program of pre-arrest 
jail diversion for those in mental 
illness crisis.  Such programs, 
using the “Memphis Model” for 
crisis intervention, originated in 
1987 as a result of a young black 
man with a history of mental 
illness being shot and killed in 
an encounter where when he 
refused to put down a knife.  
After serious protests, the City 
of Memphis, in coordination with 
the National Alliance on Mental 
Illness, the NAACP, law enforce-
ment, community mental health 
professionals, and community 
groups worked together to find 
a new approach.  That combined 
effort led to the CIT program.  
Under this approach, special-
ly-trained uniform patrol 

officers are spread out on all 
shifts and available for im-
mediate dispatch to possible 
mental health crises.  The 
program also contemplates 
special training for call takers 
and dispatchers to identify 
such calls and to obtain further 
information from the caller to 
forward to dispatched officers 
to assist in helping the person 
and controlling the situation.
 
Other programs evolved from 
the Memphis CIT model to im-
prove the response to mentally 
ill persons. There are numer-
ous training and research stud-
ies and programs which inform 
law enforcement agencies 
on responses to people with 
mental illnesses.  Three such 
representative publications are 
“Crisis Intervention Team Core 
Element,” published by the 
University of Memphis School 
of Urban Affairs and Public 
Policy in 2007;  “Law Enforce-
ment Responses to People 
with Mental Illnesses: A Guide 
to Research – Informed Policy 
and Practice,” published by the 
Council of State Governments, 
Justice Center in 2009; and 
“Police Response to People 
with Mental Illness, Intellectual 
Disabilities and Substance Use 
Disorders,” by the California 
Commission on Peace Offi-
cer Standards and Training in 
2016.  

In 2010, the International 
Association of Chiefs of Police 
began to work on goals for 
addressing issues with the 
mentally ill, and in 2015 issued 
a report entitled “Improving 
Officer Response to Persons 
With Mental Illness and Other 
Disabilities.”  A major part of 
this effort resulted in the “One 
Mind” campaign.  The stated 
purpose of the campaign is to 
ensure successful interactions 
between police officers and 
people with mental health dis-
orders and/or developmental 
disabilities in crisis situations.  
It promotes a training and 
development program which 
requires the implementation of 
four basic strategies: to estab-
lish a defined and sustainable 
partnership with community 
mental health organizations; 
the implementation of a mod-
el policy addressing police 
response to persons affected 
by mental illness; training and 
certification of 100% of the 
agency’s sworn officers and 
selected non-sworn staff in 
mental health first aid; and 
provision of crisis intervention 
team training to a minimum 
of 20% of the agency’s sworn 
officers and staff such as dis-
patchers.
 
The initiative focuses on unit-
ing local communities, public 
safety organizations, and 
mental health organizations so 
that the three become of “One 

Mind.”  To join the campaign, 
law enforcement agencies 
must pledge to implement the 
four practices over a 12- to 
36-month time frame.  The 
IACP website indicates that 
there are over 550 agencies 
working on or having complet-
ed implementation of the One 
Mind program, some 45 of 
which are in Georgia.  
 
In addition to the CIT models 
and the training of law en-
forcement officers in mental 
illness responses, there are 
alternative emergency re-
sponse models being tried.  
Some police departments have 
employed or partnered with 
mental health professionals to 
work as co-responders, assist-
ing the police in responding to 
incidents involving a person 
with a mental illness. Other 
cities rely on mental illness 
response models that do not 
involve police.  In Eugene, 
Oregon, two person teams 
consisting of a medic and a cri-
sis worker respond to 911 calls 
involving a mental health crisis 
prior to any police response.  
The program was successful in 
responding to 17% of the de-
partment’s overall call volume 
in 2017 without police officer 
involvement.
 
Additional focused CIT training 
has been successful in jurisdic-
tions that have such programs.  

IMPROVEMENT OF POLICE  
RESPONSE TO PERSONS  
WITH MENTAL ILLNESS

Richard A. Carothers
General Counsel
Carothers & Mitchell, LLC



WINTER.2021      12  WINTER.2021 13  

LEADERSHIP

But it cannot altogether prevent 
tragic outcomes.  The response 
is far more complicated where 
the subject of the call is violent 
and/or in possession of a weap-
on. In one of our cases, Oakes v. 
DeKalb County, (11th Circuit No. 
11-10803, Oct. 2012) (D.C. Docket 
No. 1:08-cv-01778-MHS), DeKalb 
County police officers responded 
to a 911 call where Oakes was 
in his automobile in a suburban 
shopping center parking lot and 
was refusing to get out.  The 
officers were told by Oakes’ girl-
friend Maxwell that he had 
been drinking for three days and 
had threatened suicide.  Maxwell 
showed the officer a gun case 
that she had removed from his 
car, but it was empty.  Maxwell 
told the officers that Oakes likely 
had the gun in his car.  The offi-
cers repeatedly offered to take 
Oakes to get help, and because 
of concerns over the weap-
on, he asked Oakes in a calm 
voice to leave the vehicle.  They 
continued their requests to let 
them search the vehicle and he 
continued to refuse, becoming 
agitated.  After 15 minutes of this 
dialog with Oakes, the officers 
called a supervisor to the scene.
 
Upon arrival, the supervisor then 
began to ask Oakes if he had a 
gun and requested that he sit up 
so that the officers could see if 
he was sitting on a gun. Oakes 
refused to respond or comply.  

Finally the officer said that if he 
refused the last request, they 
would have to take him out of 
the car.  After more verbal re-
quests to Oakes, Oakes reached 
between the seat and the con-
sole in the vehicle.  The officers 
repeatedly shouted that Oakes 
needed to show his hands.  
Oakes told the officers that they 
had better “unsnap” because 
he “ain’t going down this way.”  
Subsequently Oakes jerked his 
hand out and starting to move 
his arm across his body.  Believ-
ing Oakes was about to fire, one 
of the officers fatally shot him.   
Oakes did not have a gun in 
his hand, but a loaded gun was 
found in the area where he had 
been reaching.  In a subsequent 
lawsuit, the United States District 
Court found that the officers’ 
actions were objectively reason-
able, that there was no constitu-
tional violation, and the officers 
were protected by qualified 
immunity.  The Court concluded 
that it was reasonable for the of-
ficer to fire on Oakes in defense 
of himself, his fellow officers 
and the bystanders. On appeal, 
the 11th Circuit Court of Appeals 
affirmed the District Court.  
In the Oakes case, the officer did 
everything in accordance with 
crisis intervention techniques.  
The plaintiff in this case, as well 
as his expert witness, thought 
that the officers made numerous 
mistakes and should have left the 

scene, kept a greater distance, 
and never should have tried to 
remove Oakes from the car.  The 
11th Circuit Court of Appeals 
characterized these arguments 
and the expert’s opinions as 
based on hindsight.  “Our task 
is not to evaluate what the offi-
cers could or should have done 
in hindsight. The sole inquiry is 
whether the officers’ actions, as 
taken, were objectively reason-
able under all the circumstanc-
es.”  Unfortunately, in the court of 
public opinion and media scruti-
ny of law enforcement in mental 
illness encounters, hindsight is 
too often the lens through which 
it is viewed.
 
Law enforcement agencies have 
also been proactive in seeking 
state legislation to assist them 
in their response to these situa-
tions for the benefit of both the 
mentally ill person and the police 
officer.  In the fall of 2019, well 
before the scrutiny and criticism 
of law enforcement practices in 
2020, then immediate GACP Past 
President Wesley Walker wrote 
to State Representative Sharon 
Cooper to recommend House  
Bill 760, which would allow po-
lice officers to take a person who 
presents a substantial risk of do-
ing harm to himself or herself or 
to others to a physician or emer-
gency receiving facility and that 
such officer to be immune from 
civil or criminal liability when 

assisting that person.  The 
main purpose of the Bill is for 
the officers to be able to assist 
a mentally ill person to receive 
evaluation and care without 
having to arrest them and thus 
creating a criminal record.
 
In fact, the Legislative Commit-
tee of the Georgia Association 
of Chiefs of Police at a recent 
Executive Board meeting rec-
ommended in its 2021 platform 
of legislative priorities a cat-
egory of “Behavioral/Mental 
Health Response” which sup-
ports legislation and expanded 
treatment of and response to 
mentally ill persons.  The rec-
ommendation is to work with 
the State to educate the Leg-
islature on the growing issues 
associated with the mentally 
ill and the increased burdens 
placed on law enforcement to 
respond to the related issues, 
which include, homelessness, 
substance abuse, dependen-
cy, and unpredictable and 
harmful behavior. It supports 
legislation, specifically House 
Bill 760, “to allow law enforce-
ment officers to involuntarily 
transport persons, without 
making an arrest, to a med-
ical facility when they have 
probable cause to believe 
that individual is a threat to 
themselves or others,” and 
supports additional funding 
for law enforcement training 

in this area to include courses 
such as “mental health for first 
responders” (eight hours) and 
“crisis intervention training” 
(forty hours).  
 
Georgia police agencies con-
tinue to work on improving 
encounters with people with 
mental illnesses including 
partnering with mental health 
service provider advocates.  
Within the last several months, 
the cities of Brookhaven and 
Johns Creek have entered into 
contracts with the Behavioral 
Health Link, which provides 
“Blended Mobile Crisis Re-
sponse Services” through its 
contract with the State of Geor-
gia’s Department of Behavioral 
Health and Developmental 
Disabilities.  BHL and another 
provider operate the Georgia 
Crisis and Access Line, provid-
ing access to crisis services 
throughout the State on a 
24/7 availability.  However, the 
contracts with Brookhaven and 
Johns Creek will provide for 
the deployment of mobile cri-
sis units and professional clini-
cians specifically to respond to 
calls for service involving men-
tal illness or crisis intervention 
in those cities in coordination 
with their police officers.  Cli-
nicians will be located in those 
cities and will be available at 
least 40 hours weekly to pro-
vide services regarding mental 

health issues, developmental 
disabilities and substance 
abuse services and expertise 
that includes crisis and suicide 
intervention, de-escalation, 
and needs assessment. The pi-
lot program is funded through 
the contract with the State and 
BHL with limited expense to 
those cities and, addressing an 
issue that sometimes arises, 
law enforcement officers retain 
supervision and control of any 
call or scene to which a joint 
response is made. 
 
In a related development, 
President Trump signed in 
October 2020 a new law which 
creates the “988” hotline for 
mental health emergencies.  
While there is an existing 
National Suicide Prevention 
lifeline, it is a normal 10-digit 
number which is difficult to 
remember and use.  Mental 
health and suicide prevention 
groups advocated for a simple 
number which advocates hope 
will be easily accepted and 
easy to use.  It is hoped that 
this new hotline number may 
divert a number of 911 mental 
health calls, and provide a 
more clinical response and as-
sistance to the caller or person 
about whom the call is made. 
The new line and program are 
scheduled to be operational by 
July of 2022.    >> 
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It can be effectively argued that 
the overall law enforcement 
response to mentally ill and 
developmentally challenged 
persons has been significantly 
improving in the quality and 
content of the programs and of 
the training available such as 
with the CIT model.  Law en-
forcement has also partnered 
with community health pro-
viders, volunteer and contract 
clinicians, street mental illness 
“triage” operations, community 
group discussions, and in gen-
eral, the pursuit of more empa-
thetic and effective approaches 
to the mentally ill.  However, 
as we previously addressed in 
this article, it has been report-
ed that due to the almost total 
breakdown of mental health 
treatment and facilities, in 
the United States the police 
have become responders of 
last resort, and the jails have 
become the mental hospital of 
last resort.  Between 2015 and 
2018, it has been reported that 
approximately 1,000 people in 
the United States were fatal-
ly shot each year by police 
officers during that time, and 
people with mental illness were 
involved in approximately 25% 
of those fatalities.  It also has 
been estimated that a third of 
911 calls involve mental illness.
 
While none of these statistics 
is a meaningful indicator of 

what actually occurred within a 
particular interaction with law 
enforcement and the mental-
ly ill, it does reflect ongoing 
problems and the continuing 
need for training and addi-
tional programs. It is positive 
that in 2019, the University of 
Memphis CIT Center reported 
that there were 2,700 active 
CIT programs within the United 
States.  However, it also noted 
that this figure represented less 
than twenty percent of the total 
number of police agencies.  
Again, there are numerous 
variables as to how to evaluate 
such statistics, but one oft-not-
ed element needed is that 
addressed in House Bill 760, 
under which a police officer 
has the authority to take some-
one into noncriminal custody 
to convey them to a healthcare 
facility and just as importantly, 
that the receiving facility is 
a non-refusal, rapid drop off 
behavioral health center.
 
I must conclude this discussion 
with the mention of the pro-
verbial pachyderm in the local 
government room.  There are 
almost always limited resourc-
es for the provision of local 
government services, including 
important law enforcement 
services.  It was estimated that 
at the end of 2015, there were 
18,000 police agencies in the 
United States.  Approximately 

50 percent of those agencies 
have fewer than 10 officers and 
75 percent have fewer than 25 
officers.  In addition to the limit-
ed budgets that smaller cities 
and counties have, such de-
partments also have the prob-
lems not only of funding but im-
plementing significant amounts 
of training and the necessary 
personnel to have CIT-trained 
officers available for each shift.  
Even larger departments with 
more resources have difficulty 
providing and implementing 
the training required to make 
CIT successful.  It is difficult to 
locate needed state and feder-
al funding for such programs.  
In fact, the Behavioral Health 
Link program discussed above 
has quite limited funds to pro-
vide dedicated programs. 

Two things are certain.  The 
responsibility for responding to 
calls concerning persons with 
mental illnesses most often 
falls on law enforcement.  

Notwithstanding the needs, it 
is rare for police respondents 
to have resources to contin-
ue to expand the programs. 
The other certainty is that the 
continuous improvement of 
law enforcement’s response to 
mentally ill persons is both a 
goal and a necessity for police 
agencies in this country and 
remains a significant challenge.

Richard “Dick” Carothers is the General Counsel for the 
Georgia	Association	of	Chiefs	of	Police.		A	graduate	of	
Emory University School of Law, he has practiced local 
government	law	in	Georgia	for	40	years.		He	served	as	an	
Assistant City Attorney for the City of Atlanta, as County 
Attorney for Gwinnett County, and has been City Attor-
ney	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	represented	a	Georgia	city	in	a	case	and	argued	before	
the	Supreme	Court.		
 
Dick is the Past President of the Local Government  
Section	of	the	State	Bar	of	Georgia	and	serves	as	a	Special	
Assistant	Attorney	General	for	the	Georgia	Department	 
of	Transportation.		His	firm,	Carothers	&	Mitchell,	is	
located	in	Buford,	Georgia.

Between 2015 and 2018, 
it has been reported 
that approximately 
1,000 people in the Unit-
ed States were fatally 
shot each year by police 
officers during that 
time, and people with 
mental illness were in-
volved in approximately 
25% of those fatalities.  
It also has been esti-
mated that a third of 
911 calls involve mental 
illness.
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5FIVE Reasons 
Defunding the 
Police is Not 
Realistic

In recent months, protesters have called for a utopian concept that has no basis in reality 
- defunding and abolishing the police. This kind of extreme rhetoric is a common approach 
used by radical groups to draw attention to their organization and push their agenda. 
It leads one to ask, why would someone want to eliminate the police?  How would the 
absence of police protecting their communities help its citizens? Police officers are em-
powered with enormous authority under our Constitution and laws. They should be held 
accountable to ensure they use this authority in a responsible manner. However, it is im-
portant to note, advocates for ‘defunding the police’ have based their argument on a faulty 
premise which logically leads to a faulty conclusion. Here are just a few reasons why.

 
Police Use of Force is  
Extremely Rare
 

Facts matter! Despite what protesters 
would lead persons to believe, officers 
very rarely use any type of force. When 
they do, it is in response to the aggression 
applied to them by criminals. In most of 
these cases the officer is trying to arrest 
the individual or the person is under the in-
fluence of drugs or alcohol. Research from 
the International Association of Chiefs of 
Police revealed, officers do not use any 
type of force in 99.9639% percent of their 
encounters with the public. When force is 
employed, officers typically use physical 
restraints and less-lethal techniques.  All 
this could be avoided if individuals simply 
followed lawful directives and not become 
aggressive toward or resist the officers.

Most Problems Police Face are the  
Result of Other Organizations’ Failures 
 

Police departments are the only public or private  
organization an individual can call at any time of the 
day and within a few minutes more than $200,000 
in personnel and equipment will arrive at their lo-
cation to help. The overwhelming majority of calls  
police officers respond to are not criminally related.   
 
