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Message From The Executive Director 

In this edition of Standards & Training Director Magazine, we are 

sharing some of the highlights from IADLEST’s 2022 Annual 

Conference, along with some excellent articles that discuss trending 

issues for law enforcement, POSTs and police academies.      

We are also sharing the accreditation stage with three of the most 

recent academies to have been recognized and awarded Academy 

Accreditation through IADLEST: North Macedonia Police Training 

Center, Idaho POST Academy, and the Kosovo Academy for Public 

Safety.   

Other articles include authors such as Captain Dan Willis, who has provided an article 

entitled: Need for Trauma Recovery, Resilience and Wellness Training in Academies. We 

have also included a valuable review of legal issues involved with obtaining confessions, 

presented by Joseph Buckley of John E. Reid and Associates; an excellent source of material 

for academy instructors teaching this area of information to recruits. Finally, The

Frontline provides a discussion with Val Lubans from Systems Design Group, on the 

necessity and process for instituting job analysis of officer responsibilities when 

designing your academy curriculum for public safety officers.   

There is a lot of information to consider in this edition of Standards & Training Director 

Magazine that we believe will be useful to your professional development and training 

preparation for the year. We hope you will enjoy reading the information we are 

presenting in this edition. 

Executive Director Mike Becar 

   Our IADLEST Executive Board
President, Erik Bourgerie 

1st Vice President, Mike Ayers 

2nd Vice President, Chris Walsh 

    Treasurer, Trevor Allen 

    Secretary, Stephanie Pederson 

    Past President, Kim Vickers 

Northeast Region, John Scippa 

Southern Region, Glen Hopkins 

Central Region, Amanda Yarbrough 

Midwestern Region, Darin Beck 

Western Region, Matt Giordano  

International Region, Joe Trindal 

Federal Representative,  Charles Brewer 
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Brian Grisham  
Appointed as  

Deputy Director of IADLEST 

Brian Grisham, Esq., retired 
Director of the Tennessee 
Law Enforcement Training 
Academy (TLETA), accept-
ed the appointment as 
Deputy Director of 
IADLEST. Mr. Grisham has 
been a member of IADLEST 
since 1998. In 2016, he was 

elected President of the association and has 
served on the Executive Board for many years. 
When he retired from Tennessee government, 
Mr. Grisham had been the longest serving Di-
rector of the academy and Executive Secretary 
of the Tennessee Peace Officer Standards and 
Training (POST) Commission, serving from April 
2005 until January 2022.  Prior to that time he 
had served as Assistant Director since 1997. In 
addition to instructional and administrative 
duties at the academy, Mr. Grisham  served as 
investigator and legal advisor to  the POST 
Commission, as well as Commissioner and staff 
attorney for the Tennessee Department of 
Safety. 

Mr. Grisham earned a law degree from the 
Nashville School of Law in 1989, and is a mem-
ber of the Tennessee Bar Association. He 
earned a B.S degree from Middle Tennessee 
State University in 1984.  

Mr. Grisham’s law enforcement experience 
includes service with the Department of Safe-
ty’s Criminal Investigations Division, MTSU Po-
lice Department, and prior service with TLETA. 

Other appointments Mr. Grisham has held in-
clude service as a member of the Tennessee 
Voices for Victim Advisory Council and the Ten-
nessee Public Safety Network, where he pro-
vides training and critical stress debriefing and 
peer support. 

From BJA: 

Law Enforcement Knowledge Lab 

Launched in April 2022, the Law Enforcement 
Knowledge Lab is an innovative endeavor designed 

to assist law enforcement agencies, communities, and 

researchers in promoting public safety through con-

stitutional policing and stronger community relation-

ships. The Knowledge Lab will serve as a “one-stop-

shop” for reliable guidance, modern policies, and best 

practices for fair and impartial policing. 

The Knowledge Lab will: 

• Identify core competencies of constitutional polic-

ing.

• Assist law enforcement in assessing their practices,

policies, training, and outcomes.

• Identify gaps in resources, training, and services

that the Department of Justice should consider de-

veloping for law enforcement.

• Provide on-demand consultation, advice, and assis-

tance to agencies, departments, and partner organi-

zations to work together to protect the public and

prevent crime.

• Collaborate with thought leaders regarding consti-

tutional policing.

Visit the main Knowledge Lab website to learn more, 

to access resources, and to request assistance. Also 
read the Department of Justice press release to learn 

about the launch. 

Mr. Grisham stated, “I am honored to continue 
serving IADLEST as part of a great team of 
professional staff making a difference in law 
enforcement standards and training on the 
national and international stage.” “I am passion-
ate about the value of the National Decertifi-
cation Index (NDI) and the service it provides to 
law enforcement and the public. I will also 
champion the high ideals established by the 
National Certification Program (NCP) for profess
-ional, science-based training.”

https://leknowledgelab.org/
https://www.justice.gov/opa/pr/department-justice-launches-law-enforcement-knowledge-lab
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Peggy Schaefer Retiring from IADLEST 

Most everyone associated with 
IADLEST knows or has heard 
about Peggy Schaefer. A long-

time member of IADLEST, Peg-
gy served as the Program Man-
ager in two IADLEST Programs: 

The National Certification Pro-
gram (NCP) and the National Highway Traffic 
Safety Administration (NHTSA) Data-Driven Ap-

proaches to Crime and Traffic Safety (DDACTS) 
Implementation Workshops and Technical Sup-
port. 

Peggy Schaefer led a dynamic and innovative 
team comprised of training program reviewers, 
content experts, and software specialists commit-

ted to ensuring that criminal justice training con-
tent and delivery methods comply with nationally 
accepted standards. In her capacity, she directed 

content to the appropriate expert reviewers, 
tracked the certification process for training pro-
viders, and worked diligently with training provid-

ers to ensure program compliance. Moreover, 
working on the NHTSA initiative, Peggy managed 
a diverse team of subject matter experts who spe-

cialize in data collection and the strategic deploy-
ment of agency resources. As the DDACTS Pro-
ject Manager, she was responsible for marketing, 
coordinating, and presenting workshops around 

the country in support of this successful operation-
al philosophy. 

In addition, early in 2018, Peggy developed and 

launched IADLEST’s National Instructor Certifi-
cation, a program to recognize excellence in in-
structional design and delivery. 

In 2010, Peggy retired as the CEO/Director of the 
North Carolina Justice Academy.  There, she 
oversaw the day-to-day operations and strategic 

vision for two campuses, a $7.2 million annual 
budget, and 102 employees. As the Director, she 
managed the curriculum development and dissem-

ination of training and instructional materials to 
over 85,000 law enforcement professionals. Be-
fore being promoted into a management position, 

Peggy wrote, coordinated, and taught all of the 
SWAT, Officer Survival, Physical Fitness, and 
Instructor Development courses for the state of 

North Carolina. 

Peggy is a North Carolina Certified Manager 
and served on the Board of Directors for 

IADLEST, representing the southeast region of 
the U.S. She also served as the CALEA Accred-
itation Training Academy Revision Co-chair, 

establishing training standards for CALEA Ac-
credited agencies.  

After her retirement, she worked as a consultant, 

conducting security assessments on rural county 
courthouses throughout North Carolina before 
joining the IADLEST team, in May 2012.   

Peggy holds a B.S. degree in Criminal Justice 

and Sociology from Guilford College and a 

Master’s in Public Administration from UNC – 

Pembroke. Peggy started her law enforcement 

career as a Guilford County Deputy Sheriff in 

1981 and then served as a Greensboro Police 

Officer, vice-narcotics detective, recruiting and 

personnel officer. She also retired from the 

Fayetteville NC Police Department after serving 

for 24 years as a reserve officer; and she has 

four children and eleven grandchildren.  

During the 2022 IADLEST Annual Conference 

in Fort Worth, Texas, Peggy was honored for 

her service to the association and the law en-

forcement profession.  In addition, she was 

praised by several of IADLEST’s partner organ-

izations for her work on behalf of standardized 

training development. 

Peggy Schaefer (middle) receiving an award from 
Vector Solutions for her years of work developing 
the National Certification Program  to advance law 
enforcement training. To the left and right of Peggy 
are Vector Solutions representatives Hillary Person 
and  Heather DeMoss. 
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Learn More  

Upcoming Association Events 

Below are important events that IADLEST will be conducting
or where IADLEST representatives are making presentations 

on behalf of the association.  

Jun 20–Jul 1: Instructor Development Course, Washington D.C. Metro PD,
(Rick Jacobs) 

Jun 21-22: DDACTS Strategic Planning Workshop 2.0, Spokane County 

Sheriff’s Office, Spokane, WA (contact: Dan Howard) 

Jun 26-27: DDACTS Strategic Planning Workshop 2.0, Gillette, Wyoming 

(contact: Dan Howard) 

Jun 29: IACLEA Presentation on Academy Innovations, Las Vegas, 

NV (Peggy Schaefer and Dianne Beer-Maxwell) 

Jun 30: The Addie Course, Part IV, Implementation, Webinar, 
Sponsored by Vector Solutions (Presented by Jim Gordon) 

Jul 11-12: Basic Level I Analytical  Workshop 2.0, Charlotte, NC 

(contact: Dan Howard) 

Jul 12-13: DDACTS Strategic Planning Workshop 2.0, Hobbs, NM 
(contact: Dan Howard) 

Jul 14-15: Intermediate Level II Analytical Workshop, Charlotte, NC 

(contact: Dan Howard) 

Jul 28: The Addie Course, Part V, Evaluation, Webinar, 
Sponsored by Vector Solutions (Presented by Jim Gordon) 

Aug 15-18: Every Officer A Leader, James Madison Univ., 

Harrisonburg, VA (contact: Mark Damitio) 

Oct 15-18: IADLEST Executive Committee Meeting, 

Dallas, TX (at the beginning of the IACP  

Conference) 

https://iadlest-ncp.org/
https://iadlest-ncp.org/


From the COPS Office 

To get your copy, 

click on the link 

below: 

PDF (5127k) 

Product ID: COPS-P456 

Publication Date: 
 04/26/2022 

Author(s): 
Bruce Budowle, Jeffrey 

Lindsey, B.J. Spamer 

Abstract:  The Missing or Murdered Indigenous Persons movement has 

brought new attention to the rate of unresolved crime in Indian Country or 

involving American Indians and Alaska Natives. Tribal law enforcement agen-

cies often face challenges finding the resources - in money, time, and expertise - 

to investigate these cases.  Unresolved Cases: A Review of Protocols and Resources 

for Supporting Investigations Involving American Indians and Alaska Natives com-

piles best practices and resource guides to assist tribal, state, and local law enforce-

ment agencies in reviewing and investigating unresolved (or "cold") cases. Protocols for 

communications, record-keeping, and trauma-informed victim services; databases of person-

al and ballistic information; and physical evidence including DNA, fingerprints, and forensic 

dentistry are all detailed.  
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In this article we discuss the primary causes of and 
contributing factors to false confessions, and the 
Best Practices to follow to minimize the possibility 
of obtaining a false confession.  

Historical View: 

 Over 50 years ago, in the 1967 edition of their 
book, Criminal Interrogation and Confessions,1 John 
Reid and Fred Inbau expressed concern about the 
possibility of a false confession from individuals 
with a “mental illness” and suggested that there 
were two ways to test the veracity of their incrimi-
nating statements:   

1) determine if they could offer details about the
crime that had been concealed from the public,
and/or

2) refer to some fictious aspects of the crime and
test whether the subject will accept them as
actual facts relating to the occurrence.

 They also detailed cases in which the courts ruled 
that confessions were inadmissible that were the 
result of:   

• physical abuse of the subject

• threats of harm

• threats that if the subject did not confess he
would be sent to the penitentiary for more seri-
ous crimes

• threats that his family members would be ar-
rested.

They also detailed cases in which the subject’s in-
criminating statements were found to be inadmissi-
ble because of a promise of leniency:  

• specifically, that if he confessed he would be
released from custody

• that he would not be prosecuted

• that he will be granted a pardon

• that he will receive a lighter sentence than
the law prescribed.

The knowledge that potentially false confessions 
may occur as the result of coercive behavior, such 
as threats and promises, has been known to investi-
gators for many decades, but undoubtedly the 
awareness heightened with the development of 
DNA exonerations.  

According to the Innocence Project, between 1989 
and 2020 there have been 367 DNA exoner-
ations, of which approximately 100 cases (28 %) 
involved false confessions. In almost half of these 
cases the subjects were under 18 years old or 
mentally impaired at the time of their arrest.  

According to The National Registry of Exonerations, 
of the exonerees with reported mental illness or 
intellectual disability, 72 percent had confessed. 
Forty percent of the exonerees who were under 18 
years old at the time of the crime falsely confessed.  

Clearly, individuals who are mentally impaired 

and juveniles should be considered more sus-

pectable to false confessions than the popula-

tion at large.  

False Confessions –
    The Issues to be Considered 

 by Joseph P. Buckley 
 President, 
  John E. Reid and Associates 

1 
Inbau, Fred E., John E. Reid, Joseph P. Buckley, and Bri-

an C. Jayne. 2013. Criminal interrogation and confessions. 
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While the overwhelming majority of confessions are 
true and accurate, certainly false confessions do 
occur.   

With very few exceptions, false confessions are 
caused by the investigator engaging in coercive or 
inappropriate behavior, as illustrated in a careful 
examination of the first 250 DNA exoneration cases.  
As pointed out by Davis and Leo, “Many, and per-
haps most, of the interrogations in the (DNA exon-
eration) cases… crossed the line of proper interro-
gation techniques through the use of explicit 
threats and promises, feeding suspects crime facts, 
and/or other coercive practices.”  

This assessment was confirmed, by J.P. Blair,2 who 
reviewed over 100 false confession cases and re-
ported that:   

• "This study failed to find a single false confes-
sion of a cognitively normal individual that did
not also include the use of coercive tactics by
the interrogator….such as 

• the use of physical force; denial of food, sleep
or the bathroom; explicit threats of punish-
ment; explicit promises of leniency; and ex-
tremely lengthy interrogations."

The following are the primary causes of and contrib-
uting factors to false confessions:  

 Physical abuse and the threat of physical harm  

The courts have long recognized that physically 
abusing the suspect or threatening them with physi-
cal harm can cause an innocent person to confess. 
In our book, Criminal Interrogation and Confessions, 
as well on our website, we document numerous 
cases in which the courts have ruled confessions to 
be inadmissible because the subject was physically 
beaten or abused, or he was threatened with physi-
cal harm if he did not confess.   

