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NDI Expansion Project ð RFP Released to the Public 
We are pleased to inform you of a major expansion and redesign of the National Decertification Index. 

This expansion is being sponsored by the US DOJ, Office of Justice Programs, Bureau of Justice Assistance.  

The Request for Proposals was released on April 3, 2023 and we are hoping to attract bids from organizations with the 

capacity to meet the demands of this project. 

The new NDI will incorporate features to meet the demands of the public and government authorities for more ac-

countability in policing. 

The expanded NDI will also, when possible and permitted by law, point to cases involving records of misconduct, 

criminal convictions, suspension of an officerôs law enforcement authorities, terminations, civil judgments related to 

official duties (including amounts if publicly available), resignations or retirements while under investigation for seri-

ous misconduct or sustained complaints, and records of disciplinary action based on findings of serious misconduct. 

There are currently nearly 34,000 records in the  NDI database, collected over twenty years, pointing to officers who 

have lost their certification due to misconduct.  Those actions have been reported by 47 certifying agencies. 

Several states have made  query of the NDI mandatory for hiring agencies as part of their applicant screening process. 

On April 17, 2023 there will be an online demonstration of the current NDI database for all parties interested in bid-

ding on the project.  Interested parties will be sent registration information indicating time of day. 

If your organization is interested in bidding on this project, we invite you to download the Request for Proposals here: 

 

 

National Decertification Expansion Project ð Request for Proposal 

 

 

This expansion of the National Decertification Index is the culmination of a 20-year commitment by IADLEST to  

assure the highest standards of conduct for our law enforcement professionals. 

 

          Michael Becar, Executive Director 

          IADEST 

           

https://www.iadlest.org/Portals/0/Files/Documents/tdocs/NDI_RFP_FINAL_2023.pdf?ver=2YtZfXow1_pEqrTaDG93xw%3d%3d
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Chris Chapmond - Arkansas 
 

Director Chapmond started his law enforcement career by joining the Hot Springs Po-
lice Department in 1996 and served until 2018, when he retired as the Assistant Chief 
of Police. In August 2018, he accepted the position of Chief of Police for the Bluffton 
(South Carolina) Police Department, where he served until June 2020. In July 2020, he 
accepted the position of Hot Springs Police Chief, bringing him back to where he start-
ed. 

Director Chapmond has a modern approach to law enforcement and supports commu-
nity partnerships. While serving the Hot Springs Police Department, he worked to con-
trol crime proactively by emphasizing progressive training, enhanced law enforcement 

techniques and community policing. 

As CLEST Director, his goal is to improve and grow professional law enforcement training and uphold the law en-
forcement profession to the highest standards. ñWe should strive to be the most professional law enforcement training 
program in the region,ò he said. 

Director Chapmond has 26 years of law enforcement experience that includes a range of leadership roles in Field Op-
eration, Patrol, Drug Task Force and SWAT (Special Weapons and Response Team). Director Chapmond frequently 
speaks to youth organizations about the dangers of narcotics, and the devastating impact drug use can have on fami-
lies. 

Chapmond is a firearms instructor, professional law enforcement instructor, and a CRASE (Civilian Response to Ac-
tive Shooter Events) instructor. Chapmond teaches part time at the University of Arkansas Criminal Justice Institute, 
continuing his work with CJIôs Drug Endangered Childrenôs program. 

Director Chapmond earned a bachelorôs degree in Police Administration from Columbia Southern University and is a 
graduate of the Northwestern Universityôs School of Public Safety ï Command Staff School, which is a masterôs lev-
el course and considered one of the premier police executive classes in the field. Chapmond has completed the FBI 
Leadership Command College and is an Executive Board member and President of the Arkansas Association of 
Chiefs of Police, a member of the International Association of Chiefs of Police, and an Executive Board member of 
the Ouachita United Way and CASA of Garland County. He is a member of the Hot Springs National Park Rotary 
Club and various other civic organizations. 

Chapmond has three sons, one daughter-in-law and two grandsons.  

 
Collected from the Arkansas POST website at:  https://www.dps.arkansas.gov/law-enforcement/clest/about-clest/director/ 

        POST DIRECTOR CHANGES 

If your POST has a change of Director, we would like to feature him or her in the next issue of the  

IADLEST Newsletter.  Please forward a bio and picture via email to: Dan Setzer 

https://www.dps.arkansas.gov/law-enforcement/clest/about-clest/director/
mailto:dsetzer@iadlest.org?subject=POST%20Change%20of%20Director
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Philip Castle - Oregon 
 

Philip Castle brings over 20 years of experience in decision-making, 

change management, instructional design, project management, and pro-

gram implementation to the Oregon Department of Public Safety Stand-

ards and Training (DPSST). Castle spent 21 years in the US Army in a 

variety of roles including as a medic, in leadership, and as a training and 

operations manager. He also has a masters degree in education, with a 

specialty in adult education and training. 

 

Among Castleôs professional accomplishments, he served as the Agency 

Training, Development, Talent Acquisition and Diversity Manager at 

the Health Care Authority in Washington state. In that role, Castle over-

saw the Diversity and Inclusion Manager of the agency and helped to 

keep diversity and inclusion at the forefront of all agency activities. 

 

He then worked for the Washington state Employment Security Department for five years where he quickly advanced 

from their Chief Learning Officer and Organizational Development Manager to his most recent position as Chief Op-

erating Officer Deputy Commissioner. 

 

ñIncoming directors Philip Castle and Casey Codding each bring robust and diverse experience to run two of Ore-

gonôs most critical public safety agencies,ò said Governor Kotek. ñEach has demonstrated leadership in managing 

large scale operations, strategic planning and a pointed focus on equity and public safety which will set up both 

DPSST and OSP for success.ò  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Collected from the Oregon POST website at:  https://www.oregon.gov/newsroom/pages/newsdetail.aspx?newsid=87673 

 

        POST DIRECTOR CHANGES 

If your POST has a change of Director, we would like to feature him or her in the next issue of the  

IADLEST Newsletter.  Please forward a bio and picture via email to: Dan Setzer 

https://www.oregon.gov/newsroom/pages/newsdetail.aspx?newsid=87673
mailto:dsetzer@iadlest.org?subject=POST%20Change%20of%20Director
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CRI-TAC Project Manager 
 

Since Markôs retirement in 2017, he has been working in the 
corporate arena.  But criminal justice was never far from his 
heart.  Mark has decided to follow his passion through the 
works of IADLEST.  Mark Strickland manages the Collabora-
tive Reform Initiative Technical Assistance Center (CRI-
TAC).  CRI-TAC provides superior quality technical assistance 
that provides customized solutions to meet the needs of the law 
enforcement community.  Mark will also provide assistance in 
grant writing as well as marketing. 
 
Mark began his career in the criminal justice system in 1989 
with the North Carolina Probation/Parole division of the North 
Carolina Department of Correction.  In 1996, Mark started 
working at the North Carolina Justice Academy as an Instructor/
Coordinator.  During this time, Mark trained and developed cur-
riculum for local confinement facilities, Field Training Officer, 
Court Security, Leadership, and Instructor Development.  In 
2006, Mark was promoted to Instructional Support Services 
Manager.  
 

In 2009, Mark served as Training Manager over the Commission In-service Center.  He supervised the day to day 
activities of training programs which were mandated by both the NC Sheriffsô Training and Standards Commission 
as well as the NC Criminal Justice Training and Standards Commission. 
 
In 2010, Mark was appointed as the Director of the North Carolina Justice Academy.  As Director, he worked with 
many law enforcement partners and stakeholders on various issues including research, policy making, task analysis, 
needs assessments for the betterment of law enforcement and their communities.  Mark retired from the North Caroli-
na Justice Academy in 2017.  
 
Mark is a graduate of North Carolina State University with a Bachelorôs Degree in Sociology with a concentration in 
Criminal Justice. Mark received his Masters Degree in Justice Administration from Methodist University in 2007.  
 
Mark Strickland can be reached at: 
markstrickland@iadlest.org 

Cell: (910) 590-3908 
 

 

mailto:markstrickland@iadlest.org
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Highlights from the IADLEST Executive Committee Meeting 

October 16, 2022 - Approved February 5, 2023 for distribution. 

View the full document here:  Executive Committee Minutes October 2022 

 

 

President Erik ñBoò Bourgerie (CO) called the meeting to order, and Secretary Pederson confirmed by roll-call that 

a quorum was present to conduct business. 

A number of distinguished guests addressed those present, and shared with us new programs an projects developed 

by their respective organizations. 

 

Richard P. Simons, Director of Partner Engagement 

Office for State and Local Law Enforcement 

US Department of Homeland Security 

Director Simmons introduced himself and explained that his job is to inform state and local law enforcement about 

the resources available through the Department of Homeland Security. He introduced Melissa Zisler from the Na-

tional Threat Evaluation and Reporting Office to discuss the Suspicious Activity Reporting (SAR) program. 

She described three training programs: 

¶ SAR Training and Resources for Law Enforcement and Hometown Security Partners ï brief online training vide-
os for partners who may observe suspicious activity in the course of their duties. 

 

¶ SAR Fundamentals and Processes eLearning ï a four-module virtual training for investigators and analysts who 
review, vet, investigate, and analyze SAR. 