Unfortunately, many of the issues that officers are 
forced to address are caused by the rampant failure 
of other organizations. These include mental health 
services, social services, education, medical services 
and housing. The on-going failures of these organi-
zations have a compounding effect on individuals 
and communities. In fact, it is the police who often 
the strongest advocates for these programs. Despite  
the public’s on-going calls for change and improved 
service delivery, these organizations have maintained 
a bureaucratic model that protects their adminis-
tration and restricts delivery of direct services to a  
Monday – Friday, 9:00 – 5:00 schedule.

Social Service Programs are Funded by the Federal and State Governments,  
not the Locals.
 

The delivery of police services in the United States uses a decentralized approach. It is provided and 
funded by local governments, not a strong centralized government. This service delivery strategy en-
sures each community provides the services at the level required by local citizens. With exception of the 
nation’s largest cities, the social services advocated to be improved by defunding the police are provid-
ed and funded by the State and Federal governments. Nationally, about 4% of state and local funds are 
spent on local law enforcement. This equates “to about $30 per month per capita.”  The amount spent 
for police services is less than one-tenth of the funding for ‘public welfare benefits’ and re-distributional 
social services including mental health, education, and other social programs. Perhaps calls for change 
should be focused on these organizations providing more streamlined, recipient-focused strategies.

If police agencies are defunded, the impact will be most evident in poor 
and disadvantaged communities. There will be fewer officers available for 
services and less resources to investigate serious offenses.  There will be 
increases in actual incidents and fear of crime. Meanwhile, wealthier cit-
izens, neighborhoods, and communities have more resources to provide 
security systems, technology, and private personnel to ensure they have 
safe environments to live, work, and play. 

While the media and activists seeking radical change would lead some to believe there is  
massive support to defund and abolish the police, the facts demonstrate otherwise.  Surveys 
repeatedly find the public support the police and oppose reducing funding of their opera-
tions.    While a GALLUP poll found that 67% of persons survey reported they wanted the “police 
presence to remain the same” and “a majority (61%) of black Americans voiced support for the 
police.” This same poll reported that 81% of blacks who did not feel they had not been treated 
respectfully by an officer wanted the police in their neighborhood “as much or more often”. True, 
some police officers have acted criminally and failed to uphold their constitutional responsibil-
ities.  Police leaders and associations across the United States have publicly denounced these 
individuals’ and their behavior. Police organizations are not opposed to continuous self-improve-
ment. This is a critical component for any professional organization. But the effort to improve 
should not be confused with the efforts to reform that some advocates are pushing. The profes-
sional standards for police agencies are well-established and exceed the demands protestors ad-
vocate. However, police leaders can only achieve the progress their communities and its leaders 
are willing to support.  It is incumbent on local leaders to provide their police departments with 
the resources to meet these standards. This includes the finances and other means of support to 
recruit and retain the quality of staff needed to perform to these standards. As part of this, it is 
also critical local leaders provide a safe environment for officers to work and the confidence to 
know that if they act appropriately, they will be supported. Conversely, those who do not perform 
as expected should be held accountable.  Failure of leaders to provide these resources and sup-
port will inevitably lead to agencies not performing in a manner the public expects.

1 International Association of Chiefs of Police, Police Use of Force in America,  https://www.theiacp.org/sites/default/files/2018-08/2001useofforce.pdf, Accessed 12/2/2020.
2  Girard Miller, The Misunderstood Math of Defunding the Police, Governing Magazine, October 27, 2020, https://www.governing.com/finance/The-Misunderstood-Math-of-Defunding-the-Police.html , Accessed November 28, 2020.
3  Jacqueline B. Helfgott, The Movement to Defund the Police is Wrong, and Here’s Why, Seattle Times, June 9, 2020, https://www.seattletimes.com/opinion/the-movement-to-defund-the-police-is-wrong-and-heres-why/ , Accessed: November 28, 2020.
4  Pew Research Center, Majority of Public Favors Giving Civilians the Power to Sue Police Officers for Misconduct, July 9, 2020,  
    https://www.pewresearch.org/politics/2020/07/09/majority-of-public-favors-giving-civilians-the-power-to-sue-police-officers-for-misconduct/            Accessed: December 2, 2020.
5  ABC News/Ipsos Poll, June 10 – 11, 2020, https://www.ipsos.com/en-us/news-polls/abc-coronavirus-poll-wave-12 Accessed: December 12, 2020.
6  Lydia Saad, “Black Americans Want Police to Retain Presence”, Gallup, August 5, 2020, https://news.gallup.com/poll/316571/black-americans-police-retain-local-presence.aspx  
    Accessed: 12/2/2020
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Recent anti-police protests have brought to 
the forefront calls and demands for changes in 
policing. Some demand abolishing the police, 
defunding the police, redirecting its budget to 
social services, eliminating over-policing, or 
going “beyond policing.” Others demand chang-
ing “police culture,” improving training, and 
instituting better supervision. Lists of demands 
have been posted on the web, submitted as 
petitions, circulated among a coalition of ad-
hoc groups, and appeared on signs carried in 
numerous protests around the country.  These 
demands originate from a mixture of anger, 
sense of vulnerability, accumulation of grievanc-
es, egregious and repeated police brutality, and 
emotions that are supported by large segments 
of the community and have become an integral 
part of a growing social movement. 

Yet, these terms lack a definition, an operational 
meaning and a cogent measurable approach, 
that clearly outlines what the problem is, what 
the solution intends to achieve, how will it do so, 
and how will it be measured. There is also a lack 
of consistency in the demands: does defunding 
mean abolishing police departments, fully shut-
ting them down? That demand is out there. Does 
it mean redirection of budgets? On June 30th, 
New York’s Mayor announced a $1 billion reduc-
tion in NYPD’s budget comprised of savings and 
shifting responsibilities to other agencies. On 
July 1st, the Los Angeles City Council slashed 
$150 million from LAPD’s budget. Two thirds of 
NYPD’s cut are overtime reduction and moving 
school policing to the Department of Education. 
It is safe to maintain that such a significant cut 
into overtime will also cut into NYPD’s capability 
to provide adequate police services.

Policing is likely the most misunderstood profes-
sion by service recipients and service providers 
alike. Any social service, such as health and 
education, is measured based on the service 
provided -- not the problem that calls for the 
service.  Police are measured on crime figures 
-- not on the service provided in connection with 
crime. Police are also (still) assessed based on 
the number of tickets and arrests. Yet, police 
are only custodians of crime statistics -- not the 
producers of crime. It is important to clarify the 
role of policing and the implications it has for 
a meaningful comprehensive police reform, or 
better say: reform government social services.

A very apt description of the role of police in 
democratic society is to guarantee freedom of 
movement of people and merchandise (Alder-
son, 1979). The 180 years of the modern policing 
movement have seen several distinct phases: 
political phase (1840-1930), reform phase (1930-
1970), community oriented or problems solving 
phase (1970 and on), community policing phase 
(1985 and on), homeland security phase (2001 
and on) and the current phase is the one at a 
crossroads of demands for new police reform 
(2020). 

It is important to look at crime not only as a legal 
concept but also as a behavioral concept. The 
latter can lead to a better understanding of why 
crimes are committed. To illustrate: if all criminal 
laws are abolished there will be no crime. Yet, 
there will still be behavior that is considered 
harmful to society. Part I crimes certainly are 
meant to address such behavior.  Therefore, it 
is necessary to look at the community as the 
producer of crime and as the controller of crime. 
Doctors in hospitals are assessed on the quality 
of the medical service they provide -- 

Comprehensive 
Police Reform?  
More Than Policing!1

not on the epidemiology of a dis-
ease (i.e., viral infections, cardio-
vascular disease). While medical 
service at the ER is essential, it 
will do little to impact the epide-
miology of a disease; that must be 
done at the community level. It is 
the community’s behavior that will 
impact the flow of individual cases 
to the ER.  The wider the epidemi-
ology of a disease, the larger the 
number of incidents that will re-
quire hospital (ER) treatment. It is 
not different for crime. Police can 
arrest criminals, but the impact on 
the overall number of crimes com-
mitted lies within the community; 
its magnitude or scope will deter-
mine the case load for police.

This was understood by police 
leaders who in the mid-1980s 
recommended to stop the revolv-
ing door of criminality by promot-
ing community policing. Until the 
early 1990s there were sets of 
guidelines as to what community 
policing was supposed to offer 
(Alderson – 1979; Trojanowicz and 
Bucqueroux – 1990) but there was 
no definition.

I offered it in my 1992 book: 

Community	policing	is	a	comprehensive	philosophy	that 
guides	\	policy	and	strategy	aimed	at	achieving	more	effective	
and	efficient	crime	control,	reduced	fear	of	crime,	improved	
quality	of	life,	and	improved	police	services	and	police	legiti-
macy	through	a	proactive	reliance	on	community	resources	that	
seeks	to	change	crime	causing	conditions.	This	assumes	a	need	
for	greater	accountability	of	police,	elected	community	leaders,	
and	the	community	in	general,	along	with	greater	public	share	
in	decision-making	through	the	identification	of	service	needs	
and	priorities	and	a	greater	concern	for	civil	rights	and	liberties	
(Friedmann	1992).

By Dr. Robert R. Friedmann
Founding Director, Georgia International Law 
Enforcement Exchange (GILEE)
Professor Emeritus of Criminal Justice
Andrew Young School of Policy Studies,
Georgia State University

1This is an expanded version of the op ed “Build meaningful Police Reform: To do so involves looking 
to a wide range of social service,” published in the Atlanta Journal-Constitution, August 7, 2020.

https://www.betterworldbooks.com/product/detail/Community-Policing-9780312086732?utm_source=CJ_feed&gclid=EAIaIQobChMIlOOG0a_K6gIVSMDICh3UOApxEAQYASABEgJ5SvD_BwE
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That definition was adopted (with minor modifica-
tion) by the IACP in 2019:  

Community	policing	is	a	comprehensive	 
philosophy	that	guides	policy	and	strategy	
aimed	at	achieving	more	effective	and	efficient	
crime control, reduced fear of crime, improved 
quality of life, and improved police services  
and	police	legitimacy	through	a	proactive	re-
liance on community resources that seeks to 
change	crime	causing	conditions.	This	assumes	
a	need	for	greater	accountability	of	police,	
elected community leaders, and the community 
in	general,	along	with	greater	public	share	in	
decision-making	through	the	identification	of	
service	needs	and	priorities	and	a	greater	con-
cern	for	civil	rights	and	liberties	(IACP	2019).

There are three explicit principles evident in com-
munity policing: it is comprehensive, it encourages 
partnerships, and it is proactive (in addition to, not 
instead of, reactive policing). A fourth is the focus 
on crime causing conditions. But when it comes to 
crime production, perhaps the most critical prin-
ciple is the shift from a society that is police-cen-
tered, to a society that is service-centered. 

Here police are on the periphery of service pro-
vision along with other service providers such as 
health, education, housing, job training, welfare, 

infrastructure, parks and recreation, voluntary 
associations, and the private sector. Local gov-
ernment services have as much to do with the 
production of crime as the police and typically they 
are absent from any press conference on crime. 
Therefore, it behooves local government to offer 
a comprehensive approach to crime issues and 
not leave it to police alone (Friedmann 2015). This 
is not meant to marginalize police. Rather it is 
meant to bring the other service agencies to play 
a role alongside the police. If a community wants 
to minimize police case load it needs to produce 
less crime. And that is why it is so important to 
involve all other service providers to take part in 
this effort.

Therefore, any police reform needs to consider 
a far wider reform. Any industry and any service 
need a measure of quality control. The quality of 
police services has been typically assessed by 
crime statistics, arrests and tickets. Crime goes 
down? Police are doing a great job. Crime goes 
up? Police are criticized. This is an erroneous ap-
proach because it focuses on the wrong diagnosis 
and it misplaces causal relationships. To change 
this, there are certainly things police must do 
internally. For example, recruit officers who fit ex-
pectations, deploy personnel based on data, and 
promote department-wide practice of community 
policing including de-escalation techniques. Exter-
nally, police need to work better with other social 
service agencies, learn how to coordinate activi-

ties better and gain public trust. They also need to 
better understand the community they serve. For 
example, what is there to know about the com-
munity beyond crime numbers? Things like demo-
graphic characteristics, voluntary associations, 
economic changes, in-out migration, school drop-
out, citizens’ expectations, working with private 
security, and how to identify civic force multipliers 
(Friedmann, 2017). 

Initiatives for police reform are not new and the 
best ones came from within police circles, not from 
politicians. This is certainly an opportunity for po-
lice reform but one that emphasizes trust-building 
and partnerships, moving away from silo-type dis-
connected services, and is based on an overall ap-
proach that has a departure point of service to the 
community -- not of penalizing police. Hence any 
funding of any effort by local government must be 
guided by a comprehensive data-driven approach 
that is formulated into clear policy and consistent 
overall strategies to include all municipal services, 
not only police. That is what should determine the 
funding level of police (and other services). 

Any discussion of funding should also consider 
raising the salaries of police officers who are dis-
proportionately paid for what is expected of them, 
for what they do, and the risk they take. It is im-
portant to recognize that there are serious crimes 
and that the police are the social agents – public 
servants -- who are uniquely qualified and trained 
to deal with such perpetrators.  No other services 
are prepared to deal with this segment of society, 
and it wouldn’t be safe to expect them to do so on 
their own.  

It is a historical time that requires shifting from 
sloganeering to rational, careful, thoughtful, 
grounded policy formulation that is data driven. 
It is imperative to understand what the problem 
is, as that will determine the policy of how to best 
address it. This is an opportunity for meaningful 

police reform that aims at more than reforming the 
police. The goal should be a reform of the entire 
range of social services to result in improving the 
lives of individuals and communities. This reform 
should rely on community input that takes into 
account needs, expectations, experience, iden-
tification of problems and a genuine seat at the 
planning effort. 

The road does not end there as it is also important 
to consider the prospects of unintended conse-
quences. This is a very demanding challenge that 
requires painstaking perseverance, long-term 
commitment and buy-in from all involved. It will 
not yield the desired results in the very immediate 
future, but it is a road worth taking as it is most 
likely to achieve the desired results.  

Once on that road, consider that in addition to buy-
in, it is imperative to invest in nurturing relations, 
maintaining relations, and understanding organi-
zational and community dynamics. Chiefs, officers, 
mayors, city managers, city council members, 
community leaders, and social service personnel 
change. Conditions in the community change, 
economies change, and political realities change. 
If we want this comprehensive reform to succeed, 
it is necessary to also maintain commitment to 
long-term program continuity.

John C. Alderson (1979). Policing Freedom: A Commentary on the 
Dilemmas of Policing in Western Democracies, Macdonald and Evans.
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Comprehensive Police Reform? More Than Policing!  
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All police agencies, regardless of 
their size, perform the same tasks. 
The only difference is frequency and 
availability of resources.  Any officer 
deciding to make an arrest, engage 
in a pursuit, or respond to aggres-
sion by an offender is held to the 
same legal and constitutional stan-
dards of performance and expected 
to act accordingly.  For years, at-
tention was focused on mitigating 
lawsuits resulting from officers’ 
inappropriate behavior. 

Recently, agencies and their leaders 
are experiencing challenges in other 
ways including increased public 
criticism through social media, 1st 
Amendment audits, administrative 
oversight from state agencies for 
complaints (i.e. speed enforcement 
requirements), and public protests. 
Some agencies may begin to ex-
perience increased challenges in 
criminal prosecutions for poor or 
inconsistent operations. In many 
cases, agencies may be unaware 
of how many cases are not being 
prosecuted because officers failed 
to properly follow establish proce-
dures or document their actions. 

focus on outcomes and culminates with a change in their identity, the 
alternative is to begin with an identity-based approach. While it may 
seem insignificant, focusing on the identity of the person, and in this 
case an organization, has a huge impact on the increased likelihood 
of successfully implementing new habits.  Clear uses the analogy of 
a person seeking to lose weight. The person with the outcome-based 
approach will set a goal and implement processes. However, they 
never change their self-perception, so they often fail to meet their 
goal. Whereas, a person who views themselves as being slim and fit 
will more likely change their exercise and eating habits to comply with 
their self-image to achieve and maintain the desired self-image.