• In one case an 18-year-old father was being in-

terrogated about the suspicious death of his 6-

month-old child, he was told by the investigator,

“You don't get punished in this justice system for

telling the truth. You get punished by… doing

something intentional and showing no remorse.

Those people are called killers. And what do you 

think happens to baby killers in prison? What do  

you think is  going to  happen?  You’re  eight-

een.”  A second investigator stated, “It's man-

datory life.”

The subject was also told, “And your life won't 

be long as a baby killer in prison. Check the his-

tory papers. Stay online when you get a chance 

in the county jail. See what happens to baby 

killers in jail.”, and, “When you get convicted of 

this and you go over for sentencing in front of 

that judge, every judge wants to send a baby 

killer to prison forever.”

The court found that these “baby killer” state-

ments were threats of physical violence that 

case law has reasonably found to be indicative 

of improper coercion.

Threats of inevitable consequences  

An example of a threat of inevitable consequences 
would be telling a suspect that if he did not confess 
his children will be taken away from him, or, telling 
a suspect that “if you don’t cooperate and tell us 
that you did this, I’m going to make sure that you 
never see your wife or kids again.”  

• In one case the investigators threatened to have

federal authorities charge the suspect with a

crime for having  his mother's gun in his room.

They implied that he would not see his infant

son grow up. They also threatened him by say-

ing his mother would lose her Section 8 housing

and end up in the street with all of his younger

siblings if he did not admit to committing the

armed robbery.

Promises of leniency 

The courts have consistently found that advising a 
suspect of the potential penalties he may face 
based on the type of crime that he committed is not 
coercive, but that promising the suspect a benefit 
for confessing, such as receiving a shorter sentence, 
getting counseling instead of going to jail, or being 
able to go home and not getting arrested, can nulli-
fy a confession. 

• For example, in the interrogation of a man who

allegedly abused a 7-year-old child he was told

by the investigator that the case would go away

and would not proceed if he met the victim half-

Continued on page 10 

2 
Blair, J. (2005). A Test of the Unusual False Confes-

sion Perspective: Using Cases of Proven False Confes-
sions. Criminal Law Bulletin Volume 41 No. 2 pp 126-
144  
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way and apologized to her... He further told the 

subject that he could put the case "in a drawer" 

if he admitted to some "inappropriate sexual 

stuff."  

Denial of rights 

In reviewing false confession cases in a number of 
instances the subject was denied their rights—they 
were in custody but when they asked for an attor-
ney that request was ignored, or they advised the 
investigator that they did not want to talk anymore, 
but the interrogation continued. In some juvenile 
interrogations they were denied the opportunity to 
see a parent or guardian in violation of the law.  

• In a recent custodial interrogation, the subject

made what the court viewed as an unambigu-

ous invocation of his right to an attorney (and

the court found that the interrogation should

have been terminated) when he stated, “If I'm

going to answer questions, I'm going to need a

lawyer here.” Seconds later, he restated his re-

quest: “I want to talk to you, but I just need my

lawyer.” And after an investigator asks, “here’s

what you're telling us—you do want your law-

yer?” Defendant once more affirms his request:

“I want to talk, yeah. But I need my lawyer pre-

sent.” The interrogation continued without a

lawyer present.

Denial of physical needs 

In a number of false confession cases that lasted an 
excessively long period of time (in some cases 16 
hours or more), the subject never had the oppor-
tunity to get something to eat or drink, sleep or use 
the washroom. 

Excessively long interrogations 

In many false confessions cases the interrogation 
process lasted an excessively long period of time. 

One study of 44 false confession cases noted that 
the average length of interrogation was 16.3 
hours. Several individuals who gave false confes-
sions  subsequently stated that they confessed 
just to end the process, just to be able to go 
home. They felt confident that the subsequent 
investigation would prove that they had nothing 
to do with the crime. 

• Over the course of almost two days, for about

30 hours, the police detained the suspect, a

man of limited intelligence and little educa-

tion, who was unaccompanied by a friend or

an attorney, and questioned him almost con-

tinuously for about 17 of those hours. The

investigators persisted in telling the suspect

that he was guilty, "hollering and screaming"

at him...despite being aware of his mental

limitations and despite his repeated denials.

At one point the suspect feared for his life

and signed an incriminating statement.

Disclosure of crime details 

Many false confession cases include details about 
the crime that only the guilty person should 
know.  However, a careful analysis in many of 
these cases found that these details were re-
vealed to the subject by the investigator 
(oftentimes inadvertently) during the question-
ing, or were revealed in photographs that the 
investigators showed the subject.  The disclosure 
of crime details to the subject contaminates the 
confession in that it is difficult, if not impossible, 
to determine if the subject had independent 
knowledge of these details or was just repeating 
what he was told.  

Failure to properly take into account the sub-

ject’s mental limitations and/or psychological 

disabilities   

In numerous false confession cases the subjects 
had severe mental limitations, a very low IQ, or in 
several cases were found to be extremely psy-
chologically  susceptible to suggestions of their 
guilt.  In those instances where it is readily appar-
ent that the subject has a significant mental limi-
tation, the investigator should not engage in  
active persuasion but rather engage in a logical 
sequence of questions. The key factor in these 
instances where there is a concern about the 
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subject’s mental or psychological capacity, is to es-

tablish in the confession that the subject offered 

corroborating information that the police did not 

know, such as the location of the murder weapon, 

the bloody clothes or the stolen jewelry.  

• For example, in one case the defendant was be-

ing questioned about committing a robbery – he

was 19-years-old with an IQ of 55 and the intel-

lectual functioning of a nine-year-old.  Accord-

ing to the court “It was clear from the beginning

of the interview that [the suspect] had mental

handicaps.”  When the investigators asked him

to read a sign out loud, he began sounding out

the words, but could not read the word

“monitored.” He told the officers, “I am slow in

the head,” “I lose memory real fast,” and “Can

you bring me to memory?”  The court found

that the investigators “took advantage of his

intellectual deficiencies to intimidate, coerce or

trick him into signing a waiver of his Miranda

rights and falsely confessing to the robbery.”

Failure to properly modify approaches with social-

ly immature juveniles  

Socially immature juveniles, as well as very young 

subjects, can be more suspectable to suggestion 

(active persuasion) and are motivated to please per-

sons in authority, so caution must be exercised in 

the questioning of these individuals. We detail the 

cautions the investigator must exercise when deal-

ing with this group later in this document.  

Failure to properly corroborate confession details  

A review of false confessions will reveal that a num-
ber of these confessions contain details that were 
significantly different than the actual crime, such as 

the subject stating that he stabbed the victim when 
the victim had actually been shot. The best form of 

corroboration is for the subject to reveal accurate 
details about the crime that were not disclosed by 

the investigators, or to disclose details that the in-

vestigators did not know.   

• A classic example of a case in which the details

offered by the subject, in what turned out to be a

verified false confession, should have been seen as

significant red flags, included the fact that the

subject did not know what happened to the gun

used in the murder he had allegedly committed;

did not know how many times the victim was shot;

did  not  know  when  the  murder  occurred;  and,

drew a picture of the crime scene but placed the 

body in the wrong location from where it was ac-

tually found. 

To summarize our discussion up to this point, the 

primary causes and contributing factors for false 

confessions are the following:  

• Physical abuse of the subject

• Threats of physical harm

• Threats of inevitable consequences

• Promises of leniency

• Denial of rights

• Denial of physical needs

• Excessively long interrogations

• Disclosure of crime details

• Failure to properly take in to account the sub-

ject’s mental limitations and/or psychological

disabilities

• Failure to properly modify approaches with

socially immature juveniles

• Failure to properly corroborate confession

details.

What Social Psychologists, Academicians and 

Defense Attorneys Say About False Confession 

Issues and Law Enforcement Interrogation 

Techniques  

In anticipation of testifying on a case in which the 

defense claims that the defendant gave a false or 

coerced confession, it is important to know the type 

of arguments that they may make in order to try to 

establish this point. These arguments may be sup-

plemented by the testimony of social psychologists. 

(The statements in bold represent claims that may 

be the defense/social psychologists.)   

The purpose of an interrogation is to get a 
confession  

The purpose of an interrogation is to learn the truth.  

There can be several successful outcomes to an in-

terrogation:   

• the suspect admits their guilt in a corroborated

confession

• the suspect may reveal that he did not commit

the crime but the he knows (and has been con-

cealing) who did

Continued on page 12 
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• the suspect may reveal that while he did not

commit the crime he was lying about some im-

portant element of the investigation (such as his

alibi – not wanting to acknowledge where he

really was at the time of the crime), or

• the investigator determines the suspect was not

involved in the commission of the crime.

 Interrogation is a guilt presumptive process 

 Social psychologists oftentimes describe the interro-

gation as a guilt presumptive process in that investi-

gators interrogate individuals who they believe are 

guilty (oftentimes erroneously) “and will stop at 

nothing to get a confession.” It is accurate to say that 

investigators interrogate individuals that they be-

lieve, based on the available investigative evidence, 

committed the crime, but the alternative, to interro-

gate people you do not believe committed the crime, 

would be absurd.  

Investigators offer the suspect inducements to con-

fess, referred to as minimization/maximization  

Social psychologists describe the minimization/

maximization process as one in which the investiga-

tor suggests inducements that motivate the suspect 

to confess by minimizing the consequences or the 

punishment they will receive by offering a suggestion 

or promise of either leniency or reduced punishment 

in exchange for cooperation – specifically a confes-

sion.  They then contrast this “minimization” with 

what they call “maximization” in which the investiga-

tor threatens or implies more severe treatment or 

punishment if the suspect refuses to confess.  

The problem with this description of the interroga-

tion process offered by social psychologists is that 

the behavior they refer to we teach investigators 

not to do…. we teach never to engage in making 

threats of harm or inevitable consequences or prom-

ises of leniency.  

There are two types of acceptable minimization that 

can occur during an interrogation:  

• minimizing the moral seriousness of the behavior

• minimizing the psychological consequences of

the behavior.

The third type of minimization is to minimize the 

legal consequences of the  subject’s behavior, which 

we teach never to do.   

There are three errors that lead to false confes-

sions: Misclassification, Coercion and Contamina-

tion  

Social psychologists define these terms as follows: 

• Misclassification – erroneously labeling an inno-

cent person as guilty based on their demeanor

and the behavior they displayed during the in-

vestigative interview

• Coercion – using tactics that offer reduced pun-

ishment if the suspect confesses, harsher pun-

ishment if they do not confess

• Contamination – revealing to the suspect details

about the crime that only the police or the guilty

person should know.

Regarding misclassification, while evaluating a 
subject’s verbal and nonverbal behaviors during 
the interview can certainly be helpful in assessing 
their credibility, in the majority of cases the deci-
sion to interrogate a suspect is the result of infor-
mation developed during the investigation. For 
example, during the interview a suspect may re-
late an alibi, and then subsequent investigation 
proves the alibi to be false; or the subject claims 
he never saw the victim at or near the time of the 
murder, and yet the subsequent discovery of vid-
eo shows the suspect going into the victim’s home 
moments before the murder.  

 As for coercion, we teach never to engage in coer-

cive behaviors such as threats of harm, promises 

of leniency or denial of rights. As for the issue of 

contamination, we have taught for over 50 years 

to keep some details of the crime secret so the 

investigator can use the disclosure of those details 

by the subject as corroboration for his statement. 

It cannot be overstated the importance of devel-

oping corroboration to establish the authenticity 

of a confession. There are two primary types of 

corroboration – dependent and independent.  

Dependent Corroboration  

At the outset of any investigation, the lead investi-

gator should decide what evidence or information 

will be withheld from the public and all suspects 

for the purpose of verifying any subsequent con-

fession. This is called dependent corroboration be-

cause the information is dependent upon the 

crime scene or other investigative source. In theo-



 13 
Continued on page 14 

ry, only the person guilty of committing the crime 

should be able to provide the dependent corrobora-

tion. 

Independent Corroboration 

Clearly the most convincing evidence of a truthful 

confession is one which contains verifiable infor-

mation not known until the confession - this is 

called independent corroboration because the in-

vestigator does not know about the evidence until 

the suspect reveals it, and the evidence is obtained 

independent from the initial investigation.  In a 

murder case, independent evidence would include 

such things as the tool used to gain entry to the vic-

tim's bedroom window (tool marks), a witness who 

could place the suspect near the crime scene (gas 

station attendant), the location of the murder 

weapon, the location of the bloody clothing or a 

souvenir kept from the victim (bracelet). 

Lying to a suspect about evidence causes false con-

fessions  

In 1969, the Unites States Supreme Court ruled in 

Frazier v. Cupp that misrepresenting evidence to a 

suspect (in this case falsely telling the suspect that 

his accomplice had confessed) “is, while relevant, 

insufficient in our view to make this otherwise vol-

untary confession inadmissible. These cases must 

be decided by viewing the “totality of circumstanc-

es….”  

Numerous court decisions have upheld the investi-

gator’s capacity to verbally misrepresent evidence 

during an interrogation.  However, we do urge cau-

tion. From our book Criminal Interrogation and Con-

fessions, we suggest the following:   

• Introducing fictitious evidence during an inter-

rogation presents a risk that the guilty suspect

may detect the investigator’s bluff, resulting in

a significant loss of credibility and sincerity. For

this reason, we recommend that this tactic be

used as a last resort effort.

• Introducing fictitious evidence should not be

used for the suspect who acknowledges that he

may have committed the crime  even though he

has no specific recollections of doing so.

• Introducing fictitious evidence should be avoid-

ed when interrogating a youthful suspect with

low social maturity or a suspect with diminished

mental capacity. These suspects may not have 

the fortitude or confidence to challenge such 

evidence and, depending on the nature of the 

crime, may become confused as to their own 

possible involvement if the police tell them evi-

dence clearly indicates they committed the 

crime.  

It should also be noted that misrepresenting evi-

dence in an otherwise proper interrogation does not 

cause innocent people to confess, but the 

“aggravating circumstances” within the interroga-

tion can create an environment conducive to a false 

statement.  Consider the court’s opinion in US v. 

Graham in which the court pointed out that there 

are a number of cases in which statements elicited 

from a defendant in response to police deception 

were found involuntary… but that, "these cases all 

involve significant aggravating circumstances… such 

as, subjecting the accused to an exhaustingly long 

interrogation, the application of physical force or 

the threat to do so, or the making of a promise that 

induces a confession.”  

In other words, it is not the misrepresentation of 

evidence that is the genesis of a coerced or even 

false confession, but the "aggravating circumstanc-

es" present during the interrogation.  