 

¶ Public-Facing SAR Fundamentals and Processes eLearning ï a virtual training for the public and private sector 
partners. 

 

Skip Sigmon, Senior Advisor 

Office of the Director 

INTERPOL Washington 

Many law enforcement agencies do not understand what resources and support INTERPOL can offer them. 
 

To increase awareness, Mr. Sigmond is engaging more with training organizations, training venues, and with all oth-

er entities that provide training to increase their knowledge on international crime. Additionally, INTERPOL estab-

lished the INTERPOL Global Academy Network based out of the capacity building and training directorate located 

in Singapore. 

 

Joshua A. Ederheimer, Deputy Director 

Federal Protective Services 

US Department of Homeland Security 

FPS has stepped up their remote learning capability. They hired new curriculum developers to make sure that their 

courses are consistent. During the first two years of the pandemic, FPS did not miss any mandatory training with the 

help of their remote learning courses. The next step is to develop virtual reality training. There will be extensive vir-

tual reality training offered in FY 23. 

 

https://www.iadlest.org/Portals/0/Files/Membership/Exec%20Minutes/Executive%20Committee%20Meeting%20Minutes%2010-16-22.pdf?ver=s7lZd6fJPAy3FS2GHqfNmQ%3d%3d
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Christine Frank, Highway Safety Specialist 

Enforcement and Justice Services Division 

National Highway Traffic Safety Administration (NHTSA) 

¶ NHTSA is working on improving drugged driving data collection. NHTSA was just awarded a grant to do more 
drugged driving roadside surveys and they hope to collect that data and release those results in the coming years. 

 

¶ NHTSA is rolling out a lot of new training, including the driving impaired curricula. They are almost done run-
ning their pilot courses for Standardized Field Sobriety Testing (SFST), Advanced Roadside Impaired Driving 
Enforcement (ARIDE), and Drug Recognition Enforcement (DRE) training, and they will be releasing those by 
the end of the year. This will also include new Dry Lab videos and a new Truth is in the Eyes video. 

 

¶ A new web based ARIDE Refresher curriculum has already been released and it is on the DOJ COPS Office 
website Learning Management System (LMS). It was released in September 2022. 

 

¶ A new web-based course on Courtroom Testimony for DREs will be released by the end of 2022. It will be on 
the COPS Office LMS as well. 

 

¶ A new web-based course is being developed in conjunction with the COPS Office and will be designed to train 
law enforcement officers on how to communicate with individuals with intellectual disabilities and developmen-
tal disabilities during traffic stops. 

 

John Snook, Chief Policy Officer 

Meadows Mental Health Policy Institute 

Mr. Snook wanted to update the Executive Committee on the new 988 Suicide and Crisis Lifeline that went live in 

July 2022. 

Senator Cornyn is working on a law enforcement de-escalation training bill that will help the Attorney General to 

provide some standards and coordination. The Meadows Mental Health Policy Institute and Caruth Police Institute 

are working with the Substance Abuse and Mental Health Services Administration (SAMHSA), the DOJ, and BJA 

to improve the outreach and training for law enforcement on behavioral health and would like to partner with 

IADLEST to assist with training and outreach. 

 
Bob Koenig, Executive Vice President of Sales 

Acadis by Vector Solutions 

Mr. Koenig discussed the changes that Acadis went through being acquired by Vector Solutions a year ago. Acadis 

is now part of an organization with 800 employees and 5,500 customers. A lot of local agencies that use their train-

ing systems came through Vector Solutions. They also offer 5,000 training courses which Acadis never had before. 

The goal is to give the end user the ability to go to one location for all their training needs. They are also working 

with several federal partners who train local and state agencies. 

 

Robert Chapman, Acting Director 

US Department of Justice 

COPS Office 

Shelley Hyland, Supervisory Program Specialist with the COPS Office, spoke on behalf of Robert Chapman who 

could not attend the meeting. 

It is a busy time of year for the DOJ because it is the end of the fiscal year. They just announced their funding for 
next year, which ended up being almost $300 million earmarked for state and local law enforcement agencies. Ms. 
Hyland also discussed relaunching their Collaborative Reform Technical Assistance Program initiative which will 
include organizational assessments and their critical response ($8 million was designated for those programs). Only 
law enforcement agencies can apply, so POSTs are not eligible to apply for assistance through the Collaborative Re-
form Technical Assistance Program. 
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The COPS Office has several resources available through their publications and their training portal. This past year 

they had 7,000 new members join their training portal. Over 30,000 people have taken their online trainings. They 

also offer in-person training as well. 

 

IADLEST Projects 

IADLEST recently created a program to provide a complete Job Task Analysis (JTA) and developed multiple in-
service or basic academy lesson plan development. A continued ñmaintenanceò service is also available, which in-
cludes annual literature reviews, updating materials, version control, archiving, and making enhancements. 
IADLEST received inquiries from the following: 

 

¶ New Jersey Division of Criminal Justice 
 

¶ Minnesota Law Enforcement and Criminal Justice Education Center, Hennepin Technical College 
 

¶ Potential new regional academy in Washington, Curriculum development 
 

¶ New Hampshire POST 
 

¶ Ohio AG 
 

¶ New Mexico POST 
 

¶ Vermont POST who asked for the following proposals: 
 

¶ Job Task Analysis (JTA) 
 

¶ Council Meeting Facilitation 
 

¶ Instructor Development 
 

¶ Academy/POST Accreditation. 

 
Other Projects: 
 
IADLEST is presently conducting an Audit for Ohio POST to audit their oversight of satellite academies. Brian Gri-
sham is heading up this project. 

 
IADLEST was invited to become an official sponsor of the World Police Summit in Dubai with an invitation is to 
send 5 people to the summit. Brian Grisham is the lead on this project and is checking with them to see if they are 
paying for the travel expenses for the 5 attendees. They want someone to give a presentation. Brian is working out 
those details now. 
 
Grants Recently Received: 
 
The State Department, Bureau of International Narcotics and Law Enforcement Affairs ï Develop a Columbia Na-
tional Police Operating Standards Assessment, Development, Training and Accreditation Services Program. 
 

The scope of work is designing and implementing the Standards Center based on the Peace Officersô Standards and 
Training model. Under this process, the contractor will assist the Colombian National Police in formulating POST 
doctrine, design, staffing, staff responsibilities, procedures, protocols, and documentation. Also, embedded subject 
matter experts will be available to advise and assist with the development of the Standards Center process, metrics, 
assessment methodologies, training, accreditation, and certification. 
 

$1,547,880 for the first year. 
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COPS Accreditation 
 

The initial component of the project is the development of standards for use by the Department of Justice to deter-
mine whether an entity is an authorized, independent credentialling body for the purposes of law enforcement ac-
creditation. 
 

$400,000 remaining funds in previous grant to be used for this project. 
 
 

TxDOT DDACTS grant from Texas Department of Transportation - $528,215.68 
 

TxDOT Truck and Bus Enforcement grant from the Texas Department of Transportation - $145,306.53 
 
BJA National Initiatives: Academies and Constitutional Policing 
 

¶ Constitutional policing is foundational to police-community relationships. 
 

¶ There is not currently a level of consistency or intentionality about what is taught or how it is taught in law en-
forcement academies. 

 

¶ If there are training gaps, they can create conditions for officers to engage in unconstitutional behavior, especial-
ly related to bias, use of force, search and seizure, and interacting with persons with mental illness. 

 

¶ Most law enforcement liability exposures relate directly to constitutional policing. 
 

¶ A change in training is critical to advancing fair and just policing. 
 

¶ The proposed 24-month project will gather subject matter experts, review existing training curricula, identify op-
portunities for improvement, and provide technical assistance to police training centers on improved curricula in 
constitutional policing. 

 

¶ $1,000,000.00 
 

¶ Diane Beer-Maxwell is spearheading this project and the advisory committee will include the regional represent-
atives. 

 
NIJ Subcontract with Michigan State University 
 

¶ NIJ seeks proposals for a comprehensive landscape analysis, complemented by case studies that evaluate current 
recruitment and training practices and strategies and/or explore the effects of modifying current recruitment and 
training practices and strategies in response to the calls for reform of policing mandates. 

 

¶ NIJ expects the research to include, but is not limited to, the following aspects of the topic: 
 

¶ $90,372 
 

¶ This project provides regional meeting funding to survey POST Directors. 
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This spring, the Bureau of Justice Statistics (BJS) at 

the U.S. Department of Justice will work with its data 

collection partner, RTI International, to administer the 

2022 Census of Law Enforcement Training Academies 

(CLETA). BJS conducts the CLETA approximately 

every 5 years to collect information on basic training 

curricula, academies, recruits, and instructors from 

every U.S. law enforcement training academy that of-

fers a basic training program. 

The CLETA was last administered in 2019 to collect 

information on basic training in 2018. Because more 

than 90% of eligible academies completed that sur-

vey, training academy directors and state and federal 

policymakers could rely on it as a source of nationally 

representative information on basic training and train-

ing academies. The 2022 CLETA will provide updated 

information on basic training that will help academies, 

law enforcement agencies, and other stakeholders 

shape their programs to meet their needs. IADLEST is 

a partner on this data collection and has endorsed the 

survey. 