  

The same is true for agencies seeking to achieve certification. When 
departments seeking certification simply want to display a plaque on 
the wall to demonstrate they have arrived as a professional organi-
zation they will have much more difficulty obtaining, and definitely 
maintaining, certification.  On the other hand, agency heads who see 
themselves and their agencies as being professional will more likely 
complete the processes required to obtain certification, which is a  
true representation of what they are - a professional organization. 
Therefore, in the first step to effectively achieve this milestone, police 

Smaller Agencies Setting  
the Example for Excellence  

In November 2020, the U. S. Department of Justice established 
minimum policy requirements for agencies to apply for discre-
tionary grants. Once initiated, these processes tend to expand 
exponentially. In the next year, police leaders are also likely to 
see renewed use of federal consent orders by the U. S. Depart-
ment of Justice for identified patterns and practices of unlawful 
behaviors.  

Agencies that do not take a proactive approach to managing 
their operations in accordance with established standards may 
soon find increased restrictions being forced upon them. What 
may be worse are severe limitations on professionally operated 
organizations because other agencies are not performing to 
standards. These externally imposed requirements will likely 
not consider the individual community’s interests, conditions 
or needs. They most definitely will not consider the interests of 
its officers, appointed and elected leaders, or the citizens they 
serve.

The processes to ensure performance is done in a consistent 
manner have been established for years. These include up-to-
date operational procedures, training, on-going supervisory 
review (appropriately supporting or correcting as needed), and 
documentation. The Georgia Law Enforcement Certification 
Program has codified these expectations.

In his best-selling book Atomic Habits, author James Clear 
describes the best approach for individuals seeking to improve 
their daily habits.  Clear illustrates the three layers of behavioral 
change. The first layer is outcomes (what you get), followed by 
processes (what you do), and identity (what you believe).  While 
some utilize an outcome-based approach that begins with a  
 

leaders and their staff must 
focus on who they are as 
individuals and as a collective 
group - professional. 

Heads of agencies argue they 
cannot achieve the standard 
of excellence identified the 
Georgia Law Enforcement 
Certification Program because 
of size, costs, and/or time. 
While lack of participation in 
the program is not limited to 
small agencies, this group 
is the least represented in 
the total number of certified 
agencies.  Too often it is 
assumed simply because an 
agency is larger or located 
close to a metropolitan area, 
they are naturally better, have 
more resources, and time. 
Unfortunately, that is not the 
case. Bigger is not better, 
better is better. 

So why would an agency 
head from a smaller com-
munity want to certify their 
department? The Adel Police 
Department has 23 officers 
and has been certified since 

Bigger	 
is	not	Better,	 
Better	 
is	Better
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2011.  Chief Chad Castleberry responded, “Two 
reasons. When I was hired in 2006, I came from a 
state certified and CALEA accredited agency. I had 
seen the benefits of the program.  Second, the city 
manager was familiar with the program and was 
very supportive of us implementing the process”.  
Similarly, with 15 officers, Montezuma Police Chief 
Eric Finch obtained certification in 2004.  He said 
as a new chief “I wanted to know the rules. The 
certification standards directed me as a chief the 
right ways to do stuff. When I am asked by a coun-
cil member why do something, I can explain why.” 
With 11 officers, Pine Mountain is currently the 
smallest state certified agency in the State. Chief 
Daniel Ferrone explained he became involved in 
the certification program because “It sets us up 
to a higher standard and we wanted to be more 
professional. As a new chief, I had issues with 
the department’s policy manual.  So, as we did a 
whole new policy, I knew that certification would 
guide that process.”

Many tend to focus on the difficulties and obsta-
cles obtaining certification. State certification does 
not dictate how an agency accomplishes a stan-
dard’s requirements, just what. Chief Eric Finch 
said, “At the time we could not buy some of the 
required stuff, such as evidence lockers. So, we 
had to make them. We got some school lockers to 
serve as our temporary evidence lockers.”   Chief 
Chad Castleberry said one of the big issues for 
his agency was for officers to develop the right 
mindset to properly document their actions.  Social 
Circle Chief Willie Brinkley, who leads an agency 
with 19 officers, agreed “Getting officers to for-
ward information to the certification manager was 
difficult.” Braselton Police Chief Terry Esco (19 offi-
cers) also said “It takes a little while to get every-
one on board. The hardest thing was getting them 
to do the reports. But now you can get software to 
ensure it is done right.” Chief Daniel Ferrone said 
his department was certified in 2019.  It took the 

department 1 ½ years to develop and implement 
the policy and another 1 ½ years to build the files 
demonstrating compliance.  

Once certified, agencies must demonstrate they 
continue to follow the establish standards every 
three years. So how hard is it for an agency to 
follow the certification requirements? Several 
chiefs noted participating in state certification can 
be time consuming. Chief Castleberry advised for 
chiefs to not procrastinate, “You have to stay on 
top of it.” Chief Brinkley said, “I think it is easy. You 
have to pay attention to deadlines.” Chief Ferrone 
said Pine Mountain is a smaller community so 
“We don’t have a lot of the big city problems with 
administrative and patrol duties. Everything is low 
key with our workload, so it does not make it un-
manageable.” He added “You have to want to do it 
right and stay on top of it.” Chief Finch reported it 
is not difficult, but recommended chiefs from small 
agencies go through the certification manager’s 
course, so they know what has to be recorded in 
the files. When he sees information that needs to 
be included in the files, he sends it to the manager.  
While some tend to focus on obstacles, what are 
the benefits of participating in the program be-
sides being able to claim the agency is state certi-
fied? Chief Castleberry said, “First it is accountabil-
ity. Just a sense of accomplishment.  I brought the 
staff on board with the program very early and got 
their buy-in.  So, as we moved through it, every-
one was excited about the program and working 
together. Second was the savings on the insurance 
premiums.” Similarly, Chief Ferrone reported, “It’s 
the way the public sees them, accountability of the 
officers, and the discounts with insurance premi-
ums.” Chief Brinkley added, “It is how the agency 
is viewed. The positive overall development the 
agency because we are complying with high stan-
dards. We are transparent in how we do it.”
When asked if participating in the program inter-
feres with their decision-making or ability to run 

the department, each of the chiefs agreed it did 
not. In fact, it helps them.  Chief Castleberry from 
Adel said “No. It only makes it easier. We live and 
die by policy and procedure.” Similarly, Chief Esco 
responded, “No it does not. We have a hiring pro-
cess we follow. It is good because we go through 
the requirements of state certification, and it helps 
to weed out bad people. Chief Ferrone said “It 
actually streamlines everything.  Everyone knows 
what they are supposed to do. If they don’t know, 
they have a rock-hard policy to help them.” Chief 
Finch said “It guides me when making decisions. 
I know the standards help me to make good deci-
sions”. Chief Brinkley probably summed it up best 
when he said, “If you are willing to be open, no.”
When asked what they would tell fellow police 
chiefs interested in becoming involved with the 
certification program, each was very positive.
Chief Castleberry responded, “I strongly encour-
age every agency to do this. State certification is 
based on best practices.  Why would you not want 
to do this?  It is another level of protection for the 
department and its officers. It helps me sleep a 
little better.”

Chief Esco said, “It takes time to implement. You 
have to get the right person as the state certifi-
cation manager. They have to go to the Georgia 
Police Accreditation Committee (GPAC) meetings.  

Once you get going it is not bad, but you have to 
stay on top of it and not get behind.”

Pine Mountain’s Chief Ferrone said, “I don’t see 
why they would not consider it.  We need to put 
everyone on consistent playing field. The public 
expects us to act consistently. We have one person 
who is the certification manager and responsible 
for ensuring everything is in place. You have to 
want to do it right, you have to stay on top of it, 
and you have to have one person assigned to 
manage it. A lot of the problems that agencies run 
into will be minimized. Chiefs get complacent and 
don’t want to do the work or don’t know how to do 
it. It is better for us and our community. But it takes 
a commitment.”

Chief Brinkley warned, “The environment we are 
working in will never be the same. Officers are 
going to be questioned. Agencies need the pro-
cesses in place to ensure they act appropriately. It 
is not just the police department that benefit from 
the program but the city, mayor, and council all 
benefit”

Montezuma’s Chief, Eric Finch suggested, “Get 
Involved. It is very important for a chief to know 
the rules, especially when dealing with high  
liability issues.”

Smaller Agencies Setting the Example for Excellence
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As my 28 year career in law en-
forcement recently transitioned 
to that of city manager, one thing 
has remained an important fac-
tor. To be a successful police ex-
ecutive or senior city executive, 
you must have a solid foundation 
with your elected officials.

There are a few areas I have 
found to be essential in estab-
lishing that solid foundation. 
First, clear and defined expecta-
tions for you in your position as 
well as what expectations you 
have of your elected officials. 
Along with clearly defined ex-
pectations should be the setting 
of boundaries. It is a business 
relationship, so do not cross the 
line in to being friends or social-
izing together. 

Communication must be open, 
honest, and provide facts – not 
opinions. I can’t stress enough 
the importance of keeping your 
elected officials updated and 
informed on topics that are im-
portant to your community. If you 
keep them informed and updat-
ed, you will face less  

questions/concerns from them 
as well as from your community. 
However, when your elected 
officials ask you a question, 
provide them with an honest and 
fact-based answer. Do not, under 
any circumstances, respond with 
an answer that is not factually 
based. Not responding is not an 
acceptable reply. Always follow 
up on an inquiry from an elected 
official. Above all else, do not 
put yourself in a compromising 
position or allow someone else 
to put you there. By taking these 
few actions, you will project a 
positive influence and maintain 
a steady path of good decisions 
that will foster trust and confi-
dence in you and in your elected 
officials. Allow them the credit 
for the successes; and when a 
mistake is made, own it.

Be honest, open, and approach-
able and it will serve you well in 
your duties as a Police Chief or 
senior city executive.  

Ed Densmore began his law enforce-
ment career in 1993. He joined the 
Alpharetta Police Department in 1996 
and rose through the ranks to Chief. 
Densmore was named Police Chief with 
the launch of the Johns Creek Police 
Department in 2008. He was appoint-
ed as the Johns Creek City Manager 
in March 2020. He holds a B.S. in 
Criminal Justice from Michigan State 
University and is a graduate of the 
Command College at Columbus State 
University, the FBI National Acade-
my, FBI-LEEDS, and a GILEE graduate

Just like every other success-
ful relationship, the successful 
relationship with elected offi-
cials starts with trust. You earn 
trust by being trustworthy. You 
must create an environment of 
trust by making sure there is no 
disconnect in what you say and 
what you do. Keep your word. 

As a law enforcement profes-
sional and a city manager I have 
learned elected officials like 
to be kept “in the know.” They 
don’t like to be blindsided. Over 
communicate, at least initially, 
until you get an idea how much 
information they expect. Shar-
ing appropriate and necessary 
information helps them relate 
with their constituents and keeps 
them responding as leaders in 
the community. However, shar-
ing information must be done on 
an equal basis. Care should be  
taken not to share with one and 
not share with the entire group.  

This gives the appearance of 
special relationships – another 
area that should be avoided.  
 
An arm’s length professional 
relationship is necessary with 
no favoritism or personal rela-
tionships. Communication must 
be open, candid and honest.  
Balance listening with speaking 
and support the decision of the 
elected officials. They are the 
ultimate boss only subordinate 
to the people who elected them. 
They should set clearly defined 
and achievable goals and as 
staff, you must understand them 
and know what constitutes 
 success.     

Competence also builds trust. Do 
you job and do it well. Establish 
credibility. Your ability to show 
your competency will increase 
the trust and commitment the 
elected officials have in you. A 
good chief will make life easier 
and more successful for an elect-
ed official, just like good officers 
make life easier and leads to the 
success of a chief. 

But everyone will make a mis-
take. And you can’t learn from 
a mistake if you can’t acknowl-
edge you made one. Own up to 

mistakes and do it quickly. Bad 
news only gets worse with time.    

Displaying a good attitude and 
high morale also builds trust. 
Your awareness of good public 
relations is critical in city govern-
ment. Citizens draw conclusions 
about elected officials by how 
they are treated by staff.

And to repeat an anonymous 
quote, “If you work for an orga-
nization speak well of it. If you 
must growl, condemn, and find 
fault, resign your position and 
when you are on the outside, 
damn to your heart’s content. 
But as long as you are part of the 
institution, do not condemn it. 
If you do the first high wind that 
comes along will blow you away, 
and you may never know why.”  

Kenny Smith has served in local law 
enforcement since 1982. He served 
as Chief of Police in Morrow before 
becoming the Griffin City Manager 
in 2004. He also serves Griffin as its 
Public Safety Director and instructs 
public safety professionals on the state 
and national level. 

INSIGHTS

How do you develop  
a positive working  
relationship with  
elected officials?

QHow do you develop a positive working  
relationship with elected officials?

Developing positive relationships 
in the workplace can be difficult in 
any profession. For police chiefs, 
working within the department 
may be easier where there is 
likely to be agreement on the 
basic mission, and there is gener-
al understanding about the flow 
of communication and delegation 
through the chain of command. 
Outside the department, there can 
be less structure, so it’s critical to 
the success and career survival 
of police chiefs to be intentional 
about developing and maintaining 
positive relationships, especial-
ly with their elected officials. A 
little time invested continually in 
this area can pay huge dividends 
down the road.

Elected officials have a great deal 
of accountability to the commu-
nity and they represent the local 
concerns and needs of all. The 
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INSIGHTS

How do you develop a positive working  
relationship with elected officials?

chief’s awareness of these con-
cerns will help in forming a posi-
tive relationship. Elected officials’ 
knowledge of the police mission 
may have been formed from 
many sources, so it’s import-
ant for the chief to gauge that 
knowledge and offer views from 
the experienced practitioner’s 
perspective. Do they expect the 
department to be more service 
oriented, more enforcement 
oriented, or a balance? They 
may not feel qualified to address 
these expectations upfront, so 
the chief should be prepared to 
start the conversation with a goal 
to bridge the gap. As time passes 
and faces change, it is important 
to also look for opportunities to 
help newly elected officials un-
derstand the policing role in the 
community.

It’s a good practice to proactively 
address these and other import-
ant issues that set the tone for 
expectations. A good start can be 
to create and maintain a relevant 
document that contains the pos-
itive values and strategic priori-
ties the chief may have already 
identified as best practices. This 
three to five year strategic plan 
can provide a starting point for 

confirmation from elected offi-
cials about expectations for the 
chief and police department. 
Situations can be fluid, so be pre-
pared to participate with elected 
officials when it’s necessary to 
recalibrate these shared expecta-
tions, and update the plan. 

No matter the size of the depart-
ment, the chief is the “go-to” 
policing expert in the communi-
ty, and elected officials will be 
relying on this trusted leader to 
be well versed on all related sub-
jects when they ask for advice on 
how to deal with an issue.

Police chiefs can’t afford to wait 
for a critical incident to get up to 
speed. What worked for me as a 
chief was to make sure I did my 
homework in advance by paying 
attention locally, while keep-
ing one eye on the horizon for 
what’s next in the profession. It’s 
good to ask yourself, “What best 
practices have others developed 
that I can modify to fit my depart-
ment?” It helps to seek a wide 
variety of information and advice 
so you’re ready when elected of-
ficials ask a question like, “How 
should we handle a protest that’s 
being planned for tomorrow, 

Chief?” It may be unspoken, but 
they expect you to already have 
a plan.

A good start can be gaining 
intimate knowledge of local 
ordinances, and what authority 
and guidance they provide to 
aid officers’ daily actions. Build-
ing on that, I found it was very 
helpful to keep in touch with 
policing trends and innovations 
across the state, and those being 
discussed within the Georgia 
Association of Chiefs of Police. 
Further, there are several nation-
al policing associations working 
on and developing solutions to 
current and emerging issues in 
the profession. Gaining a broad 
base of knowledge will aid you 
in providing sound advice and 
input to elected officials, and 
help them to craft several possi-
ble options for working together 
through a short or long-term 
community issue. 

One other important homework 
tip is to keep up with the issues 
elected officials are paying atten-
tion to for a preview of what may 
be coming soon to your commu-
nity. What worked well for me 
was to monitor the issues being 

considered by municipal and 
county associations in the state, 
as well as those being debated 
in the state general assembly 
each spring. 

The chief can be assured that 
those wider issues will turn up in 
local discussion at some point, 
chiefs can be very helpful to 
elected officials by studying the 
problems and preparing multiple 
options for solutions, or adapt-
ing solutions that have been 
identified by others. Although 
time-consuming, this continu-
al professional development 
will serve the chief well when 
elected officials ask, “What 
do you think, Chief?” From my 
experience, they are genuine in 
posing the question and they are 
looking for your informed, un-
varnished, professional opinion. 
Being knowledgeable about the 
police profession is welcomed 
by elected officials, and it allows 
the chief to have a “say” in guid-
ing change.