Investigators interrogate children the same way 

they interrogate adults  

 It is important to note that when questioning juve-

niles and individuals with significant mental or psy-

chological disabilities the investigator has to make a 

number of modifications in their approach.  Here are 

a few of these modifications that we discuss in our 

courses and our book, Criminal Interrogation and 

Confessions:  

• … caution must be exercised in evaluating a

youthful person’s behavioral responses. Due to

immaturity and the corresponding lack of values

and sense of responsibility, the behavior symp-

toms displayed by a youthful suspect may be

unreliable.

• It is our general recommendation that a person

under the of 10 should not be subjected to ac-

tive persuasion techniques such as themes and

alternative questions. At this age the child is sus-

ceptible to suggestion and is motivated to please

a person in authority. The interaction between
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the investigator and child should be limited to a 

question and answer session which is centered 

on factual information and simple logic  

• When a child is taken into custody and advised

of his or her Miranda rights, the question of

whether the child is capable of making a know-

ing and voluntary waiver of those rights may

arise. Certainly, a child under the age of 10 is

incapable of fully understanding the implica-

tions of waiving Miranda rights. Younger adoles-

cents also may fall into this category

• When a juvenile younger than 15, who has not

had any prior experience with the police, is ad-

vised of his Miranda rights, the investigator

should carefully discuss and talk about those

rights with the subject (not just recite them) to

make sure that he understands them If

attempts to explain the rights are unsuccessful,

no questioning should be conducted at that

time. The same is true for a person who is men-

tally or psychologically impaired.

Best Practices that investigators should fol-

low so as to minimize the possibility of ob-

taining a false confession  

The best way to avoid false confessions is to 

conduct interrogations in accordance with the 

guidelines established by the courts, and to ad-

here to the following Core Principles and Best 

Practices: 

• Do not make any promises of leniency.

• Do not threaten the subject with any physical

harm or inevitable consequences.

• Do not deny the subject any of their rights.

• Do not deny the subject the opportunity to

satisfy their physical needs.

• Withhold information about the details of the

crime from the subject so that if the subject

confesses the disclosure of that information can

be used to confirm the authenticity of the state-

ment.

• Exercise special cautions when questioning ju-

veniles or individuals with mental or psychologi-

cal impairments.

• Always treat the subject with dignity and re-

spect.

• Conduct an interview before any interroga-

tion. Absent a life-saving circumstance the

investigator should conduct a non-accusatory

interview before engaging in any interroga-

tion.

• Conduct an interrogation only when there is a

reasonable belief that the suspect committed

the issue under investigation or is withholding

relevant information.

• Attempt to verify the suspect's alibi before

conducting an interrogation.

• When interrogating a non-custodial suspect,

do not deprive the suspect from his freedom

to leave the room.

• Do not conduct excessively long interroga-

tions.

• When a suspect claims to have little or no

memory for the time period when the crime

was committed, the investigator should not lie

to the suspect concerning incriminating evi-

dence.

• Electronically record the interview and inter-

rogation.

• The confession is not the end of the investiga-

tion.

Following the confession, the investigator should 

investigate the confession details in an effort to 

establish the authenticity of the subject's state-

ment, as well as attempt to establish the suspect's 

activities before and after the commission of the 

crime.  

For additional information on the issue of false 

confessions, visit www.reid.com, our YouTube 

page - The Reid Technique Tips, and our book, 

Criminal Interrogation and Confessions.  

Instructor admits in report some  
Academy maneuvers taught ‘made up’ 

March 25, 2022 

Click Here 

http://www.reid.com
https://krdo.com/news/2022/03/25/13-investigates-pueblo-police-academy-instruct-admits-in-report-some-maneuvers-made-up/
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Training police in the knowledge and skills necessary to support the rule of law and protect the public 
is a substantial component of the activities of international organizations that provide foreign assis-
tance. Significant challenges with such training activities arise with the wide range of cultural, institu-
tional, political, and social contexts across countries. In addition, foreign assistance donors often have 
to leverage programs and capacity in their own countries to provide training in partner countries, and 
there are many examples of training, including in the United States, that do not rely on the best scien-
tific evidence of policing practices and training design. Studies have shown disconnects between the 
reported goals of training, notably that of protecting the population, and actual behaviors by police of-
ficers. These realities present a diversity of challenges and opportunities for foreign assistance donors 
and police training. 

At the request of the U.S. State Department's Bureau of International Narcotics and Law Enforcement 
Affairs, the Committee on Law and Justice of the National Academies of Sciences, Engineering, and 
Medicine examined scientific evidence and assessed research needs for effective policing in the con-
text of the challenges above. This report, the second in a series of five, responds to the following 
questions: What are the core knowledge and skills needed for police to promote the rule of law and 
protect the population? What is known about mechanisms (e.g., basic and continuing education or 
other capacity building programs) for developing the core skills needed for police to promote the rule 
of law and protect the population? 

Contributor(s): National Academies of Sciences, Engineering, and Medicine; Division of Behavioral 
and Social Sciences and Education; Committee on Law and Justice; Committee on Evidence to Ad-
vance Reform in the Global Security and Justice Sectors  

Police Training to  
Promote the Rule of 
Law and Protect the 
Population (2022) 

Details 

108 pages     6x9      Paperback 

ISBN: 978-0-309-27751-8 

DOI: https//doi.org/10.17226/26467 

National Academies of Sciences, 
Engineering, and Medicine  

https://nap.nationalacademies.org/author/DBASSE
https://nap.nationalacademies.org/author/DBASSE
https://nap.nationalacademies.org/author/CLAJ
https://nap.nationalacademies.org/initiative/committee-on-evidence-to-advance-reform-in-the-global-security-and-justice-sectors
https://nap.nationalacademies.org/initiative/committee-on-evidence-to-advance-reform-in-the-global-security-and-justice-sectors
https://nap.nationalacademies.org/read/26467
https://nap.nationalacademies.org/read/26467
https://nap.nationalacademies.org/read/26467
https://nap.nationalacademies.org/read/26467
https://nap.nationalacademies.org/login.php?record_id=26467&page=https%3A%2F%2Fnap.nationalacademies.org%2Fdownload%2F26467
https://nap.nationalacademies.org/read/26467
https://nap.nationalacademies.org/cart/cart.php?list=fs&action=buy%20it&record_id=26467&isbn=0-309-27751-5
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The 2022 IADLEST Annual Conference has come and gone, and it was another event that hit the record books 

for the organization. 397 representatives of local, state, federal and international police and law

enforcement training organizations came together at the conference in Fort Worth, Texas during the week 

of May 15-18, 2022, to learn and collaborate on the training issues facing the world today.  This was 

IADLEST’s first face-to-face conference for the association since 2019. It was a gathering that was well-

attended with presentations that spread across the breadth of current training and administrative issues, 

that kept the participants engaged throughout the conference schedule. 

With the hotel’s ballroom nearly full, the annual conference opened with bagpipers and the Fort Worth Police 

Department Color Guard. IADLEST President Kim Vickers presided over the opening ceremony. After the 

Pledge of Allegiance, President Vickers introduced Fort Worth Police Chief Neil Noakes to welcome the 

conference attendees to the City of Fort Worth. Next, Virtual Academy CEO Nassar Nasser provided a short 

introduction and welcomed our keynote speaker, Paul Butler. 

Mr. Butler was the highlight of the first morning. With his background as a former Chief of Police and Chief 

Deputy, and known to be an internationally renowned speaker, Mr. Butler led the conference presentations with 

his thoughts on “Leadership For A Lifetime,” focused on leadership and motivation.  Mr. Butler kept the 

attendees mesmerized and entertained with his presentation that hit home to everyone in attendance.   

Another highlight was the Main Dinner Event at Fort Worth’s River Ranch Stockyards. The evening meal was a 

terrific blend of southwestern cooking.  There were lots of games for the attendees, photographs for those who 

wanted to brave sitting on a Texas Longhorn Bull, and the night concluded with the annual charity auction for 

the Fort Worth Special Olympics Charity. The auction raised $5,000 for the charity to help children with 

disabilities. 
The next several pages include photographs taken 

during the Annual Conference.  Most of the displayed 

Conference photographs were taken courtesy of :
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(Photo Right)   President Kim Vickers welcomes Chief Noakes to 
present welcoming remarks for the City of Fort Worth, Texas. 

(Photo Below)   Fort Worth Police Chief Neil Noakes  states a 
few of the remarkable things about Fort Worth and the hospital-
ity the city has to offer the conference attendees. 

(Photo Below Right)   Virtual Academy CEO, Dr. Nassar Nassar, 
addresses the audience and introduces the Keynote Speaker for 
the Conference, Mr. Paul Butler. 

Texas Department of Public Safety Color Guard and 
Bagpipers open the 2022 IADLEST Annual Conference. 
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The following pages contain random photographs taken during the conference. 

(Above)  Peggy Schaefer receives an award 
for her many years’ of service to IADLEST 
as she has announced her retirement from 
daily assistance to the association. 

As with every annual conference, the final highlight is the association’s elections. On the third day of 

the conference, our IADLEST President Kim Vickers (Texas) transferred the organization’s gavel to 

Incoming President Erik Bourgerie of the State of Colorado.  The members elected  Mike Ayers as 1st 

Vice President, and Chris Walsh as 2nd Vice President. Stephanie Pederson, who has done an incredible 

job on the Executive Board, was re-elected as Secretary for another three-year term. Trevor Allen was 

elected to the Treasurer position.  Kim Vickers is our new 1st Past President. Our Regional Representa-

tives include: John Scippa of the Northeastern Region, Amanda Yarbrough of the Central Region, Glen 

Hopkins of the Southern Region, Matt Giordano of the Western Region, Joe Trindal of the International 

Region, and Charles “Skeet” Brewer of the Federal Representative.  The Midwestern Region remained 

vacant. The association’s newly elected members were sworn into office by Judge Karen Friedman (as 

photographed above right). 

(Above)   Mr. James Foley accepted an 
award on behalf of the National White 
Collar Crime Center for their support 
to IADLEST and the IPAC.  

(Above)   President Kim Vickers receives an award for his three 
years of service as President of IADLEST. Erik Bourgerie (In-Coming 

President-left) and Executive Director Mike Becar– (right of Mr. 
Vickers.) presented the award. 
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Eighty-five (85) individuals from thirteen (13) 
countries that participated in the conference 
included Armenia, Bangladesh, Belize, Canada, 
Colombia,  Honduras, Indonesia, Kosovo, 
Nigeria, Pakistan, Panama, Saudi Arabia, and 
Serbia.  Many of  the countries attending were 
affiliated with ICITAP’s International 
Programs.  25 
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A number of IADLEST Certified Instructors took 
center-stage during the presentations at the 2022 
IADLEST Annual Conference in Fort Worth, Texas. 
Their efforts to support the membership and guests 
attending the event were duly-noted, in providing 
information to enhance law enforcement best- 
practices and training amongst the participants. 
IADLEST certified instructors included Joseph Dulla, 
Lon Bartel, Jon Blum, Dan Howard, Peggy Schaefer 
and Michael Parker. 

Mike Parker (left) and Joseph Dulla (right) 
taught or moderated a number of sessions 

during the conference. 

Joe Dulla (sitting left) and Mike Parker (standing) participated 
in leading an international panel discussion. Instructor Lon Bartel answering questions from 

a Saudi Arabian class participant. During 
“Scenario-based Training: Creating Effective 

Scenarios.” 

Jon Blum (above) was there teaching 
“Innovated Practices for Training LEO 

Recruits.” 

Peggy Schaefer team-taught with Jon 
Blum, and two other instructors 

Dan Howard (right) taught “Using Data to 
Develop Strategies & Operational 

Concepts to Help Understaffed Agencies 
Regain Proactive Initiatives.” 

Mark Damitio (left) co-taught 
“Every Officer is a Leader.“ 
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If officers are not driven by their heart to make a 
positive difference with every call and to do as much 

good as they can for their colleagues, their agency, 

and their community in compassionate and mean-

ingful ways despite all the traumas of the profession, 

then the job can eat them alive. Wellness and resili-

ence in mind, body, emotions, and spirit are the 

foundations for not only officer safety, but for pro-
fessional service and a fulfilling career. 

Consistent exposure to violence, daily work trau-

mas, suffering, danger, and death can scar an of-

ficer’s spirit and take a terrible toll. Suicide (their #1 

cause of death), posttraumatic stress, diseases and 

other serious health problems, addictions, sleep dis-
orders, indifference, depression, alcoholism, broken 

relationships, emotional suffering, and lost careers 

plague this honored profession. Yet, much of this is 

preventable or correctable, if police academies teach 

the daily practice of wellness and resilience strate-

gies and law enforcement agencies re-affirm a cul-

ture of wellness. 

The safety and well-being of any community is in-

trinsically linked to the health and wellness of the 

officers serving it. Officers who fail to receive a 

foundation of effective trauma recovery, wellness, 

and resilience training at the very beginning of their 

career are likely to eventually become incapable of 
providing the most ethical, professional service the 

community demands and deserves. 

What is Trauma 

Trauma is any experience that has the potential to 

significantly affect an officer in a serious way over a 

long period of time. The capacity to recognize trau-

ma and to proactively respond to it in ways that fos-

ter resilience and recovery tend not to be instinctive 

but are strategies that must be taught in the acade-

my. The daily work traumas of the police profession 

can eventually shock and injure the brain while alter-
ing its normal functioning. Such internal wounds are 

the precursor to post-traumatic stress. 

Trauma is not only poisonous, but cumulative. If of-

ficers are not proactively practicing wellness strate-

gies each day to counteract the cancerous effects of 

trauma, their mental, emotional, physical, and spiritu-
al health are increasingly vulnerable to suffer. 

I have trained nearly 8,000 police officers in 35 states 

and Canada regarding trauma recovery and resilience 

through the evidence-based wellness strategies of our 

emotional survival and wellness guidebook, Bullet-

proof Spirit: The first Responders Essential Resource 

for Protecting and Healing Mind and  Heart 

(required reading at the FBI National Academy in 

their two wellness courses). I have yet to find one 

who does not readily admit that they are not the same 
person they were when they got hired. The sooner 

officers learn about the nature of trauma and specific, 

practical ways to recover, heal, and protect them-

selves, the more of a chance they have to not become 

a victim of the profession. 

Resilience Strategies 

Resilience is the capacity to recover from and to re-

spond to traumas and challenges in constructive ways 

that foster wellness. Traumatic, heart-wrenching, ter-
rible, and sometimes horrific things happen during 

the careers of every peace officer. What truly matters 

is how they choose to respond to those traumas and 

challenges.  