We hope that you will take this opportunity to learn 

more about the CLETA and that your academy will con-

tribute to this important data collection on law enforce-

ment basic training this spring. You can learn more 

about the CLETA by visiting https://bjslecs.org/

CLETA2022. You can also send questions to 

cleta@rti.org. 

CLETA Survey Content  

¶Content of basic training  

¶Duration of basic training  

¶Types of agencies and positions for which basic training is provided  

¶Requirements of academy instructors  

¶Academy resources  

¶Number of recruits starting and completing basic training programs and rea-

sons for lack of completion  

CLETA Data Collection Information  

¶In May 2023, BJS will send a letter inviting law enforcement training acade-

my directors who offer basic training to complete the 2022 CLETA  

¶Academy directors can designate a point of contact to complete the survey 

¶RTI will provide directors and points of contact with access to the survey 

website to allow for the review and completion of survey items 

¶Training academies will send their completed survey to RTI either online or 

using a paper questionnaire  

 

You may also contact: 

Tom Scott, PhD 

CLETA  Principal Investigator  

RTI International 

3040 E Cornwallis Road, RTP, 

NC 27709 

tlscott@rti.org 

781-370-4020  

Emily Buehler, PhD 

CLETA Program Manager 

Bureau of Justice Statistics 

810 7th Street NW, Washington, 

DC 20531 

Emily.Buehler@usdoj.gov 

202-598-1036 

https://bjslecs.org/CLETA2022
https://bjslecs.org/CLETA2022
mailto:cleta@rti.org?subject=Academy%20Census%20Inquiry%20via%20IADLEST
mailto:tlscott@rit.org?subject=Academy%20Survey%20Inquiry%20via%20IADLEST
mailto:Emily.Buehler@usdoj.gov?subject=Academy%20Survey%20Inquiry%20via%20IADLEST
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Lowering Standards for Hiring Law Enforcement  

 - Good or Bad Idea? 
By Ryan Layne, CEO, Guardian Alliance Technologies 

Introduction 

 

As law enforcement agencies across the nation face a 

staffing crisis, some are considering lowering their hiring 

standards to fill vacant positions. Advocates argue that 

this approach can lead to a more diverse pool of appli-

cants and ultimately more effective officers, while critics 

claim that it may result in less qualified personnel who 

could become dangerous liabilities. This article examines 

the pros and cons of lowering hiring standards in law en-

forcement and the community's role in determining these 

standards. 

Lowering Standards: The Pros and Cons 

 

Supporters of lowering hiring standards argue that doing 

so can lead to increased diversity within police depart-

ments. By removing barriers that may have dispropor-

tionately affected minority applicants, departments can 

better reflect the communities they serve, resulting in im-

proved relations and more effective policing. Moreover, 

some traditional hiring standards, such as strict physical 

fitness requirements, may not be indicative of an individ-

ual's ability to perform the duties of a law enforcement 

officer. 

However, critics assert that lowering hiring standards can 

result in less qualified officers who pose a risk to public 

safety. For example, the Memphis Police Departmentôs 

relaxed academic, disciplinary, and fitness standards at 

its training academy may have contributed to the brutal 

beating of Tyre Nichols by officers who were potentially 

unprepared for the responsibilities of their roles. 

The Community's Role in Determining Standards 

 

Community involvement is essential in determining the 

appropriate standards for law enforcement hiring. As the 

primary stakeholders affected by police actions, commu-

nity members should have a say in what qualifications 

they believe are necessary for officers to effectively serve 

and protect their neighborhoods. By engaging in dialogue 

and working collaboratively with law enforcement agen-

cies, communities can help shape hiring practices that 

align with their values and needs.  Community and civil-

ian involvement should also carefully consider accounta-

bility when determining standards.  Should the communi-

ty determine that a standard should be lowered, or a po-

tential disqualifying dimension should be overlooked or 

ignored in the background investigation process, it should 

be taken into consideration if and when an officer and/or 

their department ever comes under scrutiny for actions 

taken while on duty to avoid a double standard.  

 

Considering Lower Standards: Which Ones and at 

What Cost? 

 

If law enforcement agencies decide to lower hiring stand-

ards, it is crucial to carefully evaluate which criteria can 

be adjusted without compromising public safety. For ex-

ample, agencies might consider revising physical fitness 

requirements that disproportionately affect certain de-

mographics without being directly tied to job perfor-

mance. However, they should be cautious about lowering 

standards related to ethics, integrity, or psychological fit-

ness, as these factors can directly impact an officer's abil-

ity to perform their duties effectively and responsibly. 

 

The Drivers for Considering Lower Standards 

 

Several factors contribute to the consideration of lower-

ing hiring standards in law enforcement, including the 

ongoing staffing crisis, a desire to improve diversity 

within police departments, and fostering better relation-

ships with the communities they serve.  However, in-

creasing funding and pay for police officers may be an 

alternative approach to attract a larger and more qualified 

applicant pool, rather than lowering standards.   

 

Conclusion 

 

In conclusion, the debate surrounding the lowering of 

hiring standards for law enforcement is complex and 

multifaceted. While there are potential benefits, such as 

increased diversity and a larger pool of applicants, the 
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risks of hiring less qualified officers cannot be ignored. 

Ultimately, community involvement and careful delibera-

tion are essential in determining the most appropriate 

standards for law enforcement hiring practices, striking a 

balance between attracting a diverse range of candidates 

and maintaining public safety. 

 

 

 

 

 

 

 

 

 

ðððððð 

About Guardian 

Guardian Alliance Technologies provides cloud-based 

software to hundreds of law enforcement agencies across 

the United States. The Guardian Background Investiga-

tion Software Platform is designed to drastically improve 

the process of vetting and hiring public safety personnel. 

Use of the Guardian Platform enables agencies to com-

plete background investigations far faster, and with more 

accuracy than ever before thanks to advanced data min-

ing and management tools, time-saving automation for 

certain tasks, and artificial intelligence used for social 

media screening. All of this facilitates more expedient, 

high-quality hiring decisions. 

 

 

https://guardianalliancetechnologies.com/background-investigative-software/
https://guardianalliancetechnologies.com/background-investigative-software/
https://www.iadlest.org/our-services/cri-tac
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What Does IADLEST Membership Provide You With? 

 
 
Network of Peers: Exchange ideas and experiences regarding standards, certifications, and course development 

with fellow IADLEST members who face the same challenges you face. 

 

Professional Development: Participate in our national training conference, access our professional development 

library, and find the information you need to succeed. 

 

Voice in Legislation: Find strength in numbers by providing input on national policies affecting law enforcement 

standards and training. 

 

News: Receive the Quarterly Member Newsletter that shares ideas and innovations with you from national law en-

forcement standards and training leaders, saving you time from reinventing the wheel. 

 

NLEARN: Access our national network linking all U.S. law enforcement training entities including training news 

and features, assessment and testing strategies, and a forum for inter-Academy query and discussion. 

 

Job Postings: Utilize IADLESTôs online ads to reach the best employees and employers in your profession. 

 

National Decertification Index database: Access this clearinghouse for persons decertified as law enforcement 

officers for cause. 

 

Online Resources: Access the knowledge you need, when you need it, at IADLEST.org, your number one re-

source for staying current on national training issues through our national training calendar, discussion boards, and 

national curriculum library.  

Survey Results 

Citizenship Requirements for Police Applicants 

Bryant Orem, Deputy Director of Police Officer Standards and Training ï Indiana Law Enforcement Academy, 
posed the following question to IADLEST members: 
 

Indiana currently has an Administrative Code stating applicants must be a citizen of the United States in or-
der to become a sworn officer.  This precludes US residents and others from applying for law enforcement 
positions or attending the academy. 

Are other states in the same position as Indiana, or are US residents eligible for employment as sworn law en-
forcement officers in your state?  Has the eligibility changed in recent years with the current difficulties in 
recruiting and retention? 

The results are posted here:  IADLEST Member Surveys   

 

IADLEST Members Only 

https://www.iadlest.org/members/surveys


14 

 

)!$,%34 ςπςσ 4ÒÁÉÎÉÎÇ #ÏÎÆÅÒÅÎÃÅ 

You are invited to the International Association of Directors of Law Enforcement Standards and Training 
(IADLEST) 2023 Conference on Sunday, May 14-17, 2023. 

IADLEST is committed to transforming policing by pursuing excellence in training and the development of profes-
sional standards; and each year, the annual conference showcases this commitment by focusing on the most pressing 
issues for training managers and executives. 

This year, the IADLEST Conference will be held in Denver, Colorado. Join fellow Law Enforcement Executives, 
Training Managers, POST Directors and Academy Directors for the following highlights: 

Å Training tracks include the latest innovations on training and technology as well as specifically designed training 
tracks for POST Directors, Academy Directors and Law Enforcement Trainers such as: 

 -Reduce the Impact of Staffing Shortages. 

 -Develop Effective Online Training. 

 -Effective Curriculum Development. 

 -Develop Effective Scenarios. 

Å Scheduled roundtable discussions to exchange ideas and experiences regarding standards, certifications, legal, and 
course development. 

Å Social activities, such as the main dinner event at the Mile High Station and Special Olympics fundraiser (live auc-
tion).  