One last point to consider is 
the importance of communica-
tion, which can be the glue for 
what holds together successful, 
positive working relationships 
between chiefs and elected of-
ficials. Cities can vary greatly in 
size and structure so it’s import-
ant to be aware of whether your 
city requires communication to 
be routed through a city manag-
er or administrator. 

Regardless of organization struc-
ture, chiefs should keep elected 
officials informed of general 
developments, and progress 
on initiatives. One of the most 
valuable communications can be 
providing a heads up on rapidly 
evolving issues which are likely 
to impact the city. In my experi-
ence, increasing the situational 
awareness of elected officials 
was helpful for them in respond-
ing to questions from the com-
munity and media. Keep in mind 
that elected officials also have 
their own information sources, 
so a positive relationship with 
them can allow the chief to get 
that same heads up.

In less critical situations, it is 
helpful to keep an open line of 
communication, and listen to 
the questions and concerns of 
elected officials. Respond in a 
straightforward manner, follow 
up quickly when they request 
information, and do your best  
to keep all officials aware of 
 the same set of facts and  
information.

Positive working relationships 
take time and require effort, but 
the payoff means a better envi-
ronment for the chief, their offi-
cers and the entire community.

Jason Parker began a 30-year career 
at the Dalton Police Department in 
1987, and was appointed Police Chief 
in 2007, serving in that role for over 10 
years. In 2018 he was appointed Dal-
ton’s City Administrator. He earned a 
Masters of Public Administration from 
Columbus State University.
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Behavioral / Mental Health Response 

• Support legislation that expands the treatment of and response to mentally ill persons.
• Educate the Legislature on the growing issues associated with the mentally ill, and the in-

creased burdens placed upon law enforcement to respond to these issues, which include: home-
lessness, substance abuse / dependency, and unpredictable and harmful behavior towards the 
public and law enforcement.

• Support legislation to allow law enforcement officers to involuntarily transport persons, without 
making an arrest, to a medical facility when they have probable cause to believe that individual 
is a threat to themselves or others. 

• Support additional funding for law enforcement training in this area, to include courses such as 
“mental health for first responders” (8 hours) and “crisis intervention training” (40 hours).

Controlled Substances 

• Inform the Legislature on growing national and local trends related to substance abuse and its 
correlation to increased homelessness, transiency, and erratic / violent behavior against law 
enforcement.

• Oppose legalization / recreational use of drugs.
• Support the expanded funding for substance abuse prevention programs as well as treatment 

programs.

Crimes & Criminal Reform 

• Generally support the concept of emergency risk protection orders (ERPOs, aka “Red Flag” 
orders) regarding temporary seizure of firearms if a person has been deemed a threat to them-
selves or others.

• Support repeal of the current citizen’s arrest law (OCGA §17-4-60) as written, however citizen’s 
arrest ability should be restricted to homeowners, property owners or business owners (and 
their employees / security personnel). 

  
 

• Oppose raising the age for when a child becomes an adult from 17 to 18. This would place a 
burden on the over-crowded and under-resourced juvenile justice system.

Police Operations / Tactics 

• Inform legislators that GACP is opposed to racial / bias-based profiling. 
• Oppose the outright elimination of no-knock warrants. There are situations where such war-

rants are necessary and prudent. Any request for a no-knock warrant, as well as the warrant 
service itself, should meet certain criteria and require command-level approval / oversight.

• Oppose the outright elimination of civil asset forfeiture. Proposed bills should be reviewed 
individually. Agencies that initiate dubious forfeiture proceedings, utilize forfeited funds for 
questionable purposes, or fail to comply with any mandated reporting standards should be 
subject to review and sanctions by an appropriate governmental entity.

• Strongly Oppose any reduction or elimination of qualified immunity for law enforcement 
officers.

• Support improvements in training of law enforcement officers, particularly for the basic man-
date academies. Emphasis should be not only on the number of hours, but also on the type 
and quality of training. However, there must be adequate funding both at the state and local 
levels.  Applicable fines / forfeitures that, per Amendment to the Georgia Constitution, that 
are directed for the specific purpose of training law enforcement and prosecutors should be 
utilized accordingly.

• Support the use of body-worn cameras. However, any mandates for use should take into 
account the necessary funding required for acquisition of the technology as well as the recur-
ring data storage / management costs (which far exceed initial acquisition costs).

• Educate the Legislature and Governor on police vehicle pursuits and best practices.
• Support the ability for agencies to utilize the uniform traffic citation or the uniform misde-

meanor citation for specific misdemeanor offenses and ordinance violations. 
 

GACP’s LEGISLATIVE PLATFORM
2021 Legislative Platform &
Priorities

Crimes & Criminal Reform (CONTINUED)  
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• Educate the Legislature and Governor on the need for a central facility (GBI) 
to store and maintain chain of custody for evidence related to murder (indefi-
nitely) and sexual assault (30 years). Request Legislative Study on the issue.

• Generally support data collection regarding police – citizen contacts and 
traffic stops. However, the need for data must be reasonably balanced with 
officer safety and not become overly burdensome to the officer and agency. 

 
Use of Force 

• Support evidence-based studies that seek to improve law enforcement tac-
tics and less-lethal force options that ensure both the safety of the public and 
law enforcement officers.

• Strongly Oppose moving away from the use of force standards set by the 
U.S. Supreme Court in “Tennessee v. Garner” and “Graham v. Connor”.

• Oppose any move towards a “use of force continuum” model that is outmod-
ed / unrealistic and what police use of force expert Eric Daigle calls “an overly 
simplistic approach to decision-making that detracts from the officer’s ability 
to make effective decisions when confronted by resistance in real time”.

• Support a ban on the use of choke holds, with the exception when deadly 
force is warranted.

• Support the training in and use of de-escalation techniques. However, offi-
cers should not place themselves or others in danger by delaying the use of 
non-lethal or even deadly force if circumstances warrant.

• Support a duty to intervene.
• Support building trust between the community and law enforcement by 

participating in the FBI’s National Use of Force Data Collection Program. Also 
support legislative proposals that include both the collection of data on the 
use of force by police and against police.

GACP’S LEGISLATIVE 
PLATFORM

Police Operations / Tactics (CONTINUED) 

https://justiceone.app/
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Employee Motivation 
There is a stark difference in employees who make 
an error in judgement and those who intentionally 
commit policy violations for their own gain and/or 
with a lack of regard for citizens and fellow offi-
cers (Stephens, 2011).  While this education-based 
behavior modification-focused model is not com-
pletely punitive, officers that tarnish the badge 
for selfish reasons must be dealt with in a manner 
that maintains (or restores) the trust and legitimacy 
of the organization.  And typically, officers with-
in the department who are not inclined to make 
intentional errors and who have knowledge of the 
situation will be appreciative of disciplinary action 
that is commensurate with such policy (or law) 
violations.  Conversely, those who make procedur-
al errors typically need less punitive action, such 
as training, to change behaviors. While citizens do 
not expect perfection, they do 
expect accountability.

Degree of Harm  
When making disciplinary deci-
sions, it is prudent to consider 
the degree of harm caused by 
the policy violation(s) (Stephens, 
2011).  Degree of harm may be 
considered in many ways from 
fiscal to the action’s effect on 
legitimacy.  Over the course of  
a career, officers will make mis-
takes.  However, the degree to 
which those mistakes cost tan-
gibly and intangibly must be considered in disci-
plinary proceedings.  An officer who, for instance, 
is at fault in a bad crash may cost the department 
in both repair costs and civil settlements.  Howev-
er, officers who commit egregious law violations 
may put the legitimacy of the entire department in 
jeopardy, thus eroding community trust.  

Intentional vs Unintentional Errors  
Much like the concept of Graham v. Connor, offi-
cers often deal with rapidly unfolding situations 
that are dynamic in nature (Graham v. Connor, 
1989).  Often employees have scant information 
with which to make critical decisions. When mak-
ing disciplinary decisions, it is prudent to see the 
action in question from the officer’s perspective 
at the time of the policy violation.  Did his or her 
perspective seem in line with departmental expec-
tations based on the limited information?  If so, the 
violation may be unintentional and, thus, warrant 
less punitive measures. Intentional errors, how-
ever, are more in line with self-serving decisions 
that purposely move contrarily with policy and the 
department’s values.  These types of violations 
typically would lead to more punitive outcomes, 
including termination.  

Experience Level 
Newer officers are certainly more apt to make 
mistakes than more experienced officers.  Also, 
officers in new assignments are more inclined to 
make an honest error than those more experi-
enced in the role.  Weighing an employee’s expe-
rience when making disciplinary decisions is fair 
and pragmatic.  When experience (or lack thereof) 

Policing in today’s climate is 
more challenging than ever.  
Over the last several years, 
and especially within the last 
six months, communities have 
changed expectations of their 
police departments regarding 
everything from methods of en-
gagement, defunding, increased 
transparency, to use of force 
policy.  Police departments must 
be ready to engage the com-
munity in open conversations to 
understand and meet these new 
expectations in order to improve 
trust and legitimacy as well as 
to decrease, or at least mitigate, 
liability.  And to maintain com-
munity trust, departments must 
also be very adept at policing 
their own.  But does this mean 
that police discipline needs to 
become more punitive to fall in 
line with the renewed expecta-
tions of community members?  
Perhaps, surprisingly to some, 
best practices would indicate it 
should not.  Actually, implement-
ing a disciplinary framework that 
is less punitive in many ways, 
while perhaps counterintuitive, 
is of paramount importance in 
ensuring that officers are treated 

fairly and equitably while simul-
taneously maintaining communi-
ty trust.

Almost three decades ago, Chief 
Darrel Stephens, while serving in 
St. Petersburg, devised an inter-
nal affairs model that was well 
ahead of its time that he later 
also implemented within the 
Charlotte-Mecklenburg Police 
Department.  The model is adap-
tive for agencies of most any size 
and for incidents ranging from 
courtesy complaints to excessive 
uses of force (Stephens, 2011). 

The model moves away from 
providing a prescribed action 
regarding sustained violations 
but rather views each incident 
on its unique set of facts.  And 
while some employees may find 
a level of comfort in the “manda-
tory sentencing” provided by a 
disciplinary matrix, if implement-
ed effectively, an internal affairs 
policy that handles each matter 
as a unique event may be seen 
for what it truly is; a fairer, more 
equitable approach to police 
discipline that takes into full 
account both aggravating and 

mitigating circumstances.  
Stephens’ (2011) model places 
emphasis on changing officer 
behavior with a training focus 
(when appropriate) rather than 
making police discipline a strictly 
punitive paradigm.  Under this 
education-focused model, “mis-
takes of the head” are treated 
differently from “mistakes of the 
heart.”  

Disciplinary Decision Model
Each department must decide 
how internal affairs will work to 
produce detailed and thorough 
investigations that will withstand 
increasingly external scrutiny.  
When an allegation is sustained 
through such investigation, de-
ciding the best course of action 
is often the most difficult com-
ponent of the case flow.  Chief 
executives’ balance between de-
partmental and public interests 
are never more important than in 
disciplinary decisions.  But what 
should the department consider 
when making these decisions 
without a firm traditional disci-
plinary matrix?  The Stephens 
model considers the following.
 

Internal Affairs in 21st Century Police Agencies
 
Internal Affairs in 21st  
Century Police Agencies

Police departments must be ready to engage the  
community in open conversations to understand  
and meet these new expectations in order to improve 
trust and legitimacy as well as to decrease, or at  
least mitigate, liability.  And to maintain community 
trust, departments must also be very adept at policing 
their own.  
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is a mitigating factor, and without other aggravat-
ing factors, often education is sufficient to address 
the behavior and bring the employee into com-
pliance (Stephens, 2011).   Remember, the goal is 
not to be punitive, but to change the behavior that 
constituted the policy violation. 

Employee Record  
While this decision-making model may be a dif-
ferent way of thinking for some chief executives, 
one area where this model merges with tradition is 
through progressive discipline.  When considering 
the facts at hand, determining if the employee has 
had previous retraining in the area of violation or 
has had similar incidents is important in the pro-
gressive discipline process.  This is where other-
wise non-punitive measures may turn punitive.  
Even regarding merely procedural errors, repeated 
mistakes may be indicative of overall performance 
issues.  Departments would do well to have a 
solid performance plan that works to retrain and 
retain when possible.  However, the hard truth is 
that police work is demanding and not everyone is 
capable of doing the job.  If there is a certain area 
where an employee does not have the ability to 
consistently perform at standard, then perhaps a 
move to a more specialized non-sworn position or 
another profession altogether may be in order.   
 
These are often the most difficult decisions for  
chief executives because, while these violations 
are not singularly egregious, they are nonetheless 
intolerable.   
 
Processing Internal Affairs Complaints in a  
Procedurally Just Manner  
And while arriving at difficult disciplinary decisions 
is one of the toughest parts of a chief executive’s 
role, another very important component of the in-
ternal affairs process is ensuring all employees are 
treated with professionalism throughout the pro-
cess.  We expect officers to treat all citizens with 
dignity and respect and officers should be afforded 
the same fair treatment internally.  According to 
the U.S. Department of Justice, Community Orient-
ed Policing Services, procedural justice involves 

the tenants of fairness, transparency, voice, and  
impartiality (https://cops.usdoj.gov/prodcedural-
justice). The following discuss the internal affairs 
process through the lens of procedural justice. 

Fairness  
IA staff should explain to employees the allega-
tion(s) and remind officers that all complaints are 
handled consistently and that they will have an 
opportunity to provide an appropriate rebuttal to 
any allegations of policy violations.  Investigators 
are encouraged to build a rapport with accused 
employees throughout the investigation and be 
accessible in case questions arise regarding the 
investigative process. 
 
Transparency 
IA staff should keep officers in the communication 
loop regarding investigations.  Undergoing an in-
ternal investigation is typically stressful for officers, 
even when there is a high probability of clearance.  
IA staff should check in with officers regularly to 
apprise them of the progress of the investigation 
and ensure officers that the internal lines of com-
munication are open.  Officers should know that  
the IA process is not conducted in secrecy but rath-
er as openly and transparently as the investigation 
dictates.  Especially when employees will likely be 
subject to discipline in a disciplinary proceeding, 
they should have access to the completed inves-
tigation before a final decision is rendered so that 
they may understand why the complaint was deter-
mined to be sustained.  Being transparent in this 
manner is also a valuable component of fairness.  
 
Voice 
Officers, of course, typically provide statements 
within IA investigations. Asking open ended ques-
tions to officers during interviews and allowing 
employees to be completely heard may very well 
help them view the process as what it is; an inquiry 
to find the truth and to take appropriate corrective 
action.  Just as in citizen encounters, officers that 
have a voice in the process and feel that have 
been heard completely, are more apt to view the 
process as fair and objective.   

Impartiality 
It is commonly known that citizen complaints must be judged on the 
facts specific to the case at hand and not the complainant’s unrelated 
criminal record. In much the same vein, while an officer’s previous 
record must be taken into account to align with progressive discipline, 
past policy violations that are unrelated to the behavior in the sus-
tained violation at hand must be considered in context and not drive 
the disciplinary decision. This emphasizes to officers that the orga-
nization understands the complexity of police work and that moving 
past honest errors in the lifetime of a career is possible.  

Conclusion
Discipline within police agencies is of paramount importance both  
internally and externally and is one of the most complex compo-
nents of police management and leadership.  Utilizing a sound deci-
sion-making model such as the one presented herein is vital in ensur-
ing that officers are treated professionally, and that discipline within 
the organization is fair and consistent.  This can lead to higher morale 
and positive retention.  When officers are treated in a procedurally 
just manner and they understand the value of a disciplinary philos-
ophy that takes into account the many variables of the very difficult 
work they do, they are much more apt to see the disciplinary process 
as fair and equitable and one that focuses on correcting behaviors 
through appropriate training and education rather than a strictly  
punitive paradigm.

Graham v. Conner, 490 U. S. 386 (1989)
Stephens, D. W. Police Discipline: A Case for Change. U. S. Department of Justice, Nation-
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(2011). 
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U.S. Special Operations Force Veterans Adapt A Valuable 
Tool that Increases Situational Awareness and Enhances
Command and Control During an Emergency

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

Critical Response Group is committed 
to integrating CRGs into public safety 
response protocols to increase capabili-
ties and enhance command and control 
efforts during an emergency. The compa-
ny’s origins are grounded in thousands 
of real-life direct-action raids conducted 
by USSOF over the past two decades 
and dozens of county-wide deployments 
domestically over the past three years.  
The management team’s mix of deco-
rated and combat-tested USSOF officers 
and senior law enforcement executives 
provides a unique perspective on building 
and implementing CRGs for domestic first 
responders, with a focus on CRGs being 
used when a crisis occurs. Our expecta-
tion is that CRGs will be easily accessible 
to those who need them and increase the 
readiness level for public safety profes-
sionals during emergency situations.  
 