In the long run, how an officer handles every call 

matters. Every call is an opportunity to practice well-

ness and to strengthen resilience. Officers who are 
resilient all have several things in common: They 

have good social support. They see hits to their ca-

reers as challenges and not as crises. They are able to 

By 

Captain Dan Willis 

Need for Trauma Recovery, Resilience, 
and Wellness Training in Academies 
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feel and express appreciation for the good in their 

lives. They consciously look at the glass as being half 

full instead of half empty. They are positive in their 

outlook, hopeful, and purposeful. They try to turn a 
negative experience into something positive and 

useful for the greater good. And they typically have 

learned not to take things personally or to respond out 

of instinctive emotions. 

Resilience is something that needs to be built and 

strengthened over time, or it will deteriorate. A key of 

resilience lies in fostering hope. For an officer, this 

means intentionally believing that there is good and 

that they can do good, even if in the present moment 

they are the only one trying to do good. Another 

essential element of resilience is intentionally training 

our mind to reframe challenges in positive terms. 

That means not seeing ourselves as a victim, but as 

someone inwardly empowered to respond in ways 

that are helpful and constructive, which hopefully 

will lead to positive outcomes. 

A core pillar of resilience is seeing every challenging 

moment as happening for you. That is, treating each 

challenge as an opportunity for you to practice 

coping, to intentionally choose  your character, to 

practice and engage resiliency  and to try to learn 

from your experience in order to help someone else 

later who is going through the same challenge. If you 

look at the traumas and challenges of life and work in 

this way, then every difficult thing, every unfair 

thing, every traumatic thing, every horrible or 

negative thing only shows up to make you better. 

Wellness Strategy 

One wellness and resilience strategy that needs to be 

practiced consistently is for officers to make the 

conscious intention to choose to do the most 

compassionate and life-affirming decisions they can. 

Compassionate  means  that  which is the most useful 

to others, helpful, constructive and meaningful  while 

life-affirming  means making decisions that affirm the 

good within you. Life-affirming means that which 

affirms your character, your ability to do good, and 

your capacity to enhance your peace and well-being.  

Conclusion 

If officers consistently do that which is the most 

compassionate and life-affirming, then their act-ions 

will be productive of wellness and enable them to 

recover from many traumas of the profession. 

“A key of resilience lies in 
fostering hope.”

Capt. Dan Willis (Ret.) is an 

international instructor on 

police trauma recovery, resil-

ience, and wellness.  

He is the author of the emo-

tional survival and wellness 

guidebook Bullet-proof Spirit 

as well as the soon to be re-

leased Police Resilience: 

Bulletproof Spirit Wellness 

Strategies for Training Academies and New Peace 

Officers.  See more information about Captain Wil-

lis and his books at:  

  www.FirstResponderWellness.com 

Just A Note Regarding the last Edition of 
Standards and Training Director 
Magazine.  We were talking about 

scenario training and policies. 
April 26, 2022 

“Civilian role player shot during training 
exercise at Heritage Park in Taylor” 

Click Here 
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http://www.FirstResponderWellness.com
https://www.detroitnews.com/story/news/local/wayne-county/2022/04/25/civilian-participant-shot-police-training-exercise-taylor-michigan-state-police/7436651001/
https://www.iadlest.org/our-services/nlearn/about-nlearn
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New IADLEST’s Staff 

Jim Gordon, Captain (Retired) 
Stanislaus County Sheriff’s Department  

Program Manager, National Certification Program

Jim Gordon started his law enforcement career in 1995 after serving six 

years in the United States Coast Guard.  After working as a street deputy 

for several years, Jim was selected as a field training officer and trained 

dozens of new deputies. Jim was promoted to sergeant, took over as the 

field training program manager, and served as a patrol watch 

commander. After his tenure as a patrol supervisor, Jim transferred to 

internal affairs before promoting to lieutenant. 

After completing the California POST Master Instructor Program, Jim took over as the director of the 

regional academy hosted at the Stanislaus County Sheriff’s Regional Training Center. After several years 

of making major improvements to the academy, Jim had the opportunity to lead a very talented team in 

developing a new scenario-based academy program. The program has been the subject of several training 

studies and continues to serve as a model program throughout California. 

Jim served as a member of the California POST Instructor Development Institute training team, where he 

traveled throughout California and taught instructor development. Jim attended Stanford University’s 

prestigious “Design School” to explore new instructional design methods and student interaction. Jim 

was promoted to Captain and took command of the Sheriff’s Operations Division, supervising nearly 

300 employees with a 30-million-dollar budget before retiring in 2019. 

Jim earned an Associate in Arts degree in Administration of Justice, a Bachelor of Science degree in 

Vocational Education, and a Master of Science degree in Adult Education.   He currently serves as the 

coordinator for the California POST Quality Assessment Program (QAP) and recently took over as the 

program manager for the IADLEST National Certification Program. Jim has been working with 

IADLEST as an NCP Reviewer since 2020.  He can be reached at jimgordon@iadlest.org.   

Please welcome Jim Gordon to our IADLEST team!

Leah Besonen—IADLEST Administrative Assistant 
Leah is recent hire with IADLEST.  She is a seasoned Administrative Assistant 
with over 10 years’ experience in the field. She has extensive experience with all 
administrative tasks, including communications and client relations. 

Having held positions in several licensing boards, manufacturing, and facilities. 
Leah can tailor her skills to meet the needs of various clients. She has increased 
efficiency in several of her roles and is very effective at follow through.   

Leah has been responsible for organizing, logistics, reservations, scheduling, 
ordering & restocking supplies, security, training, customer service, and several 
other tasks. 

In addition to her duties as an Administrative Assistant, Leah is married to Jesse, a veteran of the U.S. 
Marine Corps. They have two boys. When Leah isn’t taxiing her boys in various directions or watching 
them play sports, you can find her hiking, taking on DIY projects and practicing photography. She also 
enjoys volunteering around the community and at her children’s schools.  

mailto:jimgordon@iadlest.org


IADLEST SOCIAL MEDIA SITES 

   We encourage you to visit IADLEST’s robust set of social media sites, that 
    can assist your search for training and standards information. These site  
    addresses are provided for your convenience:  

• https://www.facebook.com/IADLEST/

• https://www.linkedin.com/company/iadlest/

• https://twitter.com/iadlest/status/1248353754539311108

• https://www.youtube.com/channel/UCObihGYvwEV0uedgbyBuElA
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__________ 
1
 Lubans, V. A., and James M. Edgar. 1979. Policing by 

objectives: a handbook for improving police management. 

Hartford: Social Development Corp.  

S&TDM: Val, how did you begin your work in 

the area of analyzing job tasks and working in 
the law enforcement training arena? 

Mr. Lubans: I became interested in the field of 

analyzing data after I completed my military 
service around 1970.  While in the service, I got 
involved with urban planning and renewal with 
the City of New Haven Housing Authority in 
Connecticut.  

After completing my military service, the city 
asked me to come work for the Housing 
Authority, and one of my first assignments was 
to develop a Housing Authority Police 
Department to protect the several thousand 
properties for which they were responsible in 
the city.  In the process, I worked very closely 
with the New Haven Police Department.  After 
nearly two years of working to develop the 
Housing Authority Police Department, I became 
the Director of Criminal Justice Planning at the 
Capitol Region Council of Governments 
(CRCOG), which included Hartford and 28 other 
towns. This work was related to LEAA federal 
grants.  While at the CRCOG, I was noticed by a 
company called Social Development Corpora-
tion (SDC) out of Maryland.  SDC did a lot of 
work on alternate  career ladders, a whole new 

approach to personnel structure in developing 
career paths.  SDC had huge grants with the 
Kellogg Foundation that were all built around 
personnel systems.  My work at SDC included 
projects related to selection, training, and 
career development in police departments as 
diverse as Nashville, Tennessee; Lincoln, 
Nebraska; Fresno, California; and others.  

It was the Chief of Police of Freemont, California 
who saw the alternative career ladders work of 
SDC and said, “why can’t we do the same thing 
for cops?” Thus, law enforcement-related job 
analysis began 50 years ago. I became the Vice 
President of the Criminal Justice Personnel 
Institute and started doing JTAs, nationally, for 
the Social Development Corporation. My first 
law enforcement job analysis assignment was 
for Director Jack Schuyler of Maryland’s criminal 
justice standards and training commission. 

While at SDC, I co-authored a book on police 
management called Policing By Objectives: A 

Handbook for Improving Police Management,
1
 

that  focused  upon  applying  management  by 

 

 

 

Without training, 

   They lacked knowledge. 

Without knowledge, 

   they lacked confidence. 

Without confidence,  

   they lacked victory. 

 Julius Caesar   

   IADLEST’s INTERVIEW WITH Val Lubans 

Job Task Analysis Expert 

In this edition of The Frontline, we interview Mr. Val 

Lubans, Project Director of Systems Design Group, who has 
designed and conducted numerous academy and P.O.S.T. 

job task analyses for law enforcement officers, jail officers 
corrections officers, as well as many of the other public safety job 
functions in the country. ld. 

Val Lubans has worked with law enforcement for more 
than 50 years assisting POST agencies, academies, 
and municipal agencies to develop, design, implement 
and conclude Job Task Analyses (JTAs) for criminal 
justice officers. Mr. Lubans has worked with more than 
30 states within the United States and numerous large 
cities, and he holds an excellent reputation among the 
IADLEST director members for his knowledge and 
expertise in this important area of training develop-
ment. His reputation has also taken him abroad to
foreign nations on behalf of the United States Govern-
ment to assist in developing foreign police training. 
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objectives for law enforcement, directed to-
wards moving from an enforcement mode to a 
community mode, towards anticipatory policing 
—something which is now called data-driven 
policing. Authoring the book led to my traveling 
to the United Kingdom, where Policing By 
Objectives became national policy, and where I 
taught objective-based policing at their Police 
Staff College several times a year. My lectures 
revolved around looking at why crimes and 
traffic problems occur, and how to design 
strategies or programs to solve the individual 
problems. Something very similar to today’s 
crime analysis with measurable objectives and 
action plans. 

Around 1980, the President of SDC passed away 
and I went out on my own with Systems Design 
Group. All and all, since 1970, I’ve done 30 
different states’ job task analyses, some several 
times, and many large metropolitan cities such 
as NYPD, Washington Metropolitan Police 
Department, Seattle Police Department, as well 
as many other state and federal criminal justice-
related organizations. 

S&TDM: What is your view on the job task 
analysis process and how it should be 
conducted?  

Mr. Lubans: Well, it evolved over the years.  

Where once we relied on paper-based surveys 
for individual responses, where we are now, it’s 
all Internet-based. The key difference now is in 
organizing the units of analysis (small, medium, 
or large agencies). By identifying the number of 
officers eligible to be surveyed within each of 
the units of analysis, you can do a random 
stratified selection of eligible officers to 
complete surveys. When beginning the study, 
when it goes live, those officers who are 
specifically eligible are invited to participate in 
the process.  As with all job task analysis, you 
survey patrol officers within a range of their 
initial certification (example: within 5 years of 
service), and you also survey patrol supervisors 
(with more than 5 years experience). 

Being an Internet process, it’s possible to know 
a lot about those who are selected to complete 
the surveys. By collecting demographic informa-
tion  about  those surveyed,  you can determine 
basic statistics about the surveyed sample. Also, 
the process allows those conducting the survey 
to know the actions of the survey process—
when the individual begins the survey; if they 
have not started the survey; how far into the 
survey the individual is, at any given time; and if 

they have completed the survey. Knowing this 
information is a great help in gathering survey 
information and obtaining a high number of 
completion results.  Having regular contact with 
heads of the agencies involved in the survey 
work, and updating them on their officers’ 
achievements, can stimulate or encourage survey 
completion of those officers that have not 
started or finished their surveys.   

Where in the past, paper survey completions of 
30-40 percent were not unheard of.  Today, we
count on achieving survey participation results in
the 70th-85th percentile, providing a more
accurate sample for reviewers to work with in
determining the essential functions of the job.

The officers surveyed, read the tasks list and give 
a response based on their personal experience 
giving the frequency (frequent or infrequent) 
that the task is done. The supervisors are 
surveyed to determine tasks that they say are 
part of the job, and to provide their opinion 
about the frequency that tasks are done by 
patrol officers, the criticality or importance that 
the task is completed correctly, and their 
assessment of when the officer should learn the 
task (on-the-job, at the academy, during field 
training, or after certification in an advanced 
training course).  While there is a solid core to an 
officer’s job, it’s changing. You have to be 
looking at the tasks at the fringes of an officer’s 
responsibilities or that the public expects to be 
done, because law enforcement is changing 
quite a bit.  

Job analysis also identifies things that are being 
taught that are not valid, and there is the option 
of dropping the topic. You shouldn’t test for 
something invalid, and you can’t deprive a 
person of a job by failing a test item that has 
nothing to do with the job.  

S&TDM: What about licensing or certification 
testing? What is your view about the significance 
of this testing?  

Mr. Lubans: At the present, we’re involved in 

analyzing three certification or licensing exams.  
The states recognize that when they say a person 
is qualified to be a law enforcement officer, 
they’re standing behind the officer, not really 
knowing, other than academy performance, 
whether the officer knows anything.  So, 
certification or licensing exams, from my 
experience, are an emerging trend for analysis.  

S&TDM: Are certification or licensing exams 
strictly based on the job task analysis?  
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Mr. Lubans: Yes. Now, there’s something 

different. This is an assumption we make. We 
identify the tasks that have the highest 
criticality. On a 1-7 scale, they might be at a 4.5 
or higher, from at least 60% of the supervisors. 
Plus, a significant portion of the supervisors 
must have indicated a 2, or preferably a 3, on 
the “when learned scale,“ with 1-on the job; 2-
introduced at the academy, but perfected on 
the job; 3–full competence in the academy; and 
4-advanced training. The basis for the licensing
exam would be items of highest criticality and
when learned closest to a value of 3 on the
“when learned scale.”

So, we identify a hundred items, in what turns 
out to be the one hundred most important 
tasks that supervisors deem competence should 
be demonstrated. And then, that becomes the 
basis for the certification or licensing exam.  
What are those instructional modules?  They 
include use of force, arrest powers, crime scene 
processing, domestic violence, etc. 

Our assumption is, that if officers know the 
hardest, most important parts of the job, they 
know the less important parts of the job.  