Å State of the art products. Over 30 companies, organizations and government agencies exhibit their latest products, 
services, programs and/or publications. 

Å Networking. This event only happens once a year, so donôt miss your opportunity to network with some of the 
stateôs leading law enforcement standards and training directors, academy managers and trainers throughout the Na-
tion! 

When 

May 14, 2023 9:00 AM  -  May 17, 2023 12:00 PM 

Where 

Hilton Denver City Center 

1701 California St, Denver, Colorado, 80202, USA 

Dress Code 

Business Casual 

More Information 

View Event Fees 

View Event Agenda 

Registration Deadline 

May 8, 2023 

Register for Event 

 

https://web.cvent.com/event/4d03a078-8b92-4793-9cb3-427bca477d5e/websitePage:f5f1940b-980e-4398-96f6-3b681ef5e4a3
https://web.cvent.com/event/4d03a078-8b92-4793-9cb3-427bca477d5e/websitePage:645d57e4-75eb-4769-b2c0-f201a0bfc6ce
https://web.cvent.com/event/4d03a078-8b92-4793-9cb3-427bca477d5e/summary?i=vYNr_2f7dU66EgSkpu_mqw&locale=en-US
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Introduction 
 
Drawn from social science research, this article reflects 
on training trends in policing in Western culture. It 
challenges policingôs warrior myth, extols policing as a 
helping profession, examines unprofessionalism and 
valuesô deterioration and accentuates the importance of 
setting the right foundation in the academy. 
 
Police Training in Western Culture 
 
Sloan III and Paoline III (2021) analyzed the structure 
and content of police academy training in the US, 
drawn from 591 programs. They observed that pro-
grams were typically organized and prioritized around 
ñmilitaristicò skills development, e.g. firearms training, 
defensive tactics, emergency vehicle operations and the 
like (cf. Kooi 2006, Rahr and Rice 2015 and Li et al. 
2021). Those skills are necessary, of course. However, 
minimal attention was given to non-warrior skills, e.g. 
de-escalation, verbal skills, cultural awareness, bias 
awareness, and partnership buildingðand these are es-
sential, too. Ford lamented academies spend a lot of 
time on less-used, militaristic skills, e.g. firearms and 
police driving, with inter-personal skills and communi-
cation disparagingly seen as ñfillerò (p.88). Observing 
academies spent only 50 contact hours on non-warrior 
skills, with the remaining balance on warrior skills, 
Rahr and Rice (2015) see little wonder police are 
ñwarriorò-oriented more so than ñguardianò-oriented. 
Reaves reported in the US Department of Justiceôs pub-
lication State and Local Law Enforcement Academies, 
culled from 664 US training academy respondents 
(2016), the average basic academy program lasted 840 
hours in the US, with a spartan 40+ training hours in-
volving some non-warrior skills training. Prepping for 
her recent 50 state comparison of academy training pro-
grams in the USA, Cohen (2021) observed, prior to 
2000, only 3% of academy curricula dealt with ethical 
areas and, to date, the percentage has only grown to 
3.21% (pp.345, 352-353). Huey observed that depart-
ments are ñhiring around characterò (Huey 2017, p.20), 
but academies arenôt training around character (pp.27, 
31-33). When discussing implications, Cohen lamented 
policing still ñhas not modified basic [police] train-
ingò (Cohn 2021, p.356). Bradford et al. (2000) extolled 
modifying curricula to include problem-solving train-
ing, interpersonal communication and decision-making. 
 
 
 
 

A. Shifting from Warriors to Guardians 

 
In ñWarriors to Guardiansò, Rahr and Rice (2015) 
alighted upon the vision of an ñurban soldierò trained 
for battle (a ñwarriorò) versus a community-oriented 
ñbeat copò minded toward helping people (a 
ñguardianò). Guess which vision imposes itself upon 
neophytes? Rantatalo and Karp (2018, p.161) note in-
structors place a premium on ñaction, extremeness and 
the telling of ówar storiesôò in the academy. They argue 
the too-often-celebrated militaristic narratives are coun-
ter-productive, given how the bluster serves as an 
ñinformal curriculumò, offering cadets/recruits improp-
er ñpreviews of [real police] practiceò and service 
(p.162). They transmit a ñsense-givingò about occupa-
tional knowledge (p.173). The exaggerated mythic ac-
counts of police exploits downplay the more pedestrian 
aspects of policing, mislead and ñcontradict sanctioned 
and legitimate proceduresé undermining formal curric-
ulaò (p.174). 
 
Police are going to have to go hands-on and fightð
every now and againé. Thatôs a given. The need to 
bolster empathy, counter prejudice, embrace equality, 
value diversity, intervene on behalf of the disenfran-
chised and eschew racist and sexist behavior all the 
time is as much a givenðand too often neglected in 
training. While police will have to fight crime, police 
will also have to fight off fight-prone attitudes. 
 
B. Moving Toward Helping Professionalism 

 
Kooi (2006) observed policing is evolving from the 
aforementioned exclusive ñconflictò-based vocation to a 
ñconsensusò-based endeavor, as in ñbuilding communi-
ty partnership[s]òða good trend, to be sure. For Cohen 
(2021), and others, public service training for the new 
world needs to add five categories: (1) professional eth-
ics and boundaries, (2) human relations and interper-
sonal communications, (3) cultural competency, (4) 
procedural justice and institutional legitimacy and (5) 
public service core values and skills. These ñwidely rec-
ognizedò and ñwell illustratedò principles are said to 
ñgovern the association of human beings for any pur-
poseò (356). 
 
 
 
 
 
 

 Changes Trending in American Police Training 
 

by Dr. Jeffrey L. Seif, Director, Dallas College Law Enforcement Academy 
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C. Staving Off Unprofessional Valuesô Deterioration 

 
Adjudged to be the ñmost significantò and ñformativeò 
period, officersô early training is of paramount im-
portance (Antrobus et al. 2018, p.33). Blumberg et al. 
(2016) observed steady high moral values during acade-
my training. Sherman (1982, p.12) noted, however, once 
removed from the academy ñhigh ideals about police 
work may not last longò (cf. Ford 2003). Through time 
and post-academy circumstance, Sherman observed a 
ñmetamorphosisò, with negative attitudes toward civil-
ians and supervisors metastasizing (1982, p.14). Platz et 
al. (2017) similarly observed a decline. Ford (2003, 
p.84) also saw ñsubtle [negative attitudinal] shiftsò at 
careerôs start, beginning somewhat during the academy 
and flowering later. Referring to Sherman (1980), he, 
similarly, described the ñprocessò and identified 
ñmechanisms that trigger the shiftsò (p.85). 
 
D. Improving Ethics Training, Partnerships and 
Trust 

 
Johnston and Cheurprakobkit (2002) observed courses 
on ñethics [and] moralityò were ñinfrequently found in 
academy programmesò (p.193). Policing in and for the 
new world, for Chappell and Lanza-Kaduce (2010), en-
tailed building partnerships with it. An appreciation for 
multiculturalism serves as a necessary precondition to 
facilitate the communication. To date, there is too little 
training in preparation for it (Chappell and Lanza-
Kaduce 2010, pp.207, 210), thus the need for more stud-
ies on cultivating multiculturalism. 
 
Lee et al. (2021) examined ethnocultural empathy, color-
blind racial beliefs and the racial composition of close 
friendships amongst police recruits. The value of expo-
sure to, and the ñtak[ing] anotherôs perspectiveò, was 
extolled (p.3), as was the benefits of ñactivating empa-
thyò in reducing prejudice (p.5). They observed ñ[c]ross 
racial friendshipsò or ñcross group friendshipsòðknown 
formally by ñcontact hypothesisòðdispelled prejudicial 
narratives (p.5), and in surveyed meta-analytical studies 
they found ñconsistent interpersonal interactions influ-
ence individualsô emotions and feeling and can override 
cognitive evaluations of outgroupsò (p.13), i.e. of mar-
ginalized others. 
 
Conclusion 

 
Because police fight crime, police will have to go hands 
on every now and again. Thatôs a given. Thank God we 
train for that well. Because officers spend considerably 
more time interacting with the public, socially, the need 
for officers to cultivate interpersonal skills cannot be 
overstated. This article reflected on police training trends 
in Western culture. It challenged policingôs warrior 
myth, extolled policing as a helping profession, and it 

accentuated the importance of setting the right founda-
tion in the academy. 
------------------------------------------------------------------ 
Dr. Jeffrey Seif is the Director / Training Coordinator at 
Dallas College LEA. He graduated from the North Texas 
Regional Police Academy, eventually took a masterôs 
degree in Applied Criminology and Police Management 
from Cambridge University, England, and is currently 
pursuing a PhD in criminology at Cambridge. Seif is 
also a graduate of Southern Methodist University, Dal-
las, TX, with a previous masterôs and doctoral degree. 
For questions or comments contact Jeffrey Seif at 
jlseif@dallascollege.edu. 
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Very early in my career, I was stabbed during a traffic 

stop. The stop was for a minor violation; unbeknownst to 

me, the occupants had recently committed an armed rob-

bery. That day, I learned a valuable lesson: there are no 

low-risk stops, only unknown dangers. I was forced to use 

deadly force that day to defend my life. On this day, I ex-

perienced how deadly my new job could be. 