For more information visit: 
https://www.crgplans.com or  
https://youtu.be/10aghbY3AKI
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All officers know the duty related hazards that may happen to them on any given day.  They say 
their goodbyes to their family and head out to perform the duties of the profession they have 
chosen.  Unfortunately, on average there are between 140-165 officers each year that do not 
return home at the end of their watch. 

In addition to worker’s compensation, social security and other fraternal or charitable benefits, 
death benefits are available through the Bureau of Justice administered by the Public Safety 
Officer Benefit (PSOB) program and the Georgia State Indemnification Program.   In addition 
to death benefits, educational assistance is also available to the officer’s children and spouse.  
The telephone number for the PSOB is (888) 744-6513 and for the Georgia Indemnification 
Program it is (404) 656-9484.  Heart attacks may possibly be eligible and COVID-19 is eligible 
through the PSOB.  Each entity has their individual criteria that must be met to be considered 
as a line of duty death and for the payment of benefits.  

 In addition to benefits, the agency should also submit the officer’s name to the Georgia Public 
Safety Memorial (GPSTC) in Forsyth, GA and to the National Law Enforcement Officer Memorial 
Fund (NLEOMF).  Provided the death meets their criteria, they will ensure the officer’s name is 
engraved on their memorial walls in Forsyth, GA and Washington, DC.  For GPSTC their contact 
phone number is (478) 996-4405 and for the NLEOMF it is (202) 737-7981.

Since agencies are usually more adept administratively, it is encouraged that the agency makes 
the benefit filings and name submissions as opposed to the deceased officer’s family member.  
However, there will be certain documents the family member will need to provide the agency 
to combine with their submission documents.
     
It is requested that the agency immediately notify Roger Parker at (770) 354-8771 as soon as 
they feel they have a line of duty death.  Assistance will be provided for the above administra-
tive duties and his organization will begin working with the family survivors by providing peer 
support.

Line of Duty Death 
Benefits & Assistance 
Roger D. Parker, Executive Director
Georgia Concerns of Police Survivors

https://psob.bja.ojp.gov  |  1-888-744-6513

www.AmChar.com
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Implementing De-BrieFings To 
Improve Daily Operations
Major Trent Lindgren 

It’s commonly thought that experience is the 
best teacher. If that is true, why do some officers 
repeatedly make the same mistakes? Why do 
officers fail to learn the lessons that each call 
provides? John Maxwell said, “Experience is not 
the best teacher; evaluated experience is the best 
teacher.” So how do the best leaders help officers 
critically evaluate their experiences and learn the 
lessons needed to grow as an individual? The 
best approach for police departments is to debrief 
every call.

The use of debriefings is not new. The military, 
aviation, and medical professions have conduct-
ed debriefs as a matter of routine for a very long 
time. The Army conducts After Action Reviews 
(A.A.R.s) after every operation. Debriefings are 
a vital for continuous improvement initiatives 
and developing advancements in tactics and 
techniques as well as better standard operating 
procedures. Instead of being reactive as a profes-
sion, implementation of daily debriefings offers a 
much more cost-effective approach to improving 
performance as well as reducing mistakes, com-
plaints, and liability exposure. Debriefs can have 
the added benefit of improving the relationships 
and culture of the agency. 

Often, when supervisors try to discuss a perfor-
mance issue with an officer, the officer becomes 
defensive because they view the criticism as a 
personal attack. This usually occurs because the 
individual thinks they are the problem when, in 
fact, they merely have a problem. This defensive-
ness causes officers to minimize their mistakes 
and increases the likelihood that they will hide 
their mistakes rather than bringing them to light.  
A hidden mistake is bad both for the individual 
and the organization. This defensive response 
prevents them from learning the valuable lessons 
and skills needed to perform at their full poten-
tial. A proper debriefing process can avoid this 
response and create an environment conducive to 
sending and receiving constructive criticism. 

The magic of a debrief is the leader does not have 
to tell someone they made a mistake. Instead, 
they lead a conversation about the individual’s 
actions by asking what they were thinking and 
feeling when they made a decision or took an 
action. As the officer answers questions, they rec-
ognize there were better options available. This 
accomplishes two things. First, it forces officers 
to think about why they took the actions they did. 
If the officer was thinking they needed to go left 
when clearing a room, but through debriefing 
determines going right would have been a better 
response, they will recognize this and store that 
information for later. This creates a pattern and a 
template for this type of situation. The individual 
needs to recognize a pattern (center fed room, 
corner fed room) and apply the appropriate tem-
plate (move to right far corner, left far corner, 
etc.…). The more patterns individuals recognize, 
and the more templates they have available, the 
more quickly and effectively they can make an 
appropriate decision. 

We’re impressed by officers who seem to be so 
fast and effective. Many people believe others 
who are excellent at making decisions on the fly, 
have some “it factor” that allows their brains to 
process information, account for variables, and 
generate alternatives in real time more effectively. 
Perhaps they are just naturally gifted with better 
physical and mental abilities. While this may be 
true for some, science tells us this is not what 
accounts for most of the difference. These officers 
are not better than others; they are simply better 
trained.

These better trained officers are not actually mak-
ing decisions when they identify a pattern, rather, 
they are searching for an internal template that 
will solve the pattern the situation presents. If an 
individual does not recognize the pattern or is not 
equipped with a sufficient template, they will in-
evitably choose the first thing that comes to mind 
and appears to solve the problem. The problem 
is humans’ instincts do not function well under 

<< Implementing De-Briefings To Improve Daily Operations
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pressure. Instead individuals do something called 
satisficing. Satisficing is a decision-making strat-
egy in which they pick the first option that meets 
the basic requirements of the situation. The first 
option is not necessarily (or often) the best option. 
For example, a group of street-level drug dealers 
run into a wooded area when they see two offi-
cers on patrol turn the corner. The trainee tries to 
jump out and chase them. The pattern the trainee 
recognized was “see rabbit run” and applied the 
‘chase’ template.  The field training officer stops 
the recruit before he can get out.  The recruit’s 
template was instinctive; the FTO’s template was 
a trained response. The trained response is what 
agencies are seeking.

Having officers participate in a debriefing to de-
scribe their thinking and responding to specific 
questions helps them to realize better options on 
their own. They learn a trained response. Debriefs 
allow participants to bypass the internal defense 
mechanisms which prevent people from internal-
izing better options. Because the officer came up 
with the alternatives on their own, they do not 
feel threatened. Instead of resisting criticism, they 
actively look for ways to use this information in the 
future. Debriefs create a ‘judgment free environ-
ment’ where the sole purpose is for everyone to 
continuously improve. The officer receives critical 
feedback and is allowed to save face. Effective de-
briefs encourage officers to voluntarily recognize 
and acknowledge their mistake to do a better job 
next time.

When leaders begin to implement debriefings into 
their organization, the greatest obstacle they en-
counter is the police culture. Changing the organi-
zational culture is difficult. As agencies implement 
this program, it is important for leaders to set the 
example.

• One approach often used is for the leader to 
find a mistake they made and debrief it with a 
group of officers. This approach demonstrates 
it is okay to make mistakes. If the boss doesn’t 
have to be perfect, the officers don’t either. 
This creates ‘vulnerability-based’ trust which is 
critical to effective debriefing. When a leader 
shows it’s okay to be vulnerable, others will 
follow the leader’s example. 

• Once the leader demonstrates how it’s done, 
an organizational influencer should be used 
to conduct the next debrief. Eventually every-
one should be taught how to conduct a proper 
debrief. 

• After everyone is trained agency leaders must 
set the expectation that debriefs must be done 
every day. There are no excuses for slow days 
where “nothing happened”. Anyone can find a 
way to improve on any call. If a call is debriefed 
where everything went well, ask the hypo-
thetical “if, when, then” questions to alter the 
scenario to create new challenges. 

• Finally, debriefs need to follow a formal struc-
ture. Facilitators can certainly maintain an 
informal style while conducting debriefs, but if 
the agency does not identify and follow a pro-
cess, debriefs will be little more than officers 
sitting around telling stories with no reflection 
or evaluation.

There are tremendous resources online that can 
explain the various debriefing options available 
to you. Find which one works best for your 
agency and make it a part of daily operations. 
Given enough time, debriefs will help leaders 
create a culture of learning and growth that is 
based on providing effective and honest feed-
back. The relationships within the department 
will become more positive, officers will be more 
effective, and leadership will minimize the dam-
age caused by egos. 

_____________________________________ 

https://tblleadership.wordpress.com/2020/09/08/tbll-train-
ing-debriefing-decision-making/
 
https://www.crisisprevention.com/Blog/debriefing-techniques 
 
https://www.playmeo.com/how-to-conduct-a-debrief/
 
https://hub.theeventplannerexpo.com/resources/event-de-
brief-checklist-7-key-questions-to-ask-your-team
 
https://richtopia.com/effective-leadership/how-to-debrief
 
https://www.nwcg.gov/sites/default/files/wfldp/docs/army-
seizing-chance-to-learn.pdf
 
http://www.nwlink.com/~donclark/leader/leadaar.html

>> Implementing De-Briefings To Improve Daily Operations DID YOU SEE? 
Presidential Commission on Law  
Enforcement and the Administration  
of Justice Releases Final Report

On December 22, 2020, the U. S.  
Department of Justice published the  
President’s Commission on Law Enforce-
ment and the Administration of Justice.   

The purpose of the Commission was to 
conduct a modern study of the state of 
American policing and determine specific 
measures to reduce crime and promote the 
rule of law.  At the conclusion of this study, 
the Commission was to issue a report. The 
report can be accessed at:  
https://www.justice.gov/file/1347866/download 

https://www.justice.gov/file/1347866/download
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Created in 2003 by two attorneys (and former law enforcement officers), Lexipol was born from a vision 
of a better, safer way to run a public safety agency. 

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

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

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

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

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

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

these risks. So you can spend more time focusing on operational priorities and less time worrying whether your pol-
icies and training are up to date. 

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

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

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

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

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

P A I D  A D V E R T O R I A L P A I D  A D V E R T O R I A L
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District 1
Chief Shane Edmisten and the 
Douglas Police Department were 
awarded Certification with the Geor-
gia Law Enforcement State Certifica-
tion Program on October 14, 2020.

District 2
On October 22, 2020, Cora K.  
Baker was named Chief of the  
Arlington Police Department.

On Thursday, October 29, the City 
of Thomasville named John Let-
teney as the new Chief of Police.  
Chief Letteney begins work on 
January 1, 2021. Chief Letteney was 
formerly the police chief in Apex, 
North Carolina.

On Tuesday, November 3, 2020, Al-
bany Police Chief Michael Persley 
was appointed to the International 
Association of Chiefs of Police (IACP) 
State of Georgia representative for 
the Mid-Size Agencies Division.

On November 6, 2020, Chief Jim-
my Peeples and the Boston Police 
Department were awarded 3rd 
Place for the Governor’s Office of 
Highway Safety, 2019 - 2020 Gover-
nor’s Challenge Award for Agencies 
with 1 – 10 Officers.

District 3
Chief Richard T. Boren and the 
Columbus Police Department were 
award were awarded Recertification 
with the Georgia Law Enforcement 
State Certification Program on Octo-
ber 14, 2020.

On October 31, 2020, Columbus 
Police Chief Richard T. Boren re-
tired with a total 49 years of service 
and 16 years as the chief. At the 
Executive Board Meeting in Forsyth 
on November 25, 2020, Chief Boren 
was awarded Life Membership.

Chief Brian Harr announced his 
retirement from the Hogansville 
Police Department on Tuesday, No-
vember 4, 2020.  Lt. Jeff Sheppard 
was named as interim chief.

Freddie D. Blackmon was ap-
pointed as chief with Columbus 
Police Department on November 
17, 2020. Chief Blackmon joined the 
police department in 1986 and rose 
through the ranks. He served as 
Major for the last six years.

On November 22, 2020, LaGrange 
Police Chief Lou Dekmar was 
selected to serve on the Council 
on Criminal Justice’s Task Force on 
Policing. The task force will work to 
reduce violence, increase account-
ability, and strengthening trust be-
tween police and the communities 
they serve.  
 

District 4
On Thursday, November 5, 2020, 
Centerville Police Chief Chuck 
Hadden retired from the depart-
ment. Chief Hadden had served 
 with the Centerville Police Depart-
ment since 2007 and the last four 
years as chief.

On November 6, 2020, Chief Larry 
Milner and the Tennille Police De-
partment were awarded 2nd Place 
for the Governor’s Office of Highway 
Safety, 2019 - 2020 Governor’s 
Challenge Award for Agencies with 
1 – 10 Officers. 

The Centerville Police Depart-
ment was awarded 1st Place for the 
Governor’s Office of Highway Safety, 
2019 - 2020 Governor’s Challenge 
Award for Agencies with 11 – 25 
Officers on November 6, 2020.

On November 6, 2020, Chief Steve 
Lynn and the Perry Police Depart-
ment were awarded 3rd Place for 
the Governor’s Office of Highway 
Safety, 2019 – 2020 Governor’s 
Challenge Award for Agencies with 
26 – 45 Officers.

Chief John Wagner and the Warner 
Robins Police Department were 
awarded 3rd Place for the Gover-
nor’s Office of Highway Safety, 2019 
– 2020 Governor’s Challenge Award 
for Agencies with 101 – 200 Offi-
cers as well as the State’s Awards 
for Rookie of the Year and the best 
Motorcycle Safety program.

On November 17, 2020, Jamaal 
Hicks began as Chief of Police for 
the Ivey Police Department.

around the state

District 5
On December 15, 2020, Martin 
Williams was name as Chief for the 
Darien Police Department.

District 6
Gary Roberts was made Inter-
im Chief of the Brooklet Police 
Department, located in Bullock 
County on November 2, 2020.

On Wednesday, November 4, 2020, 
Rennie M. Walters Sr. was sworn-
in as Chief of Police for Savannah 
State University.  He was previ-
ously the chief for Southern Cres-
cent Technical College in Griffin.

On November 6, 2020, Chief Laura 
McCollough and the Georgia 
Southern University Police De-
partment were awarded 1st Place 
for the Governor’s Office of High-
way Safety, 2019 – 2020 Gover-
nor’s Challenge Award for Campus 
and University Police Agencies as 
well as the State’s Award for the 
best Bicycle and Pedestrian Safety 
program. 

On November 6, 2020, Chief 
Charles Brown and the Pooler 
Police Department were present-
ed the Governor’s Office of High-
way Safety, 2019 – 2020 Impaired 
Driving Award for having the best 
program in the State.

District 7
Thompson Police Chief Anson 
Evans resigned effective Novem-
ber 2, 2020, to take a position with 
the DeKalb County Sheriff’s Office.  
Assistant Chief E. J. Bess will as-
sume command until a replacement 
is named.

 
 
District 8
On September 29, 2020, Chief 
Blake Davidson was appointed as 
Chief of the White Police Depart-
ment.

On November 6, 2020, Chief 
James Pyle and the Calhoun 
Police Department were awarded 
1st Place for the Governor’s Office 
of Highway Safety, 2019 - 2020 
Governor’s Challenge Award for 
Agencies with 26 – 45 Officers as 
well as the Teen/Young Driver Safe-
ty Award for the State.

Chief Cliff Carson and the Dalton 
Police Department were awarded 
1st Place for the Governor’s Office 
of Highway Safety, 2019 – 2020 
Governor’s Challenge Award for 
Agencies with 76 – 100 Officers on 
November 6, 2020.

Chief Denise Downer McKinney 
and the Rome Police Department 
were awarded 2nd Place for the 
Governor’s Office of Highway 
Safety 2019 – 2020 Governor’s 
Challenge Award for Agencies with 
76 – 100 Officers on November 6, 
2020.

District 8 (continued) 
Chief Ned Watson and the West 
Georgia University Police Depart-
ment were awarded 2nd Place for 
the Governor’s Office of Highway 
Safety, 2019 – 2020 Governor’s 
Challenge Award for Campus and 
University Police Agencies.

 
 
District 9 
On October 1, 2020, Chief Chris 
Hodge and the Auburn Police 
Department were recognized for 
being the first agency to success-
fully complete the Risk Reduction 
Certificate Program.