Law enforcement tasks are arranged vertically. 
There is the least important thing officers do, 
nevertheless, they have to do, like it or not; all 
the way up to the top of the scale, which is 
probably a task officers rarely do; however, 
when they do it, it has to be done perfectly. And 
so, the certification test protects the licensing 
body at the top end of the scale. It shows that 
there is a record that the officer, at this date and 
time, knew the rules that affect critical tasks of 
the job. When looking at the use of force, for 
example, the exam should indicate the officer 
knew the laws and procedures that control the 
use of force when he or she took the 
certification  test.  It  doesn’t  mean he  or  she  
might not make a mistake later on, but they 
knew all about the use of force at the time of 
the exam and it’s not the state’s problem. 

The licensing test must go beyond recognition 
and recall; it goes to application. The 
certification examination should show that the 
officer knew how to apply this knowledge in a 
situation. It goes to the application of 
knowledge by setting forth testing based upon 
situational items, not multiple choice or true 
and false test items. 

All the POST or academy has to do in a negli-
gent  failure to train lawsuit,  is show that there 

is evidence that 1) there was a job task anal- 
sis; 2) the instructors were qualified; 3) there 
are learning objectives; and finally, that there 
is a record of student performance. 

S&TDM: What about modular testing within 

or at the end of separate modules of training 
during the academy?  

Mr. Lubans: Modular tests don’t always show 

an adequate learning foundation. But the per-
formance on the modular test at the top of the 
top quintile, middle quintile, and those at the 
bottom quintile should be consistent on the 
certification exam. It should show the certifi-
cation test is consistent and predictive of perfor 
-mance.

All in all, if you have a person with the lowest 
scores on the modular tests, scoring high on the 
certification examination, you may have a 
testing process problem. This type of 
occurrence should be examined by the POST or 
by academy staff.  There are several outcomes 
for this to have happened, and all should be 
looked at. 

STDM: What about states or academies that 

don’t conduct a job task analysis to develop 
training? What do you say to them? 

Mr. Lubans: When you lack a JTA, in effect, 

you create a knowledge vacuum. This is not 
putting down senior officers’ knowledge, but it 
tends to show training content and hours 
devoted to particular training are driven by the 
one who has the loudest voice or is the more 
prominent personality. In such cases, you 
bargain over content, not over what you need 
to know. The time needed for each topic should 
be based on meeting the performance 
objectives and should be determined by skilled 
instructors telling you how much time it takes to 
bring the students to this level of knowledge.   

All a JTA does is identify job content.  It, in no 
way, stands in the way between selecting past 
practices and best practices.  

S&TDM: Considering the use of the Internet 

for survey work, how much time does a JTA 
take today?  

Mr. Lubans: Curriculum validation takes about 

5-6 months, and anything extra like the certi- 
fication test would add a year, as would a study 
on physical standards and fitness. All are add-
ons.
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S&TDM: And after the JTA is completed, what 

next?  

Mr. Lubans: Then you identify your subject 
matter experts and begin using the identified 
tasks to develop your lesson plans.  If you don’t 
do anything with a completed JTA other than 
putting it on a shelf, then you’re subjecting 
yourself to the potential that a plaintiff’s attorney 
will find it and use it against you. 

S&TDM: After completion, how long is a JTA 
considered to be valid?  

Mr. Lubans: About five to seven years. Some 
states like Indiana have documented their JTA 
needs. For Indiana, a JTA needs to be completed 
every seven years. 

STDM: Val, what is your advice on JTA’s to a 
new POST or training director who has just 
stepped into the job? 

Mr. Lubans: It depends on what they want to 
achieve.  Somebody might be coming into the 
job where the clients are not happy and they 
have to demonstrate to their constituents that 
the training agency is delivering what they need. 
Or, they might find that all is going well, 
everybody's happy, and you stick with what you 
have.  Or, they feel they want to make their mark 
and get their agency accredited by IADLEST. Well, 
for accreditation, you better have a JTA and the 
documentation for everything you’re doing, and 
the JTA is the first step. 

S&TDM: Where do you see training litigation 
going in the next five years?  

Mr. Lubans: It’s going to be inadequate pre-
paration. Look at all the things we see around the 
country. For example, the duty to intervene, 
which is a critical part of a JTA. It’s identified. It’s 
supported. The duty to intervene is in all our JTA 
survey questionnaires, and there is nobody who 
doesn’t support it. 

Then, once you’ve identified all the essential 
tasks and physical demands of what you read 
and have to comprehend. Then, to me, the next 
step is who are you selecting?  What is  the  basis 
of your selection? Do you make the effort to 
measure impulse control? Do they have any 
psychotic behavior? What is their background? 
What’s their record? How do you make a person 
an FTO, who’s had a lot of civilian complaints 
lodged against them? So, there are a lot of 
considerations when it comes to who is selected 
to become an officer, who is trained to be an 
officer, and how they’re supervised on the street.   

And, it all starts with the JTA, oddly enough. 

S&TDM: Well, Val, we appreciate your time to 
speak with us and share your knowledge 
regarding the JTA process. I’m sure the infor-
mation you’ve provided will be useful to anyone 
who is involved with law enforcement training 
and standards.  Any last thoughts as we close 
this discussion? 

Mr. Lubans: Ozzy Knezovich, Sheriff of Spok-
ane County, Washington provided me with a 
quote from Caesar that sums it up. “Without 
training, they lacked knowledge. Without 
knowledge, they lacked confidence. Without 
confidence, they lacked victory.” 

JUSTICE DEPARTMENT FILES ADA 

LAWSUIT AGAINST INDIANA PD 

On April 26, 2022, the Justice Department 
filed a lawsuit in the Federal Court in the 

Southern District of Indiana, against the 
Town of Clarksville, Indiana for violating 

Title I of the Americans with Disabilities Act 
(ADA). The lawsuit alleges that the Town’s 

police department unlawfully revoked a job 

offer to a qualified law enforcement officer 
based on his Human Immunodeficiency 

Virus (HIV) diagnosis. The officer had been 
successfully working for the Town’s police 

department as a volunteer reserve officer 
for over a year and was fully qualified to 

work as a police officer.  

For more information about the ADA, call 

the Department’s toll-free ADA Information 
Line at 800-514-0301 (TDD 800-514-0383) 

or access the ADA website at ada.gov. 
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IADLEST  has produced a series of NO-COST 
1-hour webinars on using data to manage and deploy

resources to decrease crashes, crime and other social harms. 

Join our subject matter experts for this NO-COST webinar series as we 

cover what’s new in Data-Driven Approaches to Crime and Traffic Safety 

(DDACTS 2.0).  Each course can be viewed from IADLEST’s website at 

any time.  A list of courses and links to them are on the following page. 

Peggy Schaefer — IADLEST Project Manager, 
NHTSA DDACTS.  Peggy served as Director of 
the North Carolina Justice Academy, serving over 
85,000 LEOs.

Dan Howard — IADLEST PROJECT Manager, 
TxDOT DDACTS.  Dan is a retired law enforce-
ment official with more than 35 years in public 
safety and is a DDACTS SME. 
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YourPoliceWrite.com
Professional Report Writing for 

Law Enforcement Officers 

YourPoliceWrite.com is the personal website created by 
Jean Reynolds, for those in law enforcement who are 
 interested in writing better law enforcement 
documents. 

From the website, you can sign up for a  FREE

Police Writer  e-Newsletter and receive a  
free copy of “10 Days  to Better Police  
Reports,”  ready to download!  

Plus, Jean  has included several 
dynamic website sections that 
present information entitled: 
About The Four Types Of Police 
Reports; Books For Officers; Free 
Report Writing Course (multiple

lessons that are good if your 

Sergeant wants to require  his 

officers to improve their report 

writing skills); Report Writing 
Diagnostic Tests and Answer Keys; 
Report Writing Podcasts; Report Writing Principles; Scenarios for Writing Practice; Usage Skills 
(commas, apostrophes, grammar myths, sentence patterns, etc.); Usage Videos; and Videos on 
How To Write Reports.   

This is an extensive website all administrators and  training officers should know about ! 

NO-COST training for law enforcement 
DDACTS 2.0 Webinars Available on the IADLEST website 

Date 2021 Topic Objectives More Details   Registration / 

   Archive 

February 18th  DDACTS 2.0 - Overview Overview Flyer #1 View Recording 

March 18th  Outcomes Outcomes Flyer #2 View Recording 

April 22nd Data Collection Collection Flyer #3 View Recording 

May 27th Data Analysis  Analysis Flyer #4 View Recording 

June 17th Partners/Stakeholders Stakeholders Flyer #5 View Recording 

July 22nd Strategic Operations  Operations Flyer #6 View Recording 

August 19th  Information Sharing  Sharing Flyer #7 View Recording 

September 15th Monitor, Evaluate, Adjust Evaluate Flyer #8 View Recording 
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https://vimeo.com/609876952
https://www.iadlest.org/training/ddacts/ddacts-webinars#S6
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https://vimeo.com/609880971
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In my career as a writing 

instructor and consultant, I’ve 

worked with both law 

enforcement students and 
officers. As you might expect, 

I’ve devoted most of my 

attention to police reports. 

Sometimes, however, career-
minded officers ask for my help with other 

tasks—a university assignment, for example, or 

an article or book they’re hoping to publish. 

Professional writing is one of the best ways to 
share what you know and have a real impact on 

the criminal justice field. The good news is that 

computers have made writing easier. If you’re 

using a quality word processing program 
(essential for any aspiring writer), your computer 

will correct most mistakes and suggest edits. 

But there’s an aspect of professional writing 

that challenges many hopeful writers (and not 
just in law enforcement): making the transition 

from old to new writing habits. Because I’m a 

professional writer myself, I’m well acquainted 

with this transitional process. (I’m also a member 
of the editorial board for an academic journal, 

and I’ve published a number of articles and 

books.) 

Many beginning writers are surprised to 
discover that they have to unlearn some of what 

they already know about writing. The reality is 

that most English instructors aren’t published 

writers. (I was an English professor myself for 
thirty years.) Your English teachers may never 

have worked with a professional editor. Some of 

the rules and guidelines for publishing are 

different from what you were taught in school. 
You may also discover that some job-related 

writing habits aren’t appropriate outside of law 

enforcement. 

Many of the career-minded officers I’ve 
worked with over the years have resisted my 
ideas in the beginning. They often try to 

convince me that the rules for criminal justice 

writing are different. I’ve always disagreed 

vigorously: the principles of good writing are the 

same in any field. If you read widely in criminal 
justice (as I do), you’ll discover that many police 

officers are excellent writers—professionals in 

every sense of the word. 

A timely example is Bill Bratton, probably 
America’s most famous police officer. Last year 

he published an excellent book called The 

Profession. If you’re thinking about improving 

your writing skills, I encourage you to read the 
free preview of Bratton’s book online—and his 

entire book if you can. You’ll learn a great deal 

about both policing and professional writing. 

Bratton is a powerful writer: his energy fills 
every page. You’ll quickly notice that he has 

broken free of the urban legends that live on in 

too many English classrooms: You have to use 

big words. Complicated sentences are better 
than straightforward ones. Contractions are bad. 

You can’t start a sentence with but or and. Never 

use I and you. Make your writing sound robotic. 

You won’t find any of these so-called rules in any 
English textbook, and you’ll never meet a 

professional editor who worries about them. 

I used to promise my college students $100 in 
cash if they could find the “Never start a 
sentence with but” rule in a grammar book, old 
or new. Despite frantic searches, nobody ever 
collected the money. There’s no such rule—and 
never has been. Just about every English-
language book and article you’ve ever read 
starts sentences with and and but. The other 
urban legends I mentioned are just as pointless. 

The “One Size Fits All” Fallacy 

At this point you might be wondering what 
steps you should take to upgrade your writing to 

the professional level. Grammar study? A vocab-

ulary project? Tutoring? I’m going to suggest a 

different approach. Your goal should be to learn 
how to think like a professional writer. It’s a 

From Officer To Author: 

  How To Write Like A Professional 
By Jean Reynolds, Ph.D. 
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A Professional Learning Program 

If you dream of publishing or earning an 
advanced degree, now is the time to begin a do

-it-yourself writing program. You will want to

develop an appreciation for the power and

versatility of our English language.

Books and magazines are important learning 

aids: as you think about the choices that various 

writers have made, you’ll be learning how to 

make your own choices. 

Your goal is to become aware of the shifts in 

vocabulary and communication style we all 

make as we go from one situation to the next, in 

both our personal and professional lives. 
Talking to a worried parent is different from 

talking to a brash juvenile offender, for example. 

Think about the words church, classroom, crime 

scene, kitchen, hospital room, jail, and softball 
field. Each setting may require a different tone 

and vocabulary. All of us started learning how to 

make those adjustments when we were 

children, and—if we’re wise—that learning 
process is still happening now. 

Professional writing involves the same shifts 

and a similar educational process: reading, 

writing, evaluating, and imitating. Practice 
visualizing your readers and what they do every 

day. Think about style, tone, and vocabulary. 

Will you be using your own voice and 

experience, or do you want to step aside and let 
the information speak for itself? If you commit to 

bringing a questioning mind to every language 

experience, you’ll quickly see improvements in 

your writing—and a successful writing career on 
the horizon. 

Dr. Jean Reynolds is Professor Emeritus at 
Polk State College in Florida, where she taught 
English for over thirty years. She served as a 
consultant on communications and problem-
solving skills to staff in Florida's Department of 
Corrections. At Polk State College, she has 
taught report writing classes for recruits and 
advanced report writing and FTO classes for 
police and correctional officers.  She is the 
author of Criminal Justice Report Writing. 

fascinating project—one I’ve been working on 

myself for many years. Learning experiences are 
all around you. I encourage you to seize every 
opportunity to build your awareness of how our 
language works and what it can do. 

I always tell aspiring writers to stop by their 
local library for a few minutes to look at the 
shelves where books about writing are kept. (The 
library call number is 808.) What you’ll notice right 
away is that there are dozens of books about 
writing. 

Don’t worry: you don’t have to read them. (But if 
you’re looking for a good book about writing, 

Strunk and White’s The Elements of Style is 
concise and excellent. I’ve read it myself at least a 
dozen times.) The purpose of this library visit is to 
help you see that writing isn’t a one-size-fits-all 
undertaking: there are many ways to approach a 
writing task. 

Suppose you were writing an article about 
domestic violence trends. You’d probably use an 
impersonal, objective style in your article; it would 

be inappropriate to insert your own experiences 
and views. 

Now imagine that you’re writing an article about 
strategies for staying safe during traffic stops. 
You’ll need a different tone, style, and vocabulary. 
If I were coaching you, I would recommend what 

might be called a “Bill Bratton” approach. Use I, 
me, my, you, and your to discuss your own 
experiences as an officer. Look for ways to 
connect with your readers and assure them that 
you understand the challenges they’re facing. 