A year later, I attended a peer support conference, and a 

psychologist offered Eye Movement Desensitization and 

Reprocessing Therapy (EMDRT).  During this treatment, 

I learned that this life-threatening event caused me to ex-

perience vulnerability and loss of control issues, two ele-

ments of trauma. I recall saying, ñit doesnôt weaken my 

resolve.ò  The stop only served to strengthen my resolve.  

I then committed to protecting and serving my community 

in the face of danger, no matter what.   

Despite deep polarizing division in our nation, our com-

munities need the police to protect and serve; the need is 

more critical today than ever. Policing is a noble and hon-

orable profession; I believe in who we are and what we 

do. I deeply respect, appreciate, and admire the work done 

by law enforcement nationwide. The true heart of policing 

is selfless service and sacrifice to assist those in need.     

However, our safety and effectiveness depend on the 

communityôs trust.  We cannot ignore the harmful conse-

quences of inhumane officers who violate their policies 

and training. When this happens, we all pay the price; we 

are answerable for each otherôs actions. We have rules 

that govern our activities; we must follow those direc-

tives, which separate us from the violent suspects who 

harm and prey on the public.  

During my police academy, I was taught to ñask, tell, 

makeò as a form of gaining compliance with my direc-

tions. I did exactly what I was trained to do when I gradu-

ated from the academy. I expected the public to comply 

and do what they were told. Over the years, my attitude 

has changed as I and officers like me used this tactic. In 

many cases, ñask, tell, makeò resulted in force applica-

tions and injuries to citizens and officers. With better tac-

tics, some of those injuries may have been avoided. 

We are not responsible for the failures in our communi-

ties, but in many cases, we are tasked with responding to 

them.  Overall, quality-of-life crimes are increasing; the 

murder rate is up, illicit drug use is out of control, and, 

unfortunately, people suffering from mental illness can 

sometimes lack the necessary resources and treatment.  

To survive a shift and career, we must constantly and ap-

propriately adapt to the realities of the current situation. 

Here is how to survive today.   

NEVER SACRIFICE SAFETY FOR RAPPORT. With 

Covid and increasing assaults and ambush attacks, law 

enforcementôs job on the street is more dangerous today 

than ever before; never forget that. However, most police 

calls conclude without having to use force. To be better 

supported by our communities and achieve improved out-

comes for all involved, we must embrace using TIME, 

TALK, and TACTICS whenever possible. 

In years past, I was not fond of the word de-escalation. 

However, today itôs expected and, within many agencies, 

mandated. Over the course of my career, I have been able 

to adjust my attitude from what I was initially taught in 

the academy. 

To increase officer safety and public support across the 

country, our profession must become willing to shift our 

attitude away from ñask, tell, makeò policing when possi-

ble.   

I know first-hand that deadly threats are sudden and unex-

pected.  I also know we deal with dangerous people who 

commit violent crimes.  So, everything that follows is 

suggested only WHEN POSSIBLE.  

¶ When itôs time to be a warrior, be a warrior, and when 

itôs time to be a guardian, be a guardian.   

¶ Whenever possible, we should envision the end state 

we want to achieve.  

¶ Ask ourselves what success looks like for individual 

calls and careers?  What does failure look like?  

¶ Avoid becoming action imperative. It can be appeal-

ing to act precipitously, but this approach has risks.  

¶ Keep your emotions in check and maintain reasonabil-

ity. Be strategic.  

¶ Monitor your partner and help each other, as we can 

all be triggered. Recognize when your partner is in 

crisis and intervene before it is too late.  

¶ Remember, under law, we have a ñduty to interveneò 

when officers cross the line, so be proactive. 

 

Never Sacrifice Safety for Rapport 

By Robert King 
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¶ Always have a sound legal basis for police action, ei-

ther reasonable suspicion or probable cause.   

So, why donôt people do what we ask?  Sometimes it is a 

violent criminal determined to evade arrest by flight.  

Sometimes we are attacked and must defend ourselves.  

Other times if a person is in crisis, we need to recognize 

that they may not understand our directions or be emo-

tionally able to comply. If believed to be unarmed, take 

time to talk, maintain safe positioning, and coordinate 

with cover officers. Always have a leader, a plan, and 

communicate.  Say and do things designed to achieve 

positive outcomes for everyone, including the subject.   

¶ Always act reasonably, being able to articulate what 

you are doing and why.   

¶ Use Active Listening Skills as your go-to tactic. 

Theyôre practical and have been proven to be effec-

tive. Empathy, compassion, and respect are powerful.  

¶ If itôs safe to do so, you should continuously pursue 

de-escalating efforts. Graham v Conner is all about 

totality, reasonability, and proportionality.  

¶ The power to arrest allows us to use objectively rea-

sonable force to achieve a legitimate purpose. Disre-

garding these rules can subject officers to administra-

tive consequences.  

¶ Know the law and policy and articulate and justify the 

reasonableness of your actions.  

¶ Pause when agitated. 

¶ Consider the cost-benefit and view a career as a mara-

thon, not a sprint.  

  

During an arrest, only use reasonably necessary force to 

overcome resistance. If applying a takedown, limit the 

time you apply pressure on the subjectôs body. Knees on 

the back, chest, stomach, or neck can take oneôs breath 

away, causing severe injury or death.  

Once handcuffed, a subject is in our custody; they are in 

our care. Monitor airway, breathing, and circulation. Al-

ways place a person in a position that promotes proper 

breathing, such as the Lateral Recovery Restraint (LRR), 

and call EMS when needed.  

Humanity is important!  Be compassionate, and be hu-

mane, even after the application of force.  Deliver the 

subject safely to jail or hospital. Stop fellow officers 

when you see them unnecessarily escalate situations. The 

duty to intervene protects everyone.   

Explain your actions to family or witnesses when appro-

priate.  Everyone is watching.  Do the right thing. It pro-

tects you and your fellow officers.    

Today, people regularly play the blame game, scapegoat, 

and finger-point rather than thoroughly investigate the 

root cause. Be truthful about what happened and why.  

Most police departments need to do more to adapt to 

changing community expectations. Agencies must update 

policies, train to those policies, and have engaged super-

vision; it protects all of us. The command staff must also 

set clear expectations and hold people accountable fairly 

and consistently. As officers, we have no control over 

these things, so we must commit to controlling what we 

can, which is our attitudes and our actions. When we rea-

sonably follow our policy and training, we protect our-

selves, our fellow officers, our families, our profession, 

and the community.   

I want every officer in our country to survive the streets, 

have thriving careers, and one-day retire to enjoy the 

fruits of their labor. To do this, we must be willing to ad-

just our attitudes, adapt to new tactics and recognize the 

need for change in our culture.    

The Stockdale paradox tells us: ñyou must never confuse 

faith that you will prevail in the end, which you can never 

afford to lose-with the discipline to confront the most bru-

tal facts of your current reality, whatever they might be.ò  

We are coming through the current crisis. The challenges 

are extensive, and we will prevail if we all become will-

ing to adapt to changing expectations.   

The reality is that we police dangerous streets. Be re-

solved to care for ourselves, do the right thing, and help 

others with compassion and humanity. Letôs work togeth-

er to earn trust in our communities to increase safety for 

everyone.   

The heart of our profession is to help people. While bad 

examples of policing impact trust, communities nation-

wide continue to call 911 at an increasing rate. We must 

be here to answer their call.  

Be well and stay safe.    

ððððððð 

Robert King retired as a commander from the Portland 
Police Bureau after serving 30 years in policing.  In 
2021, he joined Con10gency Consulting as the National 
Director of Training. 
 

 

  

https://supreme.justia.com/cases/federal/us/490/386/
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International Association of Directors of  

Law Enforcement Standards & Training 
 

CALL FOR WEBINAR SPONSORSHIPS 

The IADLEST webinar series offers several opportunities for SPONSORS to demonstrate their support for develop-
ing amazing law enforcement instructors and effective instructional designers.  Sponsoring a webinar is an ideal way 
for you to put your organization in front of a wide audience and to powerfully communicate your companyôs message 
before and after the event.  
 
Sponsorship Benefits & Cost  
 
Sponsorship provides your organization the opportunity to market and discuss your products and services to a focused 
audience, as well as contributing to the important knowledge base of the law enforcement profession.  Cost of spon-
sorship is $1,000, and includes all of the following benefits:  
 

¶ Use of company logo, website address/link, and product/service information in the introduction and/or 
conclusion of the educational session.   

¶ Recognition at the beginning and end of the webinar ï This may include a 1-2 minute message from the 
sponsor, video or presentation.  

¶ Recognition in all marketing material, social media etc. 
¶ Access to the webinar attendee registration list to include contact information. 

 
Responsibilities 
 
IADLEST will provide:  
 

¶ Promotion of each webinar to its 400+ members via website, two email blasts and social media (Facebook, 
twitter, LinkedIn). 

¶ Promotion of each webinar through its weekly National Law Enforcement Academy Resource Network 
(NLEARN) e-newsletter with a distribution to over 6,748 police instructors, academy personnel and patrol 
officers.  

¶ Promotion of each webinar on IADLEST contact list with distribution to over 30,430 law enforcement 
personnel. 