On Monday, October 5, 2020, Chief 
John Foster announced his retire-
ment from the Cleveland Police 
Department after 23 years, with 18 
years as chief. His retirement was 
effective December 28th. 

James Bennett McKinney was 
named Acting Chief Investigator for 
the Gwinnett County Solicitor’s 
Office. 

Chief Zack Ardis and the Com-
merce Police Department were 
awarded State Certification with 
the Georgia Law Enforcement State 
Certification Program on October 
14, 2020.

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.



WINTER.2021      56  WINTER.2021 57  

around the state

The 2020 Governor’s Public Safety Awards were held at the  
Georgia Public Safety Training Center on Friday, December 4, 2020. 
Four Georgia Association of Chiefs of Police members were  
recognized by Governor Brian P. Kemp for their ‘Outstanding  
Contribution to the Profession’. Congratulations to these members!

The Lyons City Council proclaimed 
August 12, 2020 “Wesley Walker 
Day” in honor of their Police Chief. 

Dan	Kirk	 	 	 Georgia	Bureau	of	Investigation
Ryan	Perry	Powell	 Peace	Officer	Standards	and	Training	Council
Ray	Saxon	 	 	 Georgia	Public	Safety	Training	Center
Ken	Vance	 	 	 Peace	Officer	Standards	and	Training	Council

around the state

District 9 (continued) 
On October 20, 2020, Chief James 
Davis was sworn in as the Chief of 
Franklin Springs Police Depart-
ment to replace interim police chief 
and city manager Daniel Ankerich.  
Ankerich had filled in as chief after 
Chief John Thomas passed away in 
February.

On November 6, 2020, Chief 
James Krockum and the De-
morest Police Department were 
awarded 1st Place for the Gover-
nor’s Office of Highway, 2019 - 
2020 Governor’s Challenge Award 
for Agencies with 1 – 10 Officers.

Chief Donnie Boleman and the 
Royston Police Department were 
awarded 3rd Place for the Gov-
ernor’s Office of Highway Safety, 
2019 - 2020 Governor’s Challenge 
Award for Agencies with 11 – 25 
Officers on November 6, 2020.

On November 6, 2020, Chief Roy 
Whitehead and the Snellville 
Police Department were awarded 
1st Place for the Governor’s Office 
of Highway Safety 2019 – 2020 
Governor’s Challenge Award for 
Agencies with 46 – 75 Officers, the 
States Award for Speed Awareness. 
They also received the distinct 
honor of being awarded the Gov-
ernor’s Cup, which is given the 
agency with having the best Traffic 
Safety Program in the State. This 
was the second year in a row Chief 
Whitehead and the Officers of the 
Snellville Police Department have 

District 9 (continued)
been presented with this award.
Chief Jay Parrish and the Gaines-
ville Police Department were 
awarded 2nd Place for the Gov-
ernor’s Office of Highway Safety, 
2019 – 2020 Governor’s Challenge 
Award for Agencies with 101 – 200 
Officers as well as the State’s 
Award for the best Occupant Pro-
tection program.

On November 6, 2020, Chief 
James Fullington and the Winder 
Police Department were present-
ed the Governor’s Office of High-
way Safety, Child Passenger Safety 
Award for having the best program 
in the State.

Elberton Police Chief Mark Welsh 
retired at the end of December 
after 22 years of years of service 
and a 48-year career in law en-
forcement.

On November 23, 2020, the City 
of Elberton announced Detective 
Sergeant Scott Marunich has 
been selected to serve as their 
police chief effective on January 4, 
2021.

On December 1, 2020, Tony Lock-
ard was named Chief for the 
Gwinnett County School Police 
Department.

District 10
Georgia State Patrol Lt. Colonel 
Chris Wright was promoted to Col-
onel and named Commissioner of 
the Georgia Department of Public 
Safety on October 1, 2020.

District 10 (continued)
Tony Ewin Pritchett was named 
Chief Investigator for the Georgia 
State Fire Marshal’s Office on 
October 1, 2020. 

Chief Joseph P. Spillane and the 
Georgia State University were 
award were awarded Recertifica-
tion with the Georgia Law Enforce-
ment State Certification Program on 
October 14, 2020.

On October 15, 2020, Brookhaven 
Police Chief Gary Yandura was 
appointed by Governor Brian Kemp 
to the State of Georgia Board of 
Juvenile Justice.

Chief Derrick B. Austin and the 
Hampton Police Department were 
award were awarded Recertifica-
tion with the Georgia Law Enforce-
ment State Certification Program on 
October 14, 2020.

Covington Police Chief and 
Former GACP President Stacey 
Cotton announced his candidacy 
for 5th Vice President IACP 2021. 

On October 27, 2020, Deputy 
Chief Michael Yates, was named 
interim Chief of the Fulton County 
Police Department.

On December 1, 2020, Assistant 
Chief Anthony Coleman was 
named as Interim Chief for the 
Georgia State University Police 
Department.

On November 10, 2020, Chief 
James Little and the Chatta-
hoochee Hills Police Department 
were recognized for successfully

District 10 (continued)
completing the Risk Reduction 
Certificate Program.

District 11
Nathan Pollard was selected as 
new chief for the Lithonia Police 
Department on September 22, 
2020.

On November 6, 2020, Chief John 
Robison and the Alpharetta Po-
lice Department were awarded 1st 
Place for the Governor’s Office of 

District 11 (continued)
Highway Safety, 2019 – 2020 Gov
ernor’s Challenge Award for Agen-
cies with 101 – 200 Officers.
On November 6, 2020, Chief 
Charles Cox and the Cobb County 
Police Department were awarded 
1st Place for the Governor’s Office 
of Highway Safety, 2019 – 2020 
Governor’s Challenge Award for 
Agencies with 501 or more officers.

On November 6, 2020, Chief 
Mirtha Ramos and the DeKalb 
County Police Department were 
awarded 2nd Place for the
 

District 11 (continued)
Governor’s Office of Highway 
Safety, 2019 – 2020  Governor’s 
Challenge Award for Agencies with 
501 or more officers.

Georgia Bureau of Investigation 
Assistant Director John Melvin 
was appointed as an Advisory 
Board Member of the Criminal 
Justice Coordinating Council on 
November 25, 2020.
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Risk Factors Associated with Excited Delirium Syndrome  
and Arrest-Related DeathS            Darrell L. Ross, Ph.D.

to hours) transient disturbance in consciousness 
and cognition, marked by disorientation, disorga-
nized and inconsistent thought processes, inability 
to distinguish reality from hallucinations, distur-
bances in speech, and disorientation to person, 
time and place.9  In 1996, the IACP recognized 
ExDS as a medical emergency.10  Further, the 
National Association of Medical Examiners (2004) 
and the American College of Emergency Physi-
cians (2009) have recognized ExDS as a diagnostic 
entity.11-12  

ExDS is described by its clinical symptoms. While 
not universally fatal, many subjects with ExDS have 
progressed to cardiac arrest and death.  There are 
two populations at risk. About 70 percent involve 
those who use/abuse illicit drugs and may include: 
cocaine; methamphetamine, phencyclidine (PCP); 
lysergic acid diethylamide (LSD); cathinone (bath 
salts); and marijuana have commonly been identi-
fied. Persons with a psychiatric illness account for 
about 30% of the population who may also exhibit 
symptoms of ExDS. Commonly the mentally im-
paired have abruptly stopped taking their medica-
tion, have a history of consuming illicit drugs, and/
or were combining their medications with illicit 
drugs at the time of the confrontation. Research 
has shown that males ranging from age 21 to 40 
are more likely to exhibit symptoms of ExDS.13-16 

Research has identified the following symptoms 
are associated with ExDS and they present a med-

ical emergency: extreme psychomotor agitation 
and bizarre behaviors; violence against others/in-
animate objects; hyperthermia (hot to touch); pain 
tolerance; yelling/screaming; hyperactivity and ex-
treme stamina; non-compliant with police; extreme 
strength; incoherent speech; grunting; disorienta-
tion; hallucinations; naked/partially nude/disrob-
ing; extreme fear and paranoia; profuse sweating/
clammy skin; and rapid breathing.4-9,13-17  These 
symptoms represent a mind and body disconnect 
of the subject.  

Significant distinguishing risk factors associated 
with ExDS and an ARD include: hyperactivity and 
strenuous physical exertion and struggle against 
capture, control, and restraint of the LEO; hypo-
thermia (104 to 109°); hyperactivity, incoherent 
speech; bizarre behaviors; and superhuman 
strength which adds to the intense struggle. Field 
research has shown that a subject exhibiting 6 
or more symptoms of ExDS are about five times 
as likely to be violent, assaultive toward the LEO, 
aggressively resists control and restraint, and are 
more likely to gain access to a weapon of oppor-
tunity (i.e., bat, piece of wood, hammer, broken 
glass, officer’s firearm, OC, CEW, impact weapon, 
etc.). 2, 4-7, 13-14 A prolonged struggle with an over-
heated subject can contribute to an increase of the 
core body temperature and exacerbates a hyper-
thermic state. An intense struggle also can delay 
needed medical attention. These symptoms in 
combination with a pre-existing medical condition, 

The daily realities of the job of law enforcement 
officers (LEO) reveal that the occupation is inher-
ently dangerous. Confronting a violent, agitated, 
assaultive naked subject running in the street, 
poses a risk of harm to the subject, to the LEO, 
and to the public. In some of these calls the sub-
ject aggressively resists and assaults the LEO 
requiring the use of less-lethal force measures and 
restraints, and the subject suddenly died after the 
struggle. The subject’s behaviors increased the risk 
of an arrest-related death (ARD) and are commonly 
associated with Excited Delirium Syndrome (ExDS). 
The cause of death is often listed as undetermined, 
but pathologists frequently cite chronic illicit 
drug abuse, psychosis, diseased organs, struggle 
against police restraints, and compressional as-
phyxia as contributing factors.  Given the millions of

calls for service and millions of arrests made annu-
ally by LEOs, the occurrence of a non-firearm ARD 
death is estimated to occur once in every 2,600 
use of force encounters, or once during an LEO’s 
career.1 While rare, an ARD is a high risk incident, 

poses significant risks to the subject, poses a risk 
of injury to responding LEOs, comprises numerous 
complex medical and mental health issues, and 
questions emerge about the force measures ap-
plied. These incidents have triggered community 
unrest, spawned civil lawsuits and in some cases, 
the LEO is terminated and criminally prosecuted.2  

Researchers, police administrators, training instruc-
tors, and the IACP have recommended that LEO’s 
recognize the symptoms associated with ExDS.2-7 

Recognizing these symptoms can assist in mitigat-
ing the associated risks to responding LEOs, to the 
subject, and responding paramedics which can 
guide reasonable response strategies. This article 
describes the common symptoms and risk factors 
associated with ExDS, describes the risk factors 
impacting officer safety, and describes the implica-
tions for an LEO’s response to these confrontations. 

This article is the first in a series which addresses 
non-firearm ARD’s, emerging liability issues, policy 
and training implications, and considerations for 
performing investigations.    
 
Symptoms of Excited Delirium and  
Associated Risk Factors
ExDS is a syndrome which is described as the asso-
ciation of several clinically recognizable symptoms  
which occur together.8 ExDS is defined as the sud-
den death of a person involving the acute (minutes 

Given the millions of calls for service  
and millions of arrests made annually  
by LEOs, the occurrence of a non-firearm  
ARD death is estimated to occur once in  
every 2,600 use of force encounters, or once 
during an LEO’s career.
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psychosis, acute episode of severe stress, chronic 
heavy drug abuse, dehydration, and poor nutrition 
can significantly increase the risk of sudden cardi-
ac arrhythmia. 8-9, 13-17  

Associated Risk Factors to LEO Safety 
LEOs are called to respond to these situations 
and less-lethal force is often required to capture, 
control, and restrain the subject. LEOs confronting 
a subject exhibiting six or more ExDS symptoms, 
face a significant threat of injury. Encountering a 
subject exhibiting six or more ExDS symptoms, an 
LEO is five times as likely to be assaulted, likely to 
encounter a subject with a weapon of opportunity, 
and three times as likely to struggle with the sub-
ject prior to capture and struggle after control and 
restraint on the ground.6-7 Continued aggressive 
resistance by the subject is significantly associated 
with LEO injury. A subject who aggressively resists 
and prolongs a physical struggle with the LEO, 
lasting over one-minute represents a significant 
risk factor of injury for LEOs and the subject.18-19   
LEOs who engage in prolonged physical exertion 
to control the violent subject can increase their 
potential for injury and increases their risk of a 
sudden cardiac arrest. 20-21  

Intervention Implications 
When a responding LEO encounters a subject  
exhibiting six or more of the ExDS symptoms the 
LEO is at a higher risk of assault and injury than 
other types of calls. Each intervention comprises 
numerous situational variables and LEOs must re-
spond to the changing dynamics as they transpire. 
Officer safety is critical in responding to these 
incidents and the following response strategies 
should be considered.  
 
First, as a LEO responds to an ExDS subject, the 
LEO should be aware of the situational environ-
ment, perform a threat assessment, identify as 
many of the ExDS symptoms previously described, 
and request back-up, and a supervisor. As feasible, 
the LEO should use time as a tactic and attempt to 
contain the subject.  
 

Second, the LEO should radio for emergency 
medical personnel as soon as possible and stage 
medical personnel when the subject’s behaviors 
are known.  
 
Third, throughout the incident, a LEO should radio 
dispatch frequently to develop a timeline of the 
LEO’s response. 2  

Fourth, by definition, ExDS symptoms demonstrate 
the diminished capacity of the subject and the 
subject will be unlikely to follow verbal instruc-
tions. However, the LEO should use calm, reassur-
ing statements and instructions to attempt to gain 
compliance of the subject.  
 
Fifth, due to the subject’s tolerance to pain and 
extreme strength, LEOs should avoid using pain 
compliance techniques. 
 
Sixth, as the subject’s violent behaviors continue, 
higher levels of force measures are commonly 
required. Use of force techniques and equipment 
used to control and restrain the subject should 
focus on rapid capture and control to minimize the 
subject’s exertional activity, minimize a prolonged 
struggle, while ensuring the safety of the LEO and 
the subject. LEOs should use reasonable force 
options that provide distance from the subject 
to enhance officer safety and conducted energy 
weapons (CEW) are preferred in these violent situ-
ations.6, 15-16 CEW’s effectively used can shorten the 
confrontation time span and can assist in multiple 
LEOs grounding the subject. 
 
Seventh, LEOs should anticipate continued subject 
resistance on the ground during restraint. Using 
team takedown techniques, multiple LEOs should 
quickly control the subject by controlling large 
limbs to limit the subject’s ability to actively re-
sist.6-7 The use of efficient control techniques and 
restraints that minimize the physiological stress of 
the subject can minimize injury to subject and the 
involved LEOs. Restraint equipment/devices should 
be used to restrain the subject’s hands and the 
legs as warranted.   

Eighth, LEO’s should be alert to a 
subject who suddenly becomes 
tranquil and unresponsive after a 
period of extreme combativeness. 
When tactically feasible, the subject 
should be placed in a position so a 
LEO can monitor the subject’s face, 
remove items around the subject’s 
neck, check for vital signs, check 
for apparent injuries, and check for 
signs of functional consciousness. 
As warranted, a LEO should initiate 
lifesaving measures until relieved by 
paramedics. LEOs should also check 
themselves for apparent injuries.  
 
Ninth, the subject should be trans-
ported to the hospital by paramedics. 

Tenth, involved LEOs should submit 
a detailed written report describing: 
the nature of the call and the con-
frontation environmental variables; 
when back-up and a supervisor was 
requested and arrived; each LEOs 
level of involvement; their observa-
tions, assessment, and perception of 
the subject’s behaviors; the subject’s 
statements; all of the symptoms of 
ExDS observed; attempts to gain 
compliance of the subject; the threat 
posed and the types of subject 
resistance prior to and after control 
and restraint; the rationale for using 
all force measures, equipment, and 
restraints; monitoring and rendering 
first aid to the subject; apparent sub-
ject injuries; when paramedics were 
requested and responded; and the 
duration of the confrontation.2 

Photos of the LEOs and the subject 
should be taken.  
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>> Risk Factors Associated with Excited Delirium Syndrome and Arrest-Related DeathS       
 

LEOs are not expected to make clinical judgments. Rather, rec-
ognizing the symptoms and behaviors associated with ExDS, 
LEOs can enhance their personal safety leading to reasonable 
responses and simultaneously enhance subject safety. 
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In recent months, police leaders 
across the State have been faced 
with social unrest and efforts to 
defund the police. The problem 
has been compounded by an ex-
odus of officers frustrated by the 
lack of public support. The issues 
and pressures being placed upon 
police leaders are not unprece-
dented.  Similar calls for changed 
occurred in the 1960’s.  While 
change is inevitable, many of the 
current proposals will prove to not 
be practical.  