You can learn a great deal about effective 
language by turning on your listening and critical 
thinking skills the next time you’re in a courtroom. 
Pay attention to the language choices as the 
professional witnesses and experts—including 
police officers—take the stand. You’ll hear pro-
fessional testimony using clear, simple language 
that jurors can easily understand. Many sentences 

will start with and and but. All of the experts will 
use contractions (don’t, isn’t, can’t) and personal 
pronouns (I and you). 

What’s true in the courtroom is just as true 
when you’re writing. There is nothing inferior or 
unprofessional about normal English—and no 
reason to be afraid of using it. 
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  with IADLEST 
IADLEST is looking for authors  

who have the expertise instructing 

topics and/or in training development, and who would like to write articles for the IADLEST Standards 

& Training Director Magazine, as well as the IADLEST Newsletter. Both publications are published 

quarterly. The magazine is published in March, June, September and December. The IADLEST News-

letter is published in January, April, July, and October. 

IADLEST encourages our members and law enforcement trainers to consider broadening their hori-

zons by authoring articles that would be of interest to POST agencies, law enforcement academies, 

agency training sections, instructors and others.  

Authors submitting articles accepted for publishing will gain the satisfaction of demonstrating their pro-

fessional expertise and can include the published article in their resumes.  It is also another demon-

stration of professionalism that employers can judge as satisfying eligibility requirements when consid-

ering applications for hiring personnel. 

Every instructor should consider this opportunity as a means to express your expertise and gain noto-

riety in a field of training or curriculum development. By choosing to write for IADLEST, you can be 

recognized for your knowledge, skills and abilities in the law enforcement training field.  It also can 

provide an outlet for other instructors and training managers to contact you with future contract oppor-

tunities. 

For further information about submitting articles for publication to IADLEST, please refer to the Author 

Guidelines on page 69 located in the back of this publication, or in the Newsletter author guidelines

posted within the April 2022 IADLEST Newsletter. 



In March 2022, the Federal Bureau 
of Investigation (FBI) Uniform 

Crime Reporting (UCR) Program completed a 
revision of the Hate Crime Data Collection Guide-
lines and Training Manual. With the transition to 
reporting via the National Incident-Based Report-
ing System (NIBRS), information for reporting 
hate crime data via the Summary Reporting Sys-
tem (SRS) was removed. The new revision also 
adds federal and tribal offenses and training sce-
narios for reporting anti-Asian hate crimes. In ad-
dition, revisions have been made to the sexual 
orientation training scenarios to incorporate non-
binary verbiage. 

This publication is intended to assist law enforce-
ment agencies in establishing an up-to-date hate 
crime training program so their personnel can 
collect and submit hate crime data to the FBI 
UCR Program. In addition to providing suggested 
model reporting procedures and training aids for 
capturing bias motivations, the manual is written 
to raise law enforcement officers’ awareness of 
the hate crime problem and to provide guidelines 
for interacting with the victims during an investi-
gation. 

* Logo courtesy of the Federal Bureau of Investigation.

  SAFLEO PROGRAM 

The mental and physical wellness of our law enforcement 
officers is paramount. The law enforcement community 
deserves better access to officer wellness and suicide 
prevention resources to help address their well-being.  
The National Suicide Awareness for Law Enforcement 
Officers (SAFLEO) Program, supported by the Bureau of 
Justice Assistance, answers that need. SAFLEO offers 
training, customized technical assistance, and online re-
sources designed to help officers engage in help-seeking 
activities and for agencies to implement wellness and sui-
cide prevention strategies.  

Contact us today through www.safleo.org. SAFLEO can help! 

SAFLEO closely collaborates with the National Consortium on Preventing Law Enforce-
ment Suicide, BJA’s second critical program in its work to reduce and prevent law en-
forcement suicide. SAFLEO uses the Consortium’s findings and outcomes to ensure that 
the latest information and strategies in suicide prevention are being addressed in 
SAFLEO’s curriculum and resources. 
New Resources Available:  https://www.valorforblue.org/SAFLEO#about

Hate Crime Data Collection Guidelines and Training Manual 
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https://www.fbi.gov/file-repository/ucr/ucr-hate-crime-data-collection-guidelines-training-manual-030122.pdf
https://www.fbi.gov/file-repository/ucr/ucr-hate-crime-data-collection-guidelines-training-manual-030122.pdf
https://www.valorforblue.org/SAFLEO
https://www.theiacp.org/projects/the-national-consortium-on-preventing-law-enforcement-suicide
https://www.theiacp.org/projects/the-national-consortium-on-preventing-law-enforcement-suicide
https://www.valorforblue.org/SAFLEO#about
https://usg02.safelinks.protection.office365.us/?url=https%3A%2F%2Fwww.fbi.gov%2Ffile-repository%2Fucr%2Fucr-hate-crime-data-collection-guidelines-training-manual-030122.pdf%2Fview&data=04%7C01%7Ckldonahue%40fbi.gov%7C0acf696b71914f98cd1808da0e096c2f%7C022914


In 2015, IADLEST, in partnership with POST organizations 
around the Nation launched a new program designed to 
eliminate many of the problems associated with a lack of 
standardization within criminal justice training. The IADLEST 
National Training Certification program establishes minimum 
standards for vendors providing law enforcement continuing 
education and ensures the training content meets those 
quality standards. The standards are designed to meet or 
exceed any individual State certification requirements 
ensuring that training achieving National Certification is 
accepted by all participating POST organizations around the 
Nation for in-service or advanced training credit.  

The seal that means 
Quality. 

For more information 
CLICK HERE 

Major County Sheriff’s Association Endorses IADLEST NCP 

“As an association dedicated to the continuing education of our members, 

we are very happy to embrace a new, and very high standard, for law 

enforcement training. The NCP seal will make it easier to select training  

programs that we know have been critically examined in order to meet the 

threshold required for NCP endorsement.” 

Sherriff Sandra Hutchens 
President, Major County Sheriff’s Association 
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https://iadlest-ncp.org/
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North Macedonia Police Training 
Center awarded IADLEST 

Academy Accreditation  

On March 30, Ambassador Byrnes delivered 
the IADLEST Certificate for International 
Accreditation to the Ministry of Interior 
(MOI) Police Training Center (PTC) and MOI 
Minister Spasovski and PTC Chief Bachanov.  

This accomplishment follows two-years of 
absolute  dedication and unwavering commit-
ment from the PTC Chief, his accreditation 
staff and the ICITAP personnel.  

The success is truly a team effort with many 
of the ICITAP North Macedonia mission 
contributing time with translation, electronic 
communications, and true dedication to 
evaluating and assessing. In October 2021, 
the IADLEST Accreditation Committee de-
clared the MOI Police Training Center is an 
Accredited Law Enforcement Academy and 
has successfully completed all requirements 
and criteria for the certification.  

As Interior Minister Spasovski stated: 

“This centre, the capacities of which are 

available for all institutions of the state 

that work on implementation of laws with 

special authorisations, is the first 

educational centre in the country to 

receive a certificate of this type. With this 

confirmation, not only did we enrich the 

international portfolio of this centre, but 

we also open educational perspectives for 

more professional and higher-quality 

education and specialisation of employ-

ees in security structures,”  

U.S. Ambassador Byrnes stated that the 
application of the best practices in facilities 
for training of those who put their lives on 
the line to keep the security of society is very 
important, adding that the U.S. Embassy is 
proud to be a partner to North Macedonia in 
the processes of upgrade and modernisation 
of security capacities.  

Ambassador Byrnes said. 

“Do your best to keep police officers 
as motivated as the first day they 
started working in this sector.”  



Kosovo Academy is First to Become Reaccredited by IADLEST 
— Received IADLEST’s Award for Excellence 

On the final day of the IADLEST 2022 Annual 

Conference, before a meeting of the International 
Region representatives gathered together for one 

last opportunity to share their experiences with 

one another, IADLEST recognized the Kosovo 

Academy for Public Safety by awarding Mr. 
Shpend Shabani, Director of Department for 

Strategic Planning and Legal Affairs, and other 

Kosovo representatives present, the first IADLEST 

Academy Reaccreditation certificate ever issued. 
Mr. Mark Damitio, Program Manager over the 

IADLEST’s Accreditation Process, presided over 

the award ceremony and acknowledged the 

Kosovo academy as being the “first to receive 
Academy Accreditation and the first to be re-

accredited.” 

Mr. Damitio went on to state that the academy had 

taken the accreditation process to heart, and kept 
driving to improve their academy’s effectiveness 

and professionalism during the time since 

receiving its initial award in 2018. He further 

stated, that because of the academy’s efforts for 
continuous improvement, the Kosovo Academy 

had exceeded its expectations to such a degree, 

reaching a 96 rating out of 100, so that the 

academy had become the first international police 
academy, worldwide,  to have  earned  IADLEST’s  

Award of Excellence. The IADLEST Award of 

Excellence is only awarded to those training 
academies that reach the highest levels of the 

accreditation standards, set beyond the 92nd 

percentile in scoring the applicable academy-

related standards. 

The ceremony offered a fine example to those 

countries in attendance, of how the IADLEST 

standards could be applied, and through the 

accreditation process IADLEST has established, 
how an academy could succeed in developing 

and adhering to best-training practices and meet 

the standards that could lift the status of an 

academy to the pinnacle among international 
law enforcement. 

We congratulate the leaders of the Kosovo 

Academy for Public Safety for their courage to 

and devotion, and for 
taking the steps necessary 

towards achieving the re-

cognition that IADLEST 

Academy Accreditation can 
offer towards becoming a 

world-class training facility. 

48



 49 

Idaho POST Academy Receives IADLEST Accreditation / Award of Excellence

On, June 2, 2022, the Idaho Peace Officers Standards and 

Training (POST) Academy received accreditation status from 

the International Association of Directors of Law Enforcement 

Standards and Training (IADLEST). The award was presented 

by IADLEST Executive Director Mike Becar at the quarterly 

Idaho POST Council meeting. 

In 2021, assigned assessors from IADLEST conducted a web-

based assessment reviewing all of POST's policies and 

procedures. In March of 2022, a second assessment team spent 

two days on-site at the POST Academy campus, reviewing the 

agency's compliance with nationally established IADLEST 

standards. The assessors inspected the POST Academy; 

interviewed employees, instructors, and students; and viewed 

actual training in the high liability topics of firearms, 

emergency vehicle operation, and defensive tactics to 

determine that the POST Academy met the requirements of a 

highly regarded law enforcement training organization. The 

assessors found that indeed POST was compliant with all these 

standards and was successfully accredited for the first time in 

POST's history. Notably, POST received IADLEST's highest 

Academy accreditation score awarded to date and achieved 

their highest Award of Excellence designation.  

The purpose of the IADLEST Law Enforcement Academy Accreditation Program is to evaluate and improve 

the operational viability of academies by sharing and recommending industry best practices. Accreditation is a 

voluntary process. Attaining an accredited status is a significant accomplishment for the members of the agency, 

but more importantly, it denotes the quality of service the academy provides to the law enforcement community 

and the citizens it serves. To receive accreditation, candidate academies must maintain policies that are 

consistent with the 54 IADLEST Academy standards. During an assessment, the academies present "proofs of 

compliance" which demonstrate the academy's practices in accordance with these policies.  

Ultimately, the biggest beneficiaries of having an accredited academy are the officers themselves and the 

communities they serve. The officer benefits by receiving quality targeted training that prepares the officer to be 

successful in the officer career and in the community. The community benefits by being assured its officers 

have been trained to the highest levels, with training that utilizes model practices and standards that have been 

developed with community expectations and the police mission as the foundation.  

POST Administrator Brad Johnson stated, "I am tremendously proud of the way our staff worked together as a 

team to achieve this recognition. For us, it was, fortunately, more a matter of documenting and demonstrating 

the high standards that Idaho POST models, rather than an effort to establish substantially new policy and 

practice. Achieving the IADLEST Award of Excellence demonstrates that POST is a national leader in our 

profession and marks a significant milestone in our Relentless Pursuit of Excellence." 

Although the accreditation process is arduous, the benefits of accreditation are well-

known. Primarily, accreditation serves to demonstrate adherence to national standards, 

add defensibility via an objective and thorough certification process, comply with 

statewide standards and practices, increase marketability due to validation of high 

caliber training and practices, and enhance implementation of best practices.  The result 

of this process proves to POST's stakeholder agencies and the citizens of Idaho that the 

POST Academy is committed to serving in the most professional and competent 

manner.  The Idaho POST Academy will maintain an accredited status until June of 

2025, at which time, it will again be assessed to ensure compliance and to seek re-

accreditation.  

L-R: Idaho POST Administrator Brad Johnson and
IADLEST Executive Director Mike Becar 



         The IADLEST Partner Advisory Committee 

(IPAC) was established in 2019 to support resource 

development for IADLEST and the advancement of 

law enforcement training nationwide. Members of 

the IPAC help ensure that training and standards 

meet the needs of the public safety industry, help 

to promote the adoption of best practices, 

provide IADLEST with perspectives and recom-

mendations  regarding selected IADLEST projects, 

and initiatives and emerging topics in the 

field. The IPAC seeks to advance the public safety 

profession with a vision of outcomes-based  

police training and standards.  

  IPAC Serves as a: 

 Technical Advisory Panel comprised of 
subject matter experts (SMEs); 

 Platform to engage partners and create opportunities for 
collaboration; 

 Sounding and advisory board for IADLEST’s current and 
emerging programs; 

 Think tank to assist IADLEST with its mission and strategic plan; 

 Resource for law enforcement; and  

 Forum to discuss partner (vendor) issues of interest. 

IADLEST  
PARTNER ADVISORY COMMITTEE 

Learn more about the IPAC, including the recent IPAC publication 
Why Law Enforcement Needs to Take a Science-Based Approach 

to Training and Education, on our webpage. 