¶ Webinar hosting and platform 
¶ Registration link 
¶ On-line registration form 
¶ Registration capabilities and post-event participant reporting 
¶ Registration confirmation and reminder e-mail(s) to registrants 
¶ Post-event promotion 

 
The sponsoring company will provide:  
 

¶ Promotion of the webinar through its various channels 
¶ Logo and graphic to be used in promotional materials  
¶ Post-event promotion 

 
 
If you would like to sponsor one of these impactful webinars, and contribute to how we train our law enforcement 
officers nationwide, please contact Mark Damitio, IADLEST at markdamitio@iadlest.org or call (316) 640-6513. 

mailto:markdamitio@iadlest.org
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As an instructor who teaches Law Enforcement Officers 

(LEOs) effective strategies for working with teens and 

young adults, I begin all my trainings by reminding of-

ficers that, no matter their age or level of experience, 

they were all teenagers once. I do this because, from the 

vantage point of our adult selves, it is easy to forget just 

how difficult life can seem when you are in the throes of 

adolescent angst. Teens are undergoing dramatic physi-

cal and emotional transformations, coping with rapidly 

changing bodies, and confronting new, often confusing, 

urges.  Many are obsessed with how they appear to their 

peers, struggle to meet parental and other adult expecta-

tions, and to define their own identity.   

While being a teenager has always been hard, it is even 

more difficult today. The prolonged pandemic, ubiqui-

tous social media, increased levels of violence and racial 

tensions in some communities are heightening pressures 

and sense of isolation felt by many teens.  Teen suicides 

are on the rise and teen depression rates hover around 

17% compared to an overall depression rate of 10%.  

Law enforcement officers face their own hardships and 

trauma exposures.  A recent article published by the 

COPS Office states: 

ñSuch exposure can impair the mental well-

being of officers and affect their ability to 

perform duties to the public. The potential 

long-term effects of PTSD in police officers 

may additionally lead to behavioral dysfunc-

tion such as substance abuse, aggression, 

and suicide. It is estimated that, on average, 

approximately 15 percent of officers in the 

U.S. experience PTSD symptoms.ò 

And, just like adolescents, officers are also dealing with 

public and cultural pressures, including reduced staffing 

that requires forced overtime, ongoing risk of contracting 

COVID, calls to ñdefundò the police, and heightened 

public attention on, and dissatisfaction with, police re-

sponses to incidents within communities.   

 

Clearly, traumatized youth encountering traumatized po-

lice officers can be a toxic combination. Whatôs the solu-

tion? Fortunately, Congress took an important step in 

2018 when it passed the Law Enforcement Mental 

Health and Wellness Act. This act sought to improve ac-

cess to mental health and wellness services for law en-

forcement. More recently, the IACP released the Nation-

al Consortium on Preventing Law Enforcement Suicide 

Toolkit designed to help agencies and departments ad-

dress officer mental health and wellness concerns; the 

FBI has introduced training on suicide prevention; and, 

in August 2022, former Chicago PD commander and Des 

Plaines police chief Bill Kushner helped launch the web 

based program WeNeverWalkAlone, a network of peers 

and professionals available to help prevent law enforce-

ment suicide. Help for police is available and the stigma 

surrounding the seeking of help appears to be disappear-

ing slowly.  

These are positive and necessary improvements.  But 

what has remained missing until about a decade ago was 

training designed to help law enforcement understand 

adolescent behavior and the impact that trauma has on 

teen and young adult decision-making.  

Approximately 11 years ago, Lisa Thurau, a juvenile jus-

tice attorney, and Dr. Jeff Bostic, an adolescent psychia-

trist, developed a curriculum called Policing the Teen 

BrainÊ. This curriculum introduced law enforcement 

officers to key insights of adolescent brain development, 

with a focus on how they impact the interactions be-

tween police and kids. The training begins with instruc-

tion in the physiology of brain development, led by a 

mental health expert, with an emphasis on how teen re-

sponses are largely driven by the part of the brain that is 

responsible for emotion. Officers learn that behavior that 

would, in an adult, indicate deception or guilt, may, in 

teens and young adults, be simply evidence of an unde-

veloped brain struggling to overcome the fear/anger/

anxiety the young person is feeling at that moment, par-

ticularly while in the presence of an adult authority fig-

ure.  

 

When Trauma Meets Trauma - 

Training Law Enforcement to Deal with Traumatized Youth 
 

By David Walker and Johanna Wald 

https://weneverwalkalone.org/
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Once officers grasp basic adolescent brain development, 

the impact of mental illness and trauma are introduced. 

This is the critical part of the training. Officers learn 

that, like themselves, youth they frequently interact with 

are regularly exposed to traumatic experiences.  Many of 

these youths worry about where their next meal will 

come from; or are concerned about a substance-abusing 

parent, or fear becoming the victim of violence in their 

community. For both officers and kids, these trauma ex-

posures build and intensify over time. Trauma is insidi-

ous ï for both law enforcement and youth. 

The obvious question is, ñDoes the training work?ò 

ñDoes it make a difference?ò 

In 2017, an agency in the western U.S. was facing possi-

ble litigation over the disproportionate number of stu-

dent arrests by its School Resource and Security Officers 

for minor transgressions. The school district was arrest-

ing hundreds of students each year for what one of the 

officers called ñcontempt of copò offenses, including 

ñdisturbance of assemblyò, ñfailure to comply with an 

officerôs instructionsò, and ñresisting.ò The relationship 

between students and officers was, to say the least, 

strained, with officers expecting the students to misbe-

have and resist and students expecting the officers to 

overreact to what they viewed as ñno big thing.ò 

At the request of the school district, Strategies for Youth 

(the organization formed by Lisa Thurau after teaming 

up with Jeff Bostix) offered a training to the high school 

Security Team. The training included the above-

mentioned information on adolescent brain development 

and behavior, the effect of learning and behavior disabil-

ities on youth responses to authority, and information on 

how the culture and environment surrounding the stu-

dents affected their views of law enforcement. Addition-

ally, school administrators were invited to participate in 

an open discussion with the School Security Team to 

clarify distinctions between disciplinary issues, which 

should be handled by school personnel, and criminal be-

havior, which required intervention by the School Re-

source and Security Officers 

Approximately 6 months after the completion of this 

training, the school district reported an 80% decrease in 

arrests for minor offenses on school property! When 

asked why, School Security Officers reported being 

more tolerant of what they now understood was typical 

teen behavior in challenging adult authority.  Rather 

than rising to the bait, the team focused on developing 

working relationships with the students, giving students 

the opportunity to vent while actively listening and re-

sponding, and partnering with administrators to ensure a 

consistent and appropriate response. What is even more 

interesting is that the district also reported that, because 

they were less focused on minor ñcontempt of copò of-

fenses, they were able to better address more serious is-

sues on school property, such as substance abuse, as-

sault, and weapons.  

In sum, we know that both teenagers and law enforce-

ment officers face a host of stressful situations every 
day; and many have been exposed to trauma. We also 
know that stressors on both law enforcement and teens 

have intensified in recent years. When an officerôs trau-
ma encounters a teenagerôs trauma, the effects can be 
explosive, tragic, and even fatal.  That is why training 

designed to help law enforcement officers recognize 
signs of trauma in teenagers, and to understand normal 
adolescent impulses to challenge authority, are so criti-

cal.  This training can help them develop new strategies 
that can ñlower the temperature,ò keep everyone calm, 
and prevent either side from escalating tensions.   It can 
simultaneously reduce the number of arrests for 

ñcontempt of copò charges, improve ongoing relations 
and build stronger rapport between teens and law en-
forcement officers, while allowing law enforcement to 

focus on addressing far more serious issues that commu-
nities face.  

__________________ 

About the Authors: David Walker is the Operations/
Training Director for Strategies for Youth, Inc.  He 

worked as a police officer helping to create the Latah 
County Child Abuse Task Force where he served as lead 

investigator.  He joined Strategies for Youth in 2014 and 
is responsible for the development and delivery of their 

police training programs nationally.  He is INCI certi-
fied. 

Johanna Wald is a writer and researcher who has writ-

ten and presented extensively about issues related to 
criminal and juvenile justice reform, education equity, 
and implicit bias.  She has been published in Slate, sa-

lon.com, the Crime Report, U.S.A. Today, the Marshall 
Project, Huffington Post, Washington Post and Educa-

tion Week. 

https://strategiesforyouth.org/
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Model Human Trafficking 

Curriculum 

 

This comprehensive model curriculum was developed over a two-year period by IADLEST subject matter experts 
and funded by the COPS Office. 

Human trafficking is an international issue that takes a terrible toll on victims and survivors, and places unprecedent-
ed demands on law enforcement. 

This curriculum provides enhanced training for the training academies, promotes collaboration and coordination with 
community and advocacy organizations seeking to rid their communities of this violence mostly experienced by 
women and children. 

The curriculum is part of the National Certification Program (NCP) of IADLEST.  NCP establishes law enforcement 
training standards and "best practices" relating to improved professionalism and skill sets for our nationsô first re-
sponders. NCP courses are recognized nationally and designed to count towards officers' mandatory in-service train-
ing requirements. 

The Human Trafficking Model Curriculum consists of three components which are available for immediate down-

load.   