Regardless, in order to success-
fully address these issues, agen-
cies must have highly qualified, 
educated individuals who will be 
able to perform to the public’s 
evolving standards. To successful-
ly attract these individuals, agen-
cies must expand their recruiting 
efforts and engage in new, more 
strategic approaches.  

One of the best ways to find these 
candidates is to search in areas 
they are more likely to be found.  
One such location is colleges and 
universities with criminal justice 
programs.  These programs offer 
a unique source of highly quali-
fied individuals who have spent 
their formative years developing 
the skills required to excel in their 
chosen profession. Currently, 
there are 58 colleges and uni-
versities in Georgia that offer a 
variety of certificate, diploma, and 
degree programs ranging from an 
associate to doctorate.  

The benefits of college educated 
officers have been recognized for 
years to include:

• Better Ethical Decision-Making
• Greater Oral and Written  

Communication Skills
• Less Likely to Use Force

• More accepting of Diversity 
and Cultural Awareness

• More Adaptable to Administra-
tive Change

• Understand Civil Rights Issues 
from Different Perspectives

• Increased Creativity and  
Problem Solving Skills

• Decreased Dogmatism, Au-
thoritarianism, and Rigidity

• Understanding of the Law and 
Courts 1 

The Georgia Association of Chiefs 
of Police has developed a com-
prehensive listing of every crimi-
nal justice program in the state.   
 
 
The list can be accessed at:   
https://gachiefs.com/wp-con-
tent/uploads/2020/12/WIN-
TER-2021-Criminal-Justice-Pro-
grams-in-Georgia-FINAL.xlsx 
 

Georgia’s Colleges and Universities: 
Developing Police Officers of the  
Future                   

Technical College System of Georgia
Over the last decade there has been a huge in-
crease in criminal justice programs within the 
Technical College System to meet the demands of 
criminal justice organizations. These schools have 
been on the leading edge of this initiative, provid-
ing a variety of educational opportunities including 
certificates, diplomas and associate 
degrees. Some colleges are also offer-
ing certificates in specialty areas such 
as crime scene technology and criminal 
justice technology. It is important to 
note a large number of technical col-
leges are located in smaller, rural areas.  
While broad generalizations are never 
suggested, it is likely to assume many 
students may desire the quality of life 
offered in smaller communities. 

One of the metrics for many of these 
programs is student employment in their 
chosen field upon graduation. Because 
of this, program leaders welcome the 
opportunity to build strong relationships 
with agencies, share recruiting materials, and 
sponsor networking opportunities.
 
The Georgia Northwestern Technical College 
offers criminal justice certificates, diplomas and 
degrees. In addition, the college also sponsors a 
police academy that requires 700 hours training as 
compared with 408 in state-sponsored academies. 
After graduating from the academy, individuals 
need only complete 1 to 2 semesters to obtain an 
associate degree.  Northwestern Technical College 
Police Academy Director James Pledger said, “the 
program is essentially a fast track to earning an 
associate degree”. 
 
As part of their academy, students attend firearms 
and EVOC training one day a week for an entire 16-
week semester instead of compressing it into one 
week. Director Pledger added because they had 
more time to spend with the students, he felt they 
were turning out a better product and “agencies 
are hiring them as soon as they come out of the 
academy”.

South Georgia Technical College in Americus also 
sponsors a police academy where graduates may 
receive credit from their academy classes toward 
an associate degree.  The academy staff have 
found that about one-half of their graduates re-
ceived their associate degree in criminal justice 
through the college’s on-line program. In addition, 

the technical college’s credits are transferrable 
to most of the colleges in the University System 
of Georgia as well as private universities such as 
Mercer University. 

University System of Georgia
Colleges and university programs under the Uni-
versity System of Georgia still emphasize concepts 
and theories that guide public policy decisions. 
Many of these programs require students to partic-
ipate in an internship with a police agency during 
their last year. Still, some these programs are plac-
ing increased focus on transitioning toward being 
more relevant for the employment market.  
 
One of the State’s outstanding criminal justice 
programs is located at the University of North 
Georgia.  UNG Criminal Justice Department Head, 
Dr. Douglas Orr, said several years ago program 
leaders recognized the need to make their pro-
gram more competitive.  To accomplish this, they 
created several approaches for students to obtain 
a degree.  As a result of these initiatives, the pro-
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gram has grown to the third largest at the universi-
ty with 600 to 800 students.  

Some students choose to obtain an associate 
degree at one of their satellite campuses. About 
one-third to one-half of the students working to-
ward earning a bachelor’s degree are cadets in the 
University’s military cadet program. These cadets 
are seeking a military commission upon gradua-
tion. After completing four years of service, many 
will leave the military to join a variety of criminal 
justice agencies at local, state, and federal levels.  

However, the program’s marquee program en-
ables students to graduate with a bachelor’s 
degree in criminal justice along with their Georgia 
POST certification. To participate in this program, 
students must begin the four-year program at their 
main campus in Dahlonega.  

As students progress though their curriculum, they 
complete practical labs in the academy.  
 

The University of North Georgia’s Public Safety 
Academy hosts two academy classes of 32 stu-
dents each year with one beginning in January 
(Spring Session) and the other in August (Fall). The 
academy is self-contained within the university 
and includes the Federal Law Enforcement Train-
ing Center (FLETC) Emergency Vehicle Operators 
Course (EVOC) where they train cadets on the 
standard cone course as well as urban pursuit. 
They also have firearm simulators to support 
proper use of a weapon prior to live-fire training 
on the range as well as extensive judgmental use 
of force/shooting. Students spend 1 to 1 ½ hours 
a day on simulators for 16 weeks (80 hours). This 
is supported by an additional 40 hours of live fire 
training on the range.

Students receive 80 hours report writing that is 
provided in one hour increments every day over 
16 weeks. In addition to their Basic Certification, 
graduates also receive certifications for: Stan-
dardized Field Sobriety, ASP Baton, RADAR/LIDAR, 
TASER, and Patrol Rifle Familiarization. Students 

seeking to specialize in forensics can obtain 
a minor in crime scene and forensic analysis 
by attending two academic classes. Practical 
exercises are conducted at academy’s in-
house crime scene processing facility.  

Academy Director Butch Newkirk said, “It’s 
an amazing thing.” Essentially, each student 
receives about 2 ½ years of hands-on edu-
cation and training. 

Beginning in their freshman year students 
are required to attend weekly in-service 
training where they receive an average of 
20 hours of POST credit each year. 

Police leaders have noted the “graduates 
are well-educated, understand the theory, as 
well as the practical aspects of the job.”

In their final semester, students are required 
to complete an internship. Since students 
have already received their POST certifica-
tion, a number of agencies are hiring the 
students and utilize the 16-week field train-
ing program as their internship. 

Dr. Orr said, “at their most recent academy 
graduation, one student was sworn in on 
the stage by the department that had hired 
them.” 

In the end, a police organization can only 
be as good as the people they hire. With 
increased challenges to the status-quo, 
leaders have a responsibility to seek alter-
native approaches to attract high quality 
candidates. 

Reaching out to highly educated and trained 
individuals is critical to accomplishing this 
expectation. Georgia’s colleges and univer-
sities offer a rich source of individuals who 
can fill this need.

https://www.motorolasolutions.com/en_us/solutions/law-enforcement.html
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This year cannot end fast 
enough for just about everyone 
as we are all hoping 2021 will 
bring a return to the way of our 
life we were enjoying before the 
pandemic.   2020 has certain-
ly been a challenging one for 
everyone in law enforcement as 
we work to protect the citizens in 
our communities as well as our 
fellow officers and their families 
from contracting COVID-19. 

When January 1 does arrive, 
your Law Enforcement Services 
team at the Governor’s Office of 
Highway Safety will be already 
working on the application pro-
cess for the Federal 2022 Fiscal 
Year and the application process 
for the 2021 Georgia Governor’s 
Challenge. 

An announcement on the release 
of the Request for Proposals 
(RFP) for the FY 2022 highway 
safety grant application process 
was sent out via email to all 
persons on our Traffic Enforce-
ment Network list on December 
10th.   If your department has not 

received an RFP, you can find it 
on our website: 
 
gahighwaysafety.org. 
 
All agencies who are wanting 
to apply for a 2022 Highway 
Safety Grant must have a rep-
resentative attend an online 
training session that will be held 
from 10:00 a.m. until 1:00 p.m. 
on Thursday, January 7.  Regis-
tration for the mandatory online 
training session is open right 
now at the GOHS website and all 
persons planning to attend are 
encouraged to sign up as soon 
as possible. 

The online training session will 
cover every aspect of the ap-
plication process and provide 
helpful tips and information that 
should make the entire process 
easier for everyone. 

The deadline for applications for 
Federal 2022 Fiscal Year High-
way Safety Grants is February 
26, 2021.  Make sure you have 
the deadline date circled on your 
calendar.

Also, be sure to be looking out in 
January for the announcement 
that the application portal for 
the 2021 Governor’s Challenge 
Awards is open.   We were 
blessed to be able to honor 
26 agencies for their work in 
promoting traffic safety in their 
communities, college campuses 
and military installations this past 
November and we look forward 
to doing the same in the new 
year. 

The Governor’s Challenge 
Awards are the Governor’s High-
way Safety Office’s way to honor 
all law enforcement officers in 
Georgia for their work to save 
lives and reduce crashes through 
the enforcement of traffic laws 
and the implementation of safety 
programs. 

The awards will honor agen-
cies in 14 different categories 
as well as specialty awards for 
First Time Entry, Bike/Pedestrian 
Safety, Distracted Driving, Im-
paired Driving, Child Passenger 
Safety, Teen/Young Driver Safety, 

GOHS Gearing up for a Busy 
Winter in 2021 

Motorcycle Safety, Occupant Protection, and Speed 
Awareness. 
 
The Snellville Police Department took home the top 
prize the Governor’s Cup for a second consecutive 
year and The Dalton Police Department drove home 
with the 2020 Governor’s Challenge Chevrolet 
Tahoe. 

Next year we are giving away a fully equipped Ford 
F150 Police Responder pickup truck.  The 2021 
Governor’s Challenge truck will be on display at the 
Georgia Association Chiefs of Police Winter Confer-
ence in February. 

Just imagine having this beautiful truck in your 
agency’s fleet for many years to come.  It can hap-
pen, but only if your agency is entered in the 2021 
Governor’s Challenge Awards.   

On behalf of GOHS Director Allen Poole, Deputy 
Director Jimmy Sumner, and our entire staff, I would 
like to wish everyone a Merry Christmas and a  
Happy New Year.
 
Thank you for all that your department does each 
year to promote highway safety and please know 
our team is ready to help in anyway we can in your 
efforts to prevent crashes, injuries, and fatalities in 
your community.

By Roger Hayes
GOHS Law Enforcement Services Director

Roger	Hayes	is	the	Division	 
Director	for	the	GOHS	Law 

Enforcement	Services	Division.	 
He	has	36	years	of	law	 
enforcement	experience.
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2020 has been a year of unprecedented challenges for 
law enforcement. Dealing with extensive safety precau-
tions due to the COVID-19 pandemic, facing widespread 
violence brought on by public demonstrations, law 
enforcement has had to show a tremendous level of 
strength to face these challenges, all while upholding 
their commitment to protecting their communities, both 
on and off-duty.
 
Perhaps the most alarming trend has been the 
movement to make funding cuts to law enforcement 
budgets across the nation. These misguided attempts to 
slash police budgets, presented as an effort to improve 
safety, would have disastrous effects. Though the calls 
of “defund the police” might be dismissed as a slogan 
or toothless rhetoric, the threat of reduced law enforce-
ment budgets is very real. 
Protestors and activists are not the only people making 
these demands. City officials across the nation are 
calling for a reduction in law enforcement budgets as 
well. In some areas of the country, officials are calling 
for a reduction by as much as one third of their existing 
allocation, all while being asked to do more with less. 

Even communities who are not interested in cutting 
funding from police face the probable threat of a 
reduced budget. The economic downturn caused by 
the COVID-19 pandemic has led to decrease in budgets 
and an increase in expenses. Federal funding usually 
allocated toward law enforcement initiatives may 
be re-allocated to pandemic safety activities such as 
obtaining personal protection equipment (PPE,) crowd 
management, and vaccine/relief distribution. While 
these activities play a vital role, they are no more de-
serving of funding than existing police initiatives. Law 
enforcement officers across the nation understand the 
facts better than anyone. Though new dangers arise; 
the existing dangers remain and must be dealt with. 
Many agencies are forced to deal with these dangers 
with substantial manpower deficits. The true tragedy of 
these calls for police defunding is the misunderstand-
ing of exactly where law enforcement agency budget 
dollars go. Many who advocate for police defunding are 
under the misconception that law enforcement budgets 
are inflated and primarily go to facilities, vehicles, and 
high-tech equipment. However, as most cities and LEOs 
are aware, the vast majority of an agency’s budget goes 
directly to paying officer salaries. These same officers 
are relied upon by the community to provide safety, 

security, and peace of mind every day. Reducing the 
number of officers protecting our communities will has 
already had a cascading effect on public safety, most 
notably a rise in violent crime.

Off Duty Management was designed for one purpose; to 
support agencies directly by removing most of the un-
necessary costs and liabilities impacting costs of many 
agency budgets, their off-duty employment program. As 
a result of the current challenges and costs associated 
with secondary employment, agencies across the coun-
try must evaluate the feasibility and fiscal responsibility 
of either maintaining an off-duty program in-agency or 
utilizing a third-party service options to save valuable 
time, money, and resources while reducing liability and 
risk exposure for the municipality and its officers. ODM 
is the only provider to offer a comprehensive service 
solution that delivers superior protection, savings, and 
reliability for the municipality, agency, and officers.

ODM was built by officers for officers. We have a unique 
understanding of the challenges involved with running 
a highly efficient, centrally administered program.  
That is why ODM was created as a NO-COST solution for 
agencies to eliminate all their off-duty program head-
aches as well as add increased layers of protection.

Off Duty Management provides customizable services to 
alleviate the cost burden of our partners and increase 
resources that they can allocate to other policing efforts. 
Most partners save over 85% of the current costs related 
to administering off-duty programs. Not only do we 
provide agencies with the full scope of off-duty employ-
ment services, but we cover the officer, agency, and 
vendor with comprehensive A+ rated liability insurance. 
Officers are also covered by full state-stature workers 
compensation in case of an incident. This coverage, 
and our full scope of services, come at no cost to the 
municipality, agency, or officer.  ODM has developed an 
exclusive program that supplies superior protection and 
unique liability protection. 

Today’s law enforcement challenges are on the rise and 
at a level unlike ever before. ODM would be proud to 
partner in the facilitation and management of your pro-
gram so you can redirect off-duty funds and resources 
to assist in the protection of your community.

A solution for managing off duty employment services

Advanced UAS
Training
Software
Accessories
Certified Service Center

Complete Mission Critical
Public Safety Solutions

"Supporting a Safer Response for Georgia's Frontline Heroes"

UAS@gresco.com 478-315-0812GrescoUAS.com

Accident Reconstruction Structure Fire

Tactical Response

Hazmat Response

Landscape Wildfire Crime Scene Mapping

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

www.gresco.com
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RESEARCH

In recent years, considerable 
attention and research has been 
focused on the frequency and 
contributing factors of law en-
forcement officers committing 
suicide as well as its impact on 
families, co-workers, and orga-
nizations.  The purpose of this 
study was to refine the compar-
ison of police officer suicide to 
individuals in groups with similar 
characteristics and experiences 
as opposed to the general  
public.  
 
To accomplish this, researchers 
examined other professions that 
required rigid selection proce-
dures to eliminate persons with 
physical and mental health prob-
lems, established minimum ed-
ucation requirements, engaged 
in shift work, faced occupational 
stress as well as the high risk 
of experiencing trauma from 
their job. Firefighters and army 
personnel were selected as the 
comparison groups. Individuals 
who served in other branches of 
the military or who were police 
officers who also served in the 

reserves or national guard we 
removed from the data set.
 
Data from the National Violent 
Death Reporting System (NVDRS) 
for the three groups between 
2003 – 2012 was evaluated.  In 
the end, the study considered 
870 suicides represented by 299 
(34.1%) law enforcement, 151 fire-
fighters (17.41%), and 420 army 
(48.44%).
 