Our IPAC Partners 
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https://www.iadlest.org/training/science-based-training
https://www.iadlest.org/training/science-based-training
https://www.iadlest.org/members/partner-advisory-committee
https://www.forcescience.org/
http://www.directactionresilience.org/
https://www.virtra.com/
https://www.columbiasouthern.edu/
http://strategiesforyouth.org/
http://force-concepts.com/
https://guardianalliancetechnologies.com/
https://www.learninghouse.com/
https://virtualacademy.com/?utm_source=IADLEST_website&utm_medium=Email&utm_campaign=IPAC_Members_IADLEST&utm_content=imagelink
https://virtualacademy.com/?utm_source=IADLEST_website&utm_medium=Email&utm_campaign=IPAC_Members_IADLEST&utm_content=imagelink
https://www.vectorsolutions.com/
https://www.lexipol.com/
https://www.polis-solutions.net/
https://www.nw3c.org/
https://global.axon.com/
https://commandcollege.org/


IADLEST offers a series of NO COST webinars to help you improve your teaching techniques 
Becoming a Creative and Effective Instructional Designer 

The live webinars are interactive, promoting enhanced professional development opportunities for established  
advanced officer training and basic academy instructors.  In attending the webinars, law enforcement instructors and 

curriculum designers can benefit from shared ideas while at the same time saving valuable training budgets. 

The live webinars start at 9:00 am PST / 12:00 pm EST and will run for approximately one hour. 

Recordings of completed webinars are available by using the same Registration link. 

Date 2022 Topic Sponsor** Archived 

January 20th Learning Transfer Evaluation Model (LTEM)  IADLEST Yes 

February 24th Using Engagement Tools to Activate Your Participants IADLEST Yes 

March 31st ADDIE Course Evaluation Model (Part I Analysis) IADLEST Yes 

April 26th ADDIE Course Evaluation Model (Part II Design) IADLEST Yes 

May 26th ADDIE Course Evaluation Model (Part III Development) Yes 

Date 2021 Topic Archived 

January 28th Using Case Studies Yes 

February 15th Designing Scenario-Based Practical Exercises Yes 

March 25th Using Empathy in Curriculum Design 

Vector Solutions

Sponsor** 

IADLEST 

In The Line of Duty 

IADLEST  Yes 

April 22nd Developing Objectives that will BLOOM in Your Lesson Plans IADLEST Yes 

May 27th Creating Bias-Free Training EbevyYG Learning Solutions Yes 

June 24th Creating Effective and Impactful Training Presentations Calibre Press Yes 

July 12th Optimal Learning  Calibre Press Yes 

August 12th Classroom Management & Student Behaviors IADLEST Yes 

September 23rd  How to Develop Instructor Guides IADLEST Yes 

October 21st Reality-Based Training IADLEST Yes 

November 8th Setting Subject-Matter Expectations using Force Exemplars  IADLEST Yes 

2022-2021 
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https://vimeo.com/668371265
https://vimeo.com/681566605
https://vimeo.com/702162969
https://vimeo.com/703494973
https://vimeo.com/714834305
https://vimeo.com/611848813
https://lineofduty.com/
https://vimeo.com/611727960
https://vimeo.com/611849567
https://vimeo.com/611842973
https://ebevyyg.com/
https://vimeo.com/611710443
https://calibrepress.com/
https://vimeo.com/611712247
https://calibrepress.com/
https://vimeo.com/611847734
https://vimeo.com/611704850
https://vimeo.com/612937182
https://vimeo.com/639644723
https://vimeo.com/663412070
https://www.vectorsolutions.com/
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What About Succession 

Planning ?  Part I 

IADLEST is an organization that has been in 

existence for 51 years. It began as the National 

Association of State Directors of Law 

Enforcement Training (NASDLET) in 1971, and 
later, in 1987, became the International 

Association of Directors of Law Enforcement 

Standards and Training (IADLEST).  Over those 

many years, a lot of members have come and 
gone, and a good share of them were state 

directors for law enforcement training. From the 

attrition rate of those directors, especially since 

the late-1990s, maintaining a position as director 
of a state POST agency averages about a four-

to-five year job.  For example, in the United 

States during the four-year period of time 

between January 2018 through April 2022, 
IADLEST reported 36 new POST Directors took 

the helm of state law enforcement standards 

and training agencies.  While there are some 

directors who serve lengthy periods leading law 
enforcement training operations, they’re fewer 

than one would expect. That is why we are 

covering this important topic in Standards & 

Training Director Magazine.  

When taking on the job of a Director of a training 

institution or POST agency, there is a lot to 

learn, unless, of course, you are fortunate to 

have risen through the ranks of the agency to 
become a director.  There are the formalities of 

meeting  your  staff and integrating  yourself  into  

the  existing  culture  of  the  people  that  serve 

under your direction. Then, getting to under-
stand the past history of the organization, the 

intricacies of policy and procedures for doing the 

training job in the new atmosphere, and learning 

the political whims, both within and outside of 
the agency culture that is important to measure 

in maintaining personal stability. Everyone 

needs to believe that your service as the 

director is going to be one that will serve the 
agency and staff well. Your people skills need to 

be tip-top. 

Another thing you might want to consider when 

first arriving at your new position, is the length of 
time each previous director has been able to 

hold on to the position you now hold.  Was the 

duration short, long, or what the average time of 

tenure has been? This will give you something 
to measure in estimating your time to establish a 

firm foundation for progress within the 

organization. 

Your first year will be consumed with intro-
ductions and determining the strengths and 

weaknesses of the program you are leading.  In 

the second year, you’re taking on some of the 

needed changes in direction, policy, finances, 
and implementing ideas that the stronger 

political figures you associate with have 

suggested as needed for a successful agency.   

The third-year is one of compromise. You know 
those who favor your tenure and those who may 

oppose the things you are doing, but you have 

Current and former Idaho POST Directors (L-R) Brad Johnson (2018-Present), Vic McCraw (2015-2018), Larry Plott (1972-1995), 

Tom McDowell (1970-1971), Michael Becar (1995-2006) and William Flink (2010-2014).  Two missing directors were  Eugene Lee 

(1971 – 1972) and Jeff Black (2006-2009).  This photograph was taken at the 50th Anniversary Ceremony of Idaho POST in 2021. 
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to be willing to act accordingly. This is a time 

when some conflict may occur. It may come in 

in the form of how you face dilemmas in serving 

the organization, or who you have not served—

based upon what you believe is right or wrong, 

or needed or not needed. Political alliances can 

become more important with the associations 

and advisory bodies that assist your agency’s 

direction. If the opposition is fierce, it’s probably 

time to consider preparing yourself for change. 

How do you preserve the direction that you have 

led the organization’s progress in training? You 

have written policies, the programs are running 

smoothly, managers seem to have everything 

they need to be successful in their respons-

ibilities, and the training is resourceful, unique, 

and meeting the needs of the people you serve. 

What is missing? Your plan for succession may 

be the answer to that question. Who have you 

groomed to take your place at the helm of the 

organization when you are gone? 

Preserving your leadership efforts may not be 

caused by a political decision. Remember, 

health, family, and personal attributes or needs 

can also affect longevity in the job. As the 

director, you need to be prepared for the 

unknown. That means not only for your family, 

but for those other responsibilities you are held 

accountable for and the people who you serve. 

Now, we’re down to the crux of this discussion. 

How do we prepare for our successor? It may be 

out of your hands. But if it is not, where do you 

begin to keep the organization functioning like a 

well-oiled machine when you are not available to 

guide its direction?  It comes down to how you 

have positioned your staff.  Do you have the 

right people in the positions to carry on the goals 

you have in place? Are their qualifications and 

personalities strong enough to hold down the 

tasks that you, personally, have taken charge of 

in the course of leading projects? Have you 

provided an opportunity for your subordinates to 

become engaged in the important decisions 

needed to be made, and the resulting processes 

that those decisions create? These are some of 

the important considerations that need to be 

made as you prepare for a successor.  Your  job 

is not just to lead, it is to make the organization 

better  for  the  future. As the  leader, unless you 

have established firm courses of action, the 

future path is always unknown. A good leader 

prepares agency staff to carry on without the 

guidance of current leadership. You have that 

responsibility and you need to convey it to your 

subordinates early in their careers, so that they 

can prepare to support the organization when 

they become leaders, or, when they move on to 

other jobs—and leaving their work efforts for 

someone else to finish. 

Successors need to be able to understand what 

was done before and why. In order for this to 

happen, the things we do or have done need to 

be kept as a record of the organization’s 

achievements or difficulties faced. Projects need 

a historical perspective for future decision-

makers to answer, 1) why things were done, 2) 

what was the goal to be achieved, 3) how were 

the projects intended to make the organization 

better, 4) what program were projects designed 

to enhance, and 5), who could benefit from its 

completion. 

Without leaving a story of your leadership by 

policy, projects, actions, accomplishments, or 

associations, you cannot expect to serve your 

organization or successor in a useful manner. 

Your subordinate staff may relay the good 

things you have done for the organization, or 

they may not. If your exit from the agency is not 

planned, comments by past staff may be 

lackluster. There will always be those souls who 

fail to see your vision or usefulness in leader-

ship. However, if you have prepared your staff 

well, your absence from the organization may 

be remembered as successful, progressive, and 

worth the time you spent working to make 

something more for the future. 

Your leadership is your legacy. How you 

prepare those you have led, is how you will be 

remembered. Personal relationships need to be 

cultivated. Discipline needs to be present to 

maintain order; and listening, understanding, 

empathy and forgiveness need to be resilient 

factors in developing subordinate staff. 

Part II of this article, found on page 56, 

examines how you can prepare for personnel 

changes within your staff. 



N.L.E.F.I.A.

Recommended For Law Enforcement Firearms Instructors and Training Academies 

The National Law Enforcement Firearms Instructor Association, in cooperation with IADLEST, the Washington 
State Firearms Instructor Association, Georgia Association of Law Enforcement Firearms Instructors, and 
Colorado Law Enforcement Firearms Instructor Association have produced a manual providing guidance for 
firearms instructor training, entitled: 

Law Enforcement Firearms Instructor Certification 
Recommended Standards

The manual was created to identify minimum standards “necessary for a newly certified firearms instructor to 
be capable of conducting” a proper firearms course.  The manual contains recommendations for the number of 
course training hours, topics to be covered, a sample course schedule, and more.  We encourage every firearms 
instructor and training academy to download a copy of this document from the IADLEST website: 

Click Here 
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https://www.iadlest.org/Portals/0/IADLEST%20FI%20Certification%20Standards.pdf?ver=2020-05-29-
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These and more IADLEST products can be found at: 

https://www.iadleststore.org/ 

https://www.iadleststore.org/


What About Succession 

Planning ?  Part II 

Succession planning is not one of those things 

most of us give a lot of thought about until we’re 

ready to retire, move on to another job position, 

or it becomes too late and we leave the job for 
other reasons. Sometimes, it becomes too late 

for us to plan or act to insure all of our efforts will 

continue beyond our tenure with the organ-

ization. Succession planning ensures stability in 
the transition of personnel, policies, and direction 

the organization is progressing. 

“Succession planning is the process of identi-

fying very important positions in the organization 
and creating a talent pool by preparing employ-

ees to fill vacancies in their organization as 

others retire or move on. A successor is an 

employee with the knowledge, skills and abilities 
to fill a vacant position until a permanent 

replacement can be identified.” 

Succession planning becomes even more imper-

ative when there are no identifiable successors 
within the organization, as it provides guidance 

to identify attributes a job candidate will need for 

the position. 

Risks of not conducting succession planning 

Having no identifiable succession plan for critical 

roles poses enormous risk to the organization. 

These risks include: 

 Loss of mission critical knowledge that may 

never be recovered 

 Naming a successor who lacks personal drive, 

commitment, knowledge, training or skills 

needed to perform the job 

 Significant loss of time spent getting a new 

successor up to speed. 

 Potential disruptions to workplace processes, 

workflows, and protocols. 

Analytics can help define your need for 

succession planning. They can identify how 

many new employees are working for you; how 

many employees are within retirement age; how 
many employees are top performers; or how 

many employees are likely to find other career 

choices. Using analytics can provide a picture of 

the organization’s health.   

This article is adapted  from the National Institutes of Health (NIH) document: Succession Planning: A Step-by-Step Guide.1 

If your POST or academy lost its 

most critical employees today, 

would you have successors with 

the knowledge, training & skills 

needed to fill their shoes? 

The National Institutes of Health is an agency of the United States 

Government.  We thank them for the use of their material to 

present this article for law enforcement training agencies. 
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Control positions, not people 

Most government positions, at least in the United 
States, do not allow the employer to determine 

who will succeed an employee until all qualified 

candidates are provided equal opportunity to 

apply and be considered for the position.  Doing 
otherwise, is considered “Pre-selecting”, or Pre-

positioning”, and should be avoided.  It is more 

effective and a best practice to determine which 

positions are best qualified to succeed another 
person rather than the individual people filling 

those positions at any given time. 

Identify critical and vulnerable positions 

Determine the positions most in need of succes-
sors. Two factors to consider are the positions’ 

vulnerability and criticality. 

• First, identify positions that have no identifiable

successor (these are most vulnerable to

knowledge loss).

• Next, consider the impact of the each position

on the organization’s mission.

 Will a vacancy impact the ability to conduct

the mission (if yes, it can be classified as 

critical). 

 Critical positions within training organiza-

tions may include lead managers or posi-
tions specialized skills in training (defensive 

tactics, firearms, driver training, etc.). 

What are the Eligibility Requirements? 

After identifying job positions in need of a 
succession plan, the next step is to develop 
a profile of each position and the per-
formance expectations. Doing so, will assist the 
organization to determine who has the experi-
ence to take on the role. Some questions you 
may consider in developing your eligibility re-
quirements might include:

• What selection criteria would be used to fill the

position if it were vacant?

• What knowledge, skills and abilities and com-

petencies are needed for the position to

achieve success?

Identify your talent resources. 

Using the profile you’ve created, identify the 
positions that are well-suited to temporarily 

transition into the successor position should a 

vacancy arise.  These positions may also be 

qualified to apply for the successor position when 
the announcement is advertised.  The following 

questions may help you to assess successor 

positions. 

• What are the best aligned duties between the

two positions?

• Does the position have similar day-to-day

experiences in the functional areas and tasks

performed for the successor role?

Date Point Data Insights for Succession Planning 

Employee onboard count & 
retirement eligibility 

Provides a visual image of all employees and how 
much of the workforce is eligible to retire. 

Years of service Identifies employees who may be closer to 
retirement and have important institutional 
knowledge.  

Job level Identifies the strength of employee stability, critical 
positions, and need for succession planning. 

Separations and Accession 
(hiring) counts over years 

Shows trends for forecasting future staffing needs. 

Time stayed past retirement Provides insight into how long employees typically 
stay past their retirement eligibility date. 

Separation and accession 
trends by job type 

Identifies jobs that have a high turnover rate to 
prioritize succession planning activities. 

Time it takes to hire 
personnel (by position) 

Helps determine how long it takes the 
organization to fill vacant positions and are 
therefore more vulnerable when turnover occurs. 