 

 

 

 

 

 

 

 

 

IADLEST Executive Director Mike Becar said: 

ñIt is time that we challenge training academies to incorporate human trafficking interventions into their basic train-

ing curriculum in order to give the tools and resources officers need for the identification and effective enforcement 

of human trafficking.ò 

NOTE:  This material is considered to be ñpolice sensitive.ò  You must have a no-cost login to NLEARN in order to 

access it. Apply for a NLEARN login here:  Request Access to NLEARN 

https://www.iadlest.org/our-services/nlearn/about-nlearn
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De-escalation is everywhere these days. Itôs in the news, being called for on social media, and written into legislation 
all over the country. And for good reasonï law enforcement should be as well equipped with tools that help them de-
escalate an escalated encounter as they are with tools that help them take down a violent criminal.  

The problem with de-escalation is that as a practice itôs hard to pin down. Does it just mean reducing the intensity of a 
situation? Does it mean tasing a subject in crisis? Does it mean communicating? 

Our program, Insight Policing: Conflict Resolution for Law Enforcement, brings some clarity to the term by suggest-
ing that we think of de-escalation as conflict resolution.  

When we look at de-escalation as a matter of conflict resolution, we are able to see the behaviors that lead to conflict 
interactions as more than what they appear to beï difficult behaviors like resistance, aggression and noncompliance 
that get in the way of getting the job done.  

What Insight Policing reminds us of is that behind those difficult behaviors are decisions. And when we can make our 
goal discovering what is motivating those decisions, using strategic curiosity and an understanding of how we think in 
conflict, we can depersonalize a personôs challenging behavior and get to the root of it to bring it down.  

Discovering the ñwhyò using Insight Policing skillsï why someone is upset or not doing what you sayï not only gives 
the person voice, which calms them down, but gives the officer information they need to solve the problem in a way 
that gains voluntary compliance.  

Agencies from across the country and in Canada are looking to Insight Policing to enhance their de-escalation training 
and prepare officers with the right tool for engaging conflict effectively in the momentï a tool grounded in the theory 
and science of conflict resolution. You can too. Courses are IADLEST certified, COPS Office approved, and funding 
is available. Learn more at insightpolicing.com. 

ððððððððððð- 

About the Author:  Dr. Megan Price is the Director of the Center for Applied Insight Conflict Resolution in Washing-
ton DC and is Founder and Trainer of Insight Policing: Conflict Resolution for Law Enforcement, which teaches of-
ficers the foundations of conflict-decision making and targeted, curiosity-based communication skills for controlling 
escalation and problem solving effectively. Dr. Price is Adjunct Professor in Conflict Analysis and Resolution at 
George Mason University and Associate Faculty in the Conflict Management Masterôs program at Royal Roads Uni-
versity. 

 

 
 
 

 

 
 How Thinking about De-escalation as Conflict Resolution 

Can Help 

By Dr. Megan Price 

Martial Arts Wisdom 

To win one hundred victories in one hundred battles is not the highest skill.  

 To subdue the enemy without fighting is the highest skill.  

         ð Gichin Funakoshi 

https://www.insightpolicing.com/
https://www.insightpolicing.com/
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Establishing Best Practices and Safety Processes 

For Reality-Based Training Programs 

          By Ken Murray 

What ought FAA airspace and law enforcement training 
space have in common? The short answer is Safety 
Standards. The tragedy for law enforcement is the lack 
of such standards. 

On December 17, 1903, Orville Wright took flight in the 
worldôs first sustained, powered flight and in 1905 there 
was launched a worldwide effort to build better flying 
machines. Along with the subsequent increase in air traf-
fic came the necessity for controls and safety standards 
to help stop the flying machines from smacking into one 
another. While going through several evolutions, the 
modern FAA has come up with an extremely efficient set 
of systems that assist with aviation safety, and one of the 
most meticulous systems for investigating disasters 
along with training programs that help to assure that the 
conditions that caused a disaster are addressed by engi-
neering, training, additional regulations where necessary, 
and accountability. 

If only the same were true in realm of law enforcement 
training. Unlike the FAA where tragedy drives systemic 
change, North American law enforcement have been 
killing an average of two officers per year during realis-
tic training for decades. In fact there have been at least 
six inadvertent training shootings in the past twelve 
months alone. 

The FAA recognized early on, after the rapid increase in 
civil aviation, that the localized control of aircraft was a 
recipe for disaster. Those in the field of aviation decided 
to move forward with a cohesive structure to improve the 
safety of air transport and travel. In law enforcement 
training, there are a relatively few agencies that have sol-
id processes, protocols, and policies with regards to all of 
the various types of training and simulation tools and 
strategies. I have often said that many organizations have 
Reality Based Training ñprojectsò rather than 
ñprograms.ò  

By contrast, virtually all agencies have some manner of 
firearms and Defensive Tactics (DT) training 
ñprogramsò. Such programs are implemented through 
structured regimens with high quality lesson plans and 
are staffed by specially trained instructors. Many of 
those same agencies, however, lack the same degree of 
structure for any of the realistic training strategies they 
employ. When trainers move into the realm where hu-
mans are interacting with humans, Ignorance, Arrogance 
and Hubris often get in the way of the development or 
implementation of safety protocols. Tragically. 

Despite the advances we have experienced in training 
equipment and training methodologies, a patchwork of 
haphazard safety protocols on the topic of Reality Based 
Training (RBT) continues to dot the landscape of over 
18,000 individual law enforcement agencies across 
America. For clarity, the Reality Based Training Associ-
ation (RBTA) defines Reality Based Training as ña com-
prehensive description of many different training meth-
odologies that utilize tools, techniques, technologies or 
methodologies to approximate in a training setting or 
synthetic setting any situation that might occur in an op-
erational settingò. Mistakenly, many agencies solely 
equate RBT with opposed force training. 

To set some historical context for where I am coming 
from on this topic, in the late 1980ôs my business associ-
ate and I set off on the development of training muni-
tions that would help the world address many of the is-
sues that were encountered in conventional firearms 
training. (full disclosure, I have not been associated with 
SIMUNITIONÈ for nearly two decades) Through the 
Armiger Police Training Institute, we sought to evolve 
the concept of projectile-based gunfight training ï first 
with a paintball gun that looked and functioned much 
like an Ingram MAC-11 called the M85 under the trade-
name of IMPAX. After the failure of that technology 
partnership, we developed a 9mm marking cartridge that 
was (and still is) sold under the brand name of FXÈ 
Marking Cartridges under the corporate banner of 
SIMUNITIONÈ. 

In addition to the marking cartridges, we created a fami-
ly of training munitions designed to solve many of the 
issues encountered by the training community. These 
product families included marking cartridges to allow for 
realistic opposed force simulated gunfights. There were 
reduced energy blanks that solved several training prob-
lems while reducing the dangers associated with conven-
tional blank ammunition. There were reduced penetra-
tion cartridges that permitted realistic target engagement 
while lowering the necessity of hardened structures such 
that a ñshoot houseò could essentially be made from ply-
wood, eliminating conventional bullet traps.  

This reduced penetration cartridge, the CQTÈ Target 
Cartridge, would allow agencies to use existing struc-
tures (under controlled conditions) to allow for utilizing 
much more realistic training facilities without the multi-
million dollar requirements of much less realistic build-
ings that were hampered by the necessity for bullet traps 
and air cleaning equipment. 
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And frangible ammunition that becomes powder on im-
pact. In concert with our technology partners, we created 
the most effective, reliable, and the most highly disinte-
grable ammunition that allowed for the engagement of 
steel targets at unheard of stand-off distances ï inches in-
stead of meters ï with near complete pulverization of the 
projectile even at oblique angles with virtually zero splash 
back and ricochet.  

It was a fascinating innovative journey that moved real-
ism in training giant strides forward. Unfortunately, the 
training ideologies did not evolve as quickly as the tech-
nologies. Trainers around the world glommed on to the 
technologies but did not immediately understand the place 
that each of these technologies occupied. The word 
ñSimunitionò quickly became, in the mind of police and 
military users, synonymous with ñmarking cartridgeò. 
This particular misnomer became potentially lethally haz-
ardous since the majority of the munitions we manufac-
tured at SIMUNITIONÈ were potentially lethal. In fact, in 
my existing 5 day Instructor Training Programs, during 
the early segments on the topic of training munitions, I 
ask the class to tell me what the word ñsimunitionò con-
jures up in their minds.  

Much like the TV show Family Feud, if I find 100 people 
surveyed, I will typically get responses such as: 

¶ Training 

¶ Force on force 

¶ Paint projectiles 

¶ Human targets 

When I then put up pictures of the packaging with the 
SIMUNITIONÈ branding on it, and subsequently read the 
packaging, they are often astonished to read the words 
ñNOT for Human Targetsò. There have been many in-
stances where agencies or individuals have put their train-
ees in potentially lethal harmôs way by a lack of under-
standing of what, exactly, they are loading into the fire-
arms of the trainees.  

For those reading this article, here is your challenge. 
Walk out to your Use of Force training cadre and ask a 
similar question. Say to them, ñWhen I say the words 
ósimunitionô, ósimmunitionsô, or ósimmsò, what does that 
mean to you?ò The majority of responses will equate 
those terms with either marking cartridges (noun) or op-
posed-force training (verb). Very few will tell you that 
SIMUNITIONÈ is the brand name of a company that has 
historically made a variety of training munitions, many of 
which can be lethal.  