For all three groups, intimate 
partner problems were the most 
frequently reported factor con-
tributing to suicide and PTSD 
diagnosis was the least common 
factor. For law enforcement, job 
problems and current treatment 
for mental health problems were 
the second and third most signif-
icant factor determined to con-
tribute to suicide.  
 
Collectively, these three factors 
accounted for 87.1% of police 
officer suicides. The use of a 
firearm was the primary used 
weapon for all three groups but 
was highest for law enforcement 

at 81.8%.  Also, females com-
posed a much higher percentage 
of police suicides (13.2%) as 
compared with army (4.8%) and 
firefighters (4.6%).
 
The author suggested these find-
ings should be considered as a 
foundation for examining the or-
ganizational culture, leadership, 
and management practices with-
in law enforcement agencies. As 
part of this review, specific steps 
should be taken to determine 
how leadership/management 
styles could be modified ‘to 
minimize authoritarian approach-
es and maximize supportive and 
productive engagement of staff’. 
Also, consideration should be 
given to the possibility that cur-
rent ‘prevention practices may 
not be relevant to women’.

Karl A. Roberts, “Correlates of Law 
Enforcement Suicide in the United States: 
A Comparison with Army and Firefighter 
Suicides Using Data from the National 
Violent Death Reporting System”, Police 
Practice and Research, Vol. 20, No. 1, pp. 
64 – 76, (2019).

Comparison of Law  
Enforcement Suicides  
with Army and  
Firefighter Suicides 

Motor vehicle crashes are a 
leading cause of death in the 
United States. Most research of 
motor vehicle accidents occur-
ring during rainy conditions have 
relied upon police reports and 
suggested crashes during  
precipitation increased the 
frequency of a crash by 10%. 
This study combined data for 
the continental United States 
for a six year period by match-
ing time and precise location of 
every reported fatal crash with 
high-resolution radar estimates 
of precipitation from National 
Oceanic and Atmospheric Ad-
ministration’s (NOAA) Next Gen-
eration Weather Radar (NEXRAD) 
system. Researchers were able 
to determine the effect of pre-
cipitation actually falling, or not, 
at the time and location of the 
crash, as compared with the 
after effects of pooling or ice. 

According to the Fatality Anal-
ysis Reporting System (FARS) 
for the National Highway Traffic 
Safety Administration (NHTSA), 
there were 125,012 fatal crashes 
between 2006 -2011 in which 

there was no indication the 
driver was impaired by alco-
hol or drugs. NOAA’s NEXRAD 
weather radar indicated pre-
cipitation was actively falling at 
the specific time and location of 
9,636 (7.75%) of these crashes. 
It is important to note previous 
research could only describe 
the general area and amount of 
the falling precipitation. Using 
this data, researchers were able 
to determine the likelihood of a 
fatal crash increased ‘overall’ by 
34% during falling precipitation.  
Interestingly, the increased po-
tential of a fatal accident almost 
doubled from 27% during light 
precipitation to 45% in heavy 
precipitation. 

While the number of fatal crash-
es generally increases during 
the evening and late night 
periods, the risk of a fatal acci-
dent during falling precipitation 
peaked during the morning rush 
hour when there was greater 
congestion. Weather-related 
crashes were especially hazard-
ous during the winter months in 
those areas of the country that 

experience winter precipitation.
In summary, this study compared 
data for a six year period. It 
found the presence of light pre-
cipitation significantly increases 
the likelihood of a fatal crash by 
27% and dramatically increased 
the potential during heavy pre-
cipitation by 45%. Increases 
were also seen during morning 
rush hours as well as in areas 
with winter precipitation.

The authors suggest improving 
early-warning systems to warn 
the public of incoming precipi-
tation and variable speed limits 
that adapt to road conditions.  
It may also be an area ripe for  
public information campaigns 
during these events.

Scott E. Stevens, Carl J. Schreck III, 
Shubhayu Saha, Jesse E. Bell, and Ken-
neth E. Kunkel, “Precipitation and Fatal 
Motor Vehicle Crashes: Continental Anal-
ysis with High-Resolution Radar Data”, 
Bulletin of the American Meteorological 
Society, August 2019, pp, 1453 -1461.

Impact of 
Precipitation 

on Motor Vehicle  
Crashes?

RESEARCH
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Domestic violence is a very 
serious problem in the United 
States. In an effort to mitigate 
this issue, the Violence Against 
Women Act (VAWA) and Latten-
berg Amendment were passed 
to prohibit persons from pur-
chasing and/or possessing a fire-
arm/ammunition after a domestic 
violence restraining order was 
issued or after being convicted 
of a domestic violence offense.  
In its literature review, this study 
noted other studies found ‘re-
straining orders have shown 
modest positive results’. At the 
same time research evaluating 
the effectiveness of laws autho-
rizing and requiring the removal 
of firearms found limited reduc-
tions in homicides. Other studies 
found prohibiting the purchase 
and possession of firearms has 
not resulted in reduced domestic 
related homicides.

The purpose of this study was 
to evaluate the impact of re-
moving firearms on reducing 
domestic violence incidents. 
Researchers sought to evalu-

ate the occurrence of intimate 
partner violence (IPV) after the 
removal of weapons, the number 
of subsequent (IPV) calls, and 
the subsequent risk of non-fatal 
injuries to victims. To accomplish 
this, researchers evaluated every 
domestic-related incident report-
ed to the Philadelphia police (the 
5th largest city in the nation) in 
2013. 

During the evaluation period, the 
department received 23,076 first 
time IPV calls and 5,901 repeat 
calls. Of these, 220 individuals 
utilized a firearm. Within this cat-
egory the firearm was removed 
in 52 (24%) of the incidents.

It was noted the firearm was less 
likely to be removed when the 
offender had left before officers 
arrived and the weapon was 
more likely to be removed when 
the offender was arrested. Inter-
estingly the researchers ‘found 
no evidence that firearm removal 
at the scene’ reduces subse-
quent IPV calls. Also, the findings 
did not support the assumption 

that offenders obtained anoth-
er firearm. Rather, removing a 
firearm increased the likelihood 
of subsequent reports.  

Researchers cautioned the 
findings ‘should not be used  
to conclude that firearm remov-
al does not work’.  Rather, they 
suggested several reasons for 
the subsequent calls including 
removal may result in shifting 
threats to physical violence,  
victims may be less fearful,  
victims perceived officers’ re-
sponse was helpful and other 
strategies to dominate the  
victim were used.

Dylan S. Small, Susan B. Sorenson, and 
Richard A. Berk, “After the Gun: Exam-
ining Police Visits and Intimate Partner 
Violence Following Incidents Involving a 
Firearm”, Journal of Behavioral Medicine, 
Vol. 42, pp. 591 – 602 (2019).

RESEARCH

Impact of Firearms 
Removal on Repeat 
Instances of Domestic 
Violence

www.stonemcelroy.com
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ARMOR CRAFTED 
FOR YOUR MISSION

Armor Express continues to lead the 
way in building overt, concealable, and tactical
complete body armor solutions.

We are proud sponsors of the GACP. Find us, booth #P403

Pictured here: American Revolution (fitted female) and Traverse Dress carrier

www.armorexpress.com
www.getssi.com
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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

Acadia Healthcare
Franklin, Tennessee
Phone: 609-515-4111
https://www.acadiahealthcare.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

AmChar Wholesale, Inc.
Rochester, New York
Phone: 800-333-0695
https://amchar.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
www.axis.com

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

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

Blauer Manufacturing Co.
Boston, Massachusetts
Phone: (800) 225-6715
https://www.blauer.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

Byrna Technologies
Las Vegas, Nevada
Phone: 409-599-7410
www.le.byrna.com

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

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

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

ChiefMart 
Beverly Hills, Florida
Phone: 315-247-6129
www.chiefmart.com
 

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

CMI, Inc.
owensboro, Kentucky
Phone: 270-685-6264
alcoholtest.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

Comcast
Philadelphia, Pennsylvania
Phone: 215-203-4580

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

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

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

DD Consulting & Management
Huntersville, North Carolina
Phone: 704-909-2970
www.ddconsultingservice.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/

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

EVIDENT
Union Hall, Virginia
Phone: 800-576-7606
www.shopEVIDENT.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

GACP CORPORATE MEMBER BUYER'S GUIDE GACP CORPORATE MEMBER BUYER'S GUIDE
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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

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

Georgia Association of Women in Public Safety
Bishop, Georgia
Phone: 706-338-3184
www.gawps.org

Georgia Lottery
Atlanta, Georgia
Phone: 404-215-5084
www.gacoam.com

Georgia Operation Lifesaver, Inc.
Atlanta, Georgia
Phone: 770-393-2711
www.georgiaol.org

Georgia Police Accreditation Coalition (GPAC)
LaGrange, Georgia
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

Graphic Designs International LLC
Stuart, Florida
Phone: 800-344-6853
www.gdigraphics.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

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

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 Training Solutions
Suwanee, Georgia
Phone: 678-288-1362
https://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/

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

 
Lexipol
Aliso Viejo, California
Phone: 949-484-4444
www.lexipol.com

 
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
lgrms.com

Loudoun Communications, Inc
Douglasville, Georgia
Phone: 678-237-7923
loudouncomm.net/

Madden & Associates
Braselton, Georgia
Phone: 678-963-2060
www.tjmadden.com

McLaggan Communications
Hahira, Georgia
Phone: (229) 896-8205
www.mclaggancomm.com

Miller Electric
Jacksonville, Florida
Phone: 904-510-0378
www.mecojax.com

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

Mobile Installation Technologies, LLC
Marietta, Georgia
Phone: 770-859-9555
https://mobileinstallusa.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
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MPH Industries, Inc.
Owensboro, Kentucky
Phone: (270) 685-6509
www.mphindustries.com

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

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

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

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

O.C. Welch Ford-Lincoln
Hardeeville, South Carolina

Off Duty Management
Katy, Texas
Phone: (877) 636-8300
https://offdutymanagement.com/

Omnigo Software
St. Louis, Missouri
Phone: 800-814-4843
https://www.omnigo.com

OmniQ
Salt Lake City, Utah
Phone: 541-933-5844
https://www.questsolution.com/

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

Premier Body Armor
Kings Mountain, North Carolina
Phone: 704-750-3118
www.premierbodyarmor.com

PRO-VISION Video Systems
Byron Center, Michigan
Phone: 616-583-1520
www.provisionusa.com

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

Propertyroom.com
Frederick, Maryland
Propertyroom.com

Radio One
Norcross, Georgia
Phone: 678-218-9900
www.kelrad.com

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

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

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

Schedule Express by Informer Systems
San Mateo, California
Phone: 805-657-9023
http://informersystems.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

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

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 Enforce-
ment 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

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

TAT3D Advanced Targeting Systems
Jacksonville, Florida
Phone: 844-266-7775
www.tat3dats.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

The Security Executive Council
Marietta, Georgia

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
Atlanta, Georgia
Phone: 678-247-2575

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

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

Vetted Security Solutions
St. Petersburg, Florida
www.vettedsolution.com

Virtual Academy
Martin, Tennessee
Phone: 844-381-2134
https://www.virtualacademy.com/

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

Wade Ford, Inc.
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

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

ZOLL Medical Corporation
Chelmsford, Massachusetts
Phone: 800-348-9011
www.zoll.com
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www.optotraffic.com
www.pasp365.com
https://billyjgrogan.com/store
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www.redspeed-usa.com
www.verraMobility.com/SafeSchoolZoneSolution
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While driving, you have enough to worry about.

Let                                  do the thinking for you.

bluePRINT®, an automated control system from SoundOff 

Signal, creates a safer environment for officers through  

a more effective use of emergency lighting and siren 

technologies. This system allows you to stay focused on 

the task at hand while keeping your eyes on the road and 

hands on the wheel. 

Lights and siren configurations are pre-programmed and prioritized to respond to emergency  

situations without the officer having to determine which buttons and switches to activate while driving.
 

Let us show you how bluePRINT can help you to reduce upfit complexity, improve the  

upfit quality, reduce downtime, and limit total cost of ownership regardless of agency size.
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www.soundoffsignal.com

For more information, please reach out to our Georgia sales rep:
DTM Sales & Marketing - Dana Marsh  /  danatmarsh@aol.com  /  770.825-6158
395 Gingercake Rd., Fayetteville, GA 30214
 

 

2020 has had its headaches; Let us help in 2021.

Thank you.

Proudly built by Officers for Officers & Agencies

OFFDUTYMANAGEMENT.COM

Money Time Resources

HOW WE
PROTECT

YOUR
OFFICERS

On December 22, 2020, the U. S. Department 

of Justice published the President’s Commis-

sion on Law Enforcement and the Admin-

istration of Justice.  The purpose of the 

Commission was to conduct a modern study 

of the state of American policing and deter-

mine specific measures to reduce crime and 

promote the rule of law.  At the conclusion 

of this study, the Commission was to issue a 

report. The report can be accessed at: https://

www.offdutymanagement.com
www.soundoffsignal.com
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For more information please contact Mike Koren
714-685-2808 • mkoren@absoluteexhibits.com

www.uniformsafetymasks.com

 Mandating a face covering policy into uniform 
protocol puts a new level of officer safety into action and 
reaffirms command staffs’ commitment to the wellbeing 
of the ranks.  Masks are no longer optional and even once 
officers receive vaccination, the role of the mask will still 
have a place in keeping us healthy and allowing us to show 
leadership in the communities we serve.  

making in Las Vegas, Nevada.  Since then, they have 
provided masks to nearly 500 agencies and businesses as 
part of their great American pivot.  Traditionally a tradeshow 
exhibit manufacturer, the company recognized that while 
its traditional business was devastated, giving up could not 
be the answer.  Re-purposing fabric printing and sewing 
equipment normally used to make signage, the company 

From 20 to 49 – $9.75/ea
From 50 to 99 – $7.25/ea
From 100 to 199 – $5.00/ea

From 200 to 499 – $4.50/ea
From 500 to 999 – $4.25/ea
From 1,000 to 9,999 – $4.15/ea

PRICING GUIDE

NO CHARGE FOR DESIGN & SAMPLES

Our Face Masks Meet CDC Guidelines and are:
from 100% American-made materials | treated with Microban ZPTech® antimicrobial | moisture wicking & UPF 50

dual layer from two uniquely woven textiles | consist of 98% Polyester and 2% Spandex
printed using dye-sublimation so they won’t fade or have the ink scratch off | machine washable

each mask comes individually packaged for hygienic distribution

UNIFORM SAFETY MASKSUNIFORM SAFETY MASKS

“After extensive research on 
various masks Absolute Exhibits 
was overwhelmingly chosen by our 
officers. The masks are comfortable, 
look great with our department’s 
logo and keep everyone safe. 
Absolute Exhibits understood our 
needs and the masks exceeded our 
expectations.”
 – Lt. Kelly Carpenter | Brea, CA

 A department policy can be 
one of simply mandating masks and 
allowing all staff to fulfill the mandate 
as they see fit, but that is not true 
leadership.  One possibility is to provide 
staff with imported disposal masks 
which are now plentiful, but look 
unprofessional to the public, provide 
little intrinsic value to staff, and over 
time are expensive as they continually 
need to be replenished as everyone 
constantly discards them.  
 An authentic leadership alternative does exist.  
Uniform Safety Masks, Made in America.  Washable custom-
made face masks provide a uniform appearance, show 
staff you have their welfare in mind, and allow for a fixed 
managed expense.  Absolute Exhibits can be your source 
for such face coverings.
 In April 2020, Absolute Exhibits pivoted into mask 

began making masks with a focus on 
serving public safety departments, 
keeping hard working Americans 
employed, and giving to charity in the 
midst of this great national crisis. For 
every five masks sold, the company 
donates one to charity – 20%!  
 It is time for the country to 
think America first; buy American 
made products that keep Americans 
employed, and for American companies 

to not put profit before people by sourcing materials and 
labor from overseas.  Finally, we all must come together 
to support those in need in our communities and not 
just expect someone else will do so – it is our communal 
responsibility.  Absolute Exhibits is proud to be leading the 
way down this path with the support of its public safety 
customers.

TODD KORENTODD KOREN

www.verizonenterprise.com/firstresponderbenefits.com
www.uniformsafetymasks.com
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www.axon.com/evidence
www.kontekindustries.com
https://byrna.com/
www.thecalendarguys.com
www.vettedsecuritysolutions.com
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www.brannenemergencyvehicles.com