This is not simply a case of semantics. It is a something 
that Al and Laura Ries describe in their books on Brand-
ing. They explain what may be encountered when a word 
takes on a ñmeaningò beyond the word itself. For exam-
ple, ñCokeò is the registered trademark for the cola bever-
age manufactured by Coca-ColaÈ. Due to its popularity 

and early dominance of the commercial soda beverage 
industry, Coke became generically synonymous with not 
just cola, but all soda beverages. And while it might not 
be catastrophic to order a ñCokeò and get a ñPepsiò, 
shooting a frangible cartridge out of a box labeled SIMU-
NITIONÈ at an unsuspecting student who was supposed 
to be down range of a marking projectile - yes, that hap-
pened - can prove to be irrecoverable. Absent proper edu-
cation and training and mindful awareness, such tragedies 
that are 100% preventable end up being 100% predicta-
ble. This must stop. 

This misunderstanding of various training munitions de-
signed for specific purposes is not unique to the products 
manufactured by SIMUNITIONÈ. Although when we first 
got into the training munitions business, there were no 
other marking cartridges commercially on the market and 
only a small smattering of international munitions manu-
facturers that were even looking into the training munition 
market. Back then, conventional munitions were all the 
rage, and literally billions of dollars were (and still are) 
being poured into the creation of training areas and struc-
tures designed to contain the projectiles fired from con-
ventional weapons.  

In the wake of our success, much like after Orville and 
Wilbur proved that there was viability in powered, 
manned flight, the rush to the óme tooô marketplace was a 
blur in the training munition space. At this writing, there 
are approximately four different manufacturers of mark-
ing cartridges, twenty  or so manufacturers of frangible 
munitions (pro-tip é many of them DO NOT pulverize 
on impact and are hazardous at close range when shooting 
steel), and an unknown number of companies making car-
tridges for use in structures that are not armored for the 
use with conventional munitions.  

 

Besides the projectile firing munitions, blanks of various 
power levels which also produce varying degrees of pres-
sures are available, and these cartridges have been the 
source of a number of tragedies. These mishaps occurred 
when the blanks were either confused with conventional 
munitions or they were used at close range without a thor-
ough understanding of the dangers of each particular 
blank.  

In the back of my book Training at the Speed of LifeÈ, 
there are two listing for fatalities where the close range 
use of blanks led directly to fatalities of trainers. Then, in 
the not-too-distant past, a trainer for a Florida agency in-
advertently loaded a wad-cutter .38 cartridge into a re-
volver he was using during a scenario he had created for a 
Citizenôs Police Academy thinking it was a blank and 
shot one of the class participants to death.  

In another instance, a training revolver that was painted 
red and had been ócreatedô and used by a retired instructor 
was eventually involved in the training death of a Tac 
Medic. The revolver had been modified such that the bar-
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rel was ópluggedô with molten lead ï a homebrew training 
device. The óinventorô used primed casings as the 
óblanksô, but there was nothing to stop a conventional car-
tridge from being loaded into the cylinder. After his re-
tirement, the agency decided to use it in a scenario, but 
had not been gifted the secret information as to what was 
supposed to be used as a óblankô. Either that, or the new 
training staff just thought it would be cool to have a loud-
er bang. Regardless of the reason, the staff introduced 
conventional .38 blanks into the gun. Due to the large 
amount of powder in the blank casing, the first shot loos-
ened up the large plug of lead in the bore, and the second 
shot sent the plug at a high velocity toward the training 
participant. While there was no direct contact, the large 
piece of lead bounced off the car and struck the medic in 
the temple, causing a fatality.  

There are a LOT of moving pieces in any type of simula-
tion training. Even with something as seemingly simple as 
video simulators where the simulated firearm equipped 
with a LASER is issued for use in the scenario. As of this 
writing, I have heard of at least five video screens in train-
ing centers with actual bullet holes through the screens. In 
each case, there was a failure (or lack of) safety protocols, 
and a conventional weapon was allowed to be present in 
the video simulation room. Unfortunately, there are far 
too many trainers that either do not know, or otherwise 
ignore, the necessary safety protocols. Agreed upon 
standards across the training space in America are rela-
tively non-existent. Ignorance, Arrogance or Hubris é a 
deadly triumvirate. 

Much like the evolution of the FAA regulations, the Real-
ity Based Training Association (RBTA) has established 
Best Practices Guidelines for those who are interested in 
doing all they can to establish safe and effective experien-
tial learning. These guidelines, while primarily addressing 
physical safety, extend also to ensure the emotional well-
being of training participants. It has been my experience 
that there are vast numbers of trainers in the law enforce-
ment training space who have not studied the potential for 
emotional harm during scenario or other types of realistic 

training. That, however, is topic for another article. 

These guidelines are formulaic and ritualistic in nature. 
They require trained individuals to follow them and who 
possess a solid understanding of how and why they work. 
An organizational ethos is necessary with a belief in and 
enforcement of such guidelines. Any attempt to water 
them down must be met with resistance and recrimination 
in a consequential way. It is my intention to provide fol-
low-up articles that outline these processes. 

Such articles are to include: 

¶ Eight Categories of Small Arms Ammunition 
and Their Uses and Limitations 

¶ Color Codes that the RBTA uses to allow for 
quick discrimination between training devices 
and training areas 

¶ FAA style Training Area Classifications and 
explanations as to which devices and muni-
tions are allowed in each of the RBT Class A, 
Class B and Class G space 

¶ Safety Protocols and search procedures. 

For those interested in a more immediate access to this 
information and additional information on the actual au-
thoring and development of highly effective scenarios de-
signed for On-Purpose Learning, Role Player Develop-
ment/Scripting and Safety Officer training, Effective Dy-
namic Training Facilitation and more, please feel free to 
contact the author at Ken@RBTA.net 

ðððððð 

About the Author:   Ken Murray is the Director of Train-
ing for the Armiger Police Training Institute and founder 
of the Reality Based Training Association.  
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About a year ago, the National Command and Staff Col-
lege (NCSC) partnered with the RippleWorx team and 
focused on serving law enforcement professionals.  To-
gether, they have brought about an all-in-one wellness so-
lution to the profession called MAGNUSWorx 
www.MAGNUSWorx.com,  a cutting-edge data analytics 
technology combined with expert content built around 11 
Peak Performance and wellness domains.  With leading 
edge foresight, NCSC concurrently acquired AI driven 
content focused on foundational well-being using emo-
tional intelligence (EI), from the Emotional Brilliance 
Academyôs EBGuardians.  This highly rated program, de-
veloped by and for DoD/LE, allows participants to ex-
plore their own EI in moments when making critical deci-
sions which impacts both themselves and their communi-
ties.  

MAGNUSWorx equips law enforcement with the means 
to build resilience, performance, and cohesion in a de-
manding field. The positive habit-building techniques are 

sourced from a neurobiological 
perspective. 

While the mobile app is de-
signed to ensure anonymity and 
confidentiality, users can get a 
complete picture of their over-
all wellness through a detailed 
self-assessment. An officer can 
then access expert-designed 
programs to improve stress 
management, resilience, and 
capacity for growth. MAG-
NUSWorxôs evidence-based 
content library, which is re-
sourced from subject matter 
experts, covers mental, emo-
tional, physical, relationship, 
family, financial, occupational, 

spiritual, social, leadership, and resilience. A userôs pro-
gress can be tracked to view improvement over time. Per-
sonalized recommendations based on an officerôs unique 
needs will begin to appear. 

To help design a wellness plan, agency leaders can post 
announcements and anonymous officer surveys to under-
stand their personnelôs needs better. Public Safety execu-
tives can see an immediate return on investment for agen-
cies that are deploying our methodology. 
 
Weôre excited to share the latest Magnusworx/EBG con-
tent during a ñfreeò webinar series at noon EST on the 
third Thursday of each month starting April 20th through 
September 21st as follows: 
 
Apri 20th  -- EI Your Weapon for Success 
May 18th ï Well-being Magnusworx Overview  
June 15th ï Recognize Your Stress 
July 20th ï Sleep ï Your #1 Go To 
August 17th ï Diet & Exercise Canôt Work Alone  
September 21st ï Mindfulness & Peak Performance  
 
Receive ñ11 Reasons Why You Need EIò for checking us 
out.  
 
Click here to learn more and meet the presenters. 

6 Well-being Trends Impacting Law Enforcement 

&ÒÅÅ 7ÅÂÉÎÁÒ 3ÅÒÉÅÓ ÆÒÏÍ -ÁÇÎÕÓ×ÏÒØȢÃÏÍ 

 

Confidence 

   Most people think of confidence as a mindset or character trait. 

   Confidence is a skill that you earn. 

   It comes from keeping the promises you make to yourself. 

          ð Diego Mercado, Bodybuilder 

http://www.magnusworx.com
http://ebguardians.com/
https://www.dropbox.com/s/df4aliozpcmmpme/11-reasons-why-you-need-to-develop-emotional-intelligence-now-EBA.pdf?dl=0
https://keap.page/duc464/webinar-sign-up.html