Some of the items that you may consider in analyzing your POST, academy or 

training operation are provided below. 
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• What are the gaps between the two roles?

• Does the position cultivate the core compet-

encies needed to perform the successor role?

Nominate successors from the qualified 
positions 

Identify employees in qualified positions who 

could temporarily fill the vacancy or potentially 

apply as candidates should the need arise. 

Use other leaders within the organization or from 

other similar training institutions to assist in 

identifying qualified successors.  This will make 

the process more transparent, equitable and 
establish trust in the process.  It’s important to 

advise successors that the position is not 

guarantied to any one candidate because it 

depends on performance, and they may be 
removed from consideration if performance falls 

below expectations; also competitive hiring will 

still apply for final candidate selection. 

Some qualifications to consider: 

• Sustained high performance

• Demonstrates a measurable positive impact on

the organization’s performance.

• Is recognized by colleagues, managers, and

those served as a future leader.

• Is a good fit within the organizational culture.

• Demonstrates the organization’s values.

• Innovates to improve their functional area.

Create an action plan to prepare successors 

Creating a developmental plan for potential 

successors helps to identify meaningful 

opportunities for growth. The following list of 

learning and development opportunities may 
help you create a succession development plan, 

but it is also important to ask the incumbent to 

identify opportunities for the successor as well.   

Successor development opportunities 

 include: 

1. Creating a succession development plan

with training and learning opportunities that

are aligned with the successor position.

Consider opportunities available through
Leadership Development programs.

2. Participating in the functional areas of the

incumbent’s role, especially areas outside of

the incumbent’s current experience.

3. Mentoring from the incumbent.

4. Providing coaching opportunities.

5. Acting for the incumbent while they are

away from work.

6. Working on special projects or opportunities

to stretch skills into aligned areas.

7. Dual incumbency opportunities when the

incumbent is in transition.

Evaluate the succession plan 

By evaluating your organization’s succession 

planning efforts each year, you can continually 

improve your succession planning strategy and 
your organization’s effectiveness.    

When evaluating your succession planning 

program, consider the following: 

1. Your organization’s bench strength prior to
succession planning versus after succession

planning started.

2. The number of qualified “ready-now” candi-

dates compared to before succession plan-
ning started.

3. Improvements in the way your organization

develops employees, such as new learning

and development tools or processes.

4. Organizational performance overall.

5. Whether there is reduced risk associated with

employees leaving the organization.

1.
Succession Planning: A Step-By-Step Guide,

The The Workforce Planning and Analytics

Section (WPAS), Workforce Support and

Development Division (WSDD), Office of
Human Resources (OHR), National Institutes of

Health (NIH)
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The International Association of Directors of Law Enforcement Standards and 
Training (IADLEST) provides a series of free interactive online workshops in 
which agency teams of executives, commanders, and analysts create 
customized action plans to address specific crime analysis challenges within 
their departments. The webinars assist executives and their teams in identifying 
how to support actionable analysis within their own departments and use that 
analysis to drive operations.  The webinars are recorded, so students may access 
them after the presentation.   

To watch our webinars click on a link below:

Understanding Hot Spot Mapping for Police Executives 

Getting the Most Out of Crime Analysis 

Crime Analysis Tactics, Strategies, and Special Operations 

Improving Data Quality for Crime Analysis 

Strategic Crime Analysis: Reducing Hot Spots & Solving Problems 

Tactical Crime Analysis: Stopping Emerging Patterns of Crime 

Using Analysis to Support an Effective CompStat Process 

People, Places Patterns and Problems: A Foundation for Crime Analysis 

Tasking the Collection and Analysis of Intelligence to Inform Decision Making 

12 Questions Executives Should Ask About Their Crime Analysis Capabilities 

7 Key Tips on Effectively Implementing Crime Analysis in Your Department 

Crime Analysis for Organized Retail Theft 

Professional Development in Crime Analysis 

Antelope Valley Crime Fighting Initiative: A Case Study 

The 4P Approach:  A Foundation for Crime Analysis and Proactive Policing 

Three Critical Steps for Law Enforcement Analysts to Create a Road Map to 
Success 

Improving Metrics in Police Agencies 

Using Analysis to Support Gang Enforcement 

Finding the Right Analyst for the Job 

The Benefits of Direct Data Access 

More webinars and information are available at:  Crime Analysis Webinars 
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https://vimeo.com/611913152
https://vimeo.com/611920216
https://vimeo.com/611920567
https://vimeo.com/611919967
https://vimeo.com/611919065
https://vimeo.com/611919563
https://vimeo.com/613762016
https://vimeo.com/611913473
https://vimeo.com/611913965
https://vimeo.com/611922026
https://vimeo.com/611914383
https://vimeo.com/611915008
https://vimeo.com/611916009
https://vimeo.com/611916409
https://vimeo.com/611917105
https://vimeo.com/611921147
https://vimeo.com/611921147
https://vimeo.com/611921147
https://vimeo.com/611917614
https://vimeo.com/611921383
https://vimeo.com/611918097
https://vimeo.com/611918691
https://www.iadlest.org/training/crime-analysis-webinar


Get your free copy: CLICK HERE 

Topics Covered in 
this Digital Report 
Include:
How Evidence-Based Training 

Developed and Evolved

Read about the necessary ac-
tions, barriers and transition-
ing a department to one of 
evidence-based training. 

How the Science of Human 

Performance Can Accelerate 

Skills Development

Learn how humans acquire 
and retain skills, and keeping 
effectiveness the highest pri-
ority. 

Sustaining a Science-Based 

Approach to Law Enforce-

ment Training and Education

Read about the importance of 
investing in analytics, partner-
ing with researchers and how 
to prevent learning decay. 

Enhancing Hands-On Training 

with Online Learning

Discover the four basic princi-
ples of learning and retention 
to increase performance in 
the field. 

Measuring What Matters: 

The Outcomes and Impact of 

Science-Based Training

Learn how to map perfor-
mance goals to departmental 
and governmental needs to 
reveal areas needing more 
refinement. 

FROM IADLEST 
Why Law Enforcement Needs To 

Take A Science-Based Approach To 

Training and Education 
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https://www.iadlest.org/Portals/0/Files/Documents/IPAC/IPAC%20Science-Based%20Learning-Digital-Report.pdf?ver=57KHOzrqE02h-Cyeieb7Uw%3d%3d
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The National Highway Traffic Safety Administration 

(NHTSA), the International Academy of Public 

Safety and IADLEST sponsor training opportunities 

that are some of the best law enforcement training 

programs offered in the United States.  Available 

through the IADLEST web portal find your training 

at :  

https://www.iadlest.org/ 

These programs, and more, strive to advance the 

professionalism of law enforcement training through 

quality programs, based upon best practices in 

training design and presentation. 

Science-Based Training 
IADLEST and its Partner Advisory 
Committee have created a digital report 
as a reference guide for chiefs, sheriff’s, 
mayors, POST Directors, training 
academy directors and all those who 
have an investment in police training and 
education. 

DDACTS 
Data-Driven Approaches to Crime and 
Traffic Safety (DDACTS) integrates location
-based crime and traffic data to establish
effective and efficient methods for
deploying law enforcement and other
resources.

CRI-TAC 
Law Enforcement Solutions By the 
Field, For the Field, No-Cost Training 
and Technical Assistance for your 
Agency. 

Below 100 
Below 100 is an initiative to reduce 
police line-of-duty deaths to fewer than 
one hundred per year. The Five Tenants: 
• Wear Your Belt
• Wear Your Vest
• Watch Your Speed
• WIN—What’s Important Now?
• Remember: Complacency Kills!

Building Analytical Capacity 
The “Building Analytical Capacity” 
two-day workshop seeks to assist 
top commanders in identifying how 
to support actionable analysis within 
their own departments and use that 
analysis to drive operations. 

TXDOT 
IADLEST and the Texas Department of 
Transportation are collaborating on 
two partnerships to provide law 
enforcement in Texas with a holistic 
approach to increase public safety by 
reducing crashes and other social 
harms through a variety of free 
training workshops and technical 
assistance. 



W 
e often think about use of force training as 

being conducted through firearms range, 

defensive tactics, OC Spray, simulator 

training, some practical exercise scenarios, and written 
testing of knowledge of the laws on the use of force.  

However, we must ask, “Is this enough?” How do we go 

about defending the training we provide on the use of 

force, to our officers? What would a jury expect to hear 

from the testimony of the department training officer or 

the officers-in-question, about their experience during 
training? It is questions like these that this article will 

consider, and hopefully, bring some ideas to developing a 

broader perspective towards defending the officers’ use 

of force training at the academy and agency levels. 

One of the factors trainers should acknowledge, is that the 

use of force training provided should look, long-term, at 

the effects and probability of having that training 
reviewed by the courts. Whether in civil or criminal 

courts, or even an administrative jurisdiction, training 

records and the training acquired by an officer who has 

been involved in a use of force incident can make a huge 

impact on the hearing decision. 

The use of force by an officer has several components for 
review in its aftermath. Good investigators reviewing the 
use of force event need to carefully consider the totality 
of the circumstances that led to the use of force, but also 
all the pre-event factors that occurred in the officer’s 
background.  We usually hear about some of the pre-
event factors, through the media (e.g., past history with 
the suspect, emotional disposition, sleep pattern, stress 
pattern, etc.).   

What may be found when reviewing the officer’s 
training? Well, the officer attended an “820-hour basic 
academy training program that had 40-hours of firearms 
training, a four-hour class on mental health or abnormal 
behavior issues, 40-hours of defensive tactics, four-hours 
of use of force scenarios of which the officer went 
through five use of force scenarios, and two-hours of 
firearms simulator decision-making practice.” The officer 
also attended some in-service training after the basic 
academy that consisted of a two-hour use-of-force legal 
update, four hours of defensive tactics refresher training, 
eight hours of firearms refresher/qualification training, 
and additional training on handling individuals with 
mental health issues.  

We know the training during the basic academy was 
followed up with written testing and scored practical 
scenario exercise evaluations. We don’t often know if any 
of the in-service training was evaluated, and probably 
was not associated with a written or practical examination 
of the officer’s knowledge.  

Do we know if the department conducted the in-service 
training or if in-service training was conducted at the 
academy, through a training vendor location, or another 
department’s facility? Well, the training record should 
show that information. If the in-service training was 
conducted at the agency level, is there a record of the 
training that occurred, including a lesson plan, 
instructor’s name, training manual or handouts, a training 
roster of the class participants, and course evaluation 
materials (test records, student evaluations and instructor 
evaluations)? What about the academy in-service 
training? Did the academy provide lesson materials or 
handouts to the students, and how did the academy 
evaluate the student’s knowledge after in-service training, 
if at all? Were students' written examinations and/
or performance evaluations kept in a course file?   

Well, what about the use of force training? What exactly 
was the officer taught?  For the academy training, it is 
likely that the records of training courses will be kept for 
some time; but how long?  Can you go to the records and 
find all lesson material: required performance outcomes 
and objectives; the lesson plan taught to the class; videos, 
if any; written exercise; written testing; written 
descriptions of practical scenarios and scenario evaluation 
documents? 

What else might we want to provide in our training 
program that would bolster the use-of-force training we 
provide to officers? There is more to having a “complete” 
use of force training program than just firearms, 
defensive tactics, and the law. 

Use of force training should consider other factors.  What 

did the officer learn about writing a use of force report?  

What did the officer learn about the aftermath of the use 

of force incident—such as first aid, communication with 

the dispatcher, identifying witnesses, weapon transfer, 

body-cam evidence, securing the scene, protection of 

evidence, and interviewing and testifying. 

INSTRUCTIONAL TIPS 

By William Flink 

A Total Look At Developing 

USE OF FORCE TRAINING 
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In accordance with what was published in the 
Instructional Tips inside the March 2022 issue of 
Standards and Training Director Magazine, because 
use of force is an area of high liability, all aspects of 
use of force training, scenarios as well as lecture 
content, should be reviewed by legal counsel to ensure 
they are appropriate and legally sound for your state.   

As we consider the avenues where our training 
programs touch on the potential span of use of force, 
let’s think about how we can involve the concept of 
force within other mandated topics. Two common 
lessons where we can support use of force training are 
report writing and first aid. 

How might we make use of force training more 
complete in the basic academy? Well, one thought is 
to encompass your use of force training with other 
training components. For instance, after a recruit has 
learned the state statutory framework for the use of 
force and the case law surrounding the statutory and 
constitutional issues that officers must know, it might 
be useful to set forth a series of homework or desktop 
exercises for recruits to complete and bring back to 
class for further discussion. Whether or not a 
homework or class exercise is used, there will need to 
be an instructor-led discussion about the assignment to 
ensure knowledge transfer is correctly learned and 
evaluated. Both types of assignments can be very 
useful to demonstrate critical thinking skills in the way 
use of force concepts can be legally applied during the 
work of officers. These exercises also provide a broad 
range of possible or actual situations that officers 
might find themselves confronted with on the street. 
Real-life situations are most useful to discuss. As they 
provide additional proof of students comprehending 
the lecture material provided during the legal 
discussion of use of force training.   

Use of force training should be experienced by recruits 
several times during their academy experience.  Why? 
Because they need to practice, practice, and practice 
the important skills necessary in today’s environment. 

Another method to enhance your use of force training 
could be during report writing class. The reports an 
officer writes during academy training, in most 
academy settings, vary among several patrol exercises.  
There is no reason you should not include a use of 
force report, or more than one use of force report, as 
part of the reports written during the report writing 
training.  In the past, grading recruit reports was 
tedious, at best. Today, it is easier than ever to grade 
recruits’ training reports.  It can be done by having the 
officers write their reports and send them by email to 
the instructor or academy class supervisor. This 
provides insight into the recruits’ ability to write 
coherently, and their understanding of the law and use 
of  force  policy. 

Using  grammar  software  (i.e., Scribens, Grammarly, 
or another grammar checker) makes it’s easy to grade 
recruit reports in a minimal amount of time, using an 
academy devised grading rubric. Using grammar 
software eases the ability of academy report writing 
instructors to grade report writing exercises, thus 
providing time to increase the number of reports that 
can be assigned to recruits. Academies and their 
constituent departments should consider this invest-
ment. 

First Aid Training is another subject where there could 
be an emphasis on use of force injuries. Realizing that 
there may be some discussion about injuries in defense 
tactics lectures, a discussion about providing first aid 
for use of force injuries could be well worth the effort. 
Some of the important discussions and practical 
exercises could involve managing gunshot wounds, 
knife or impaled object wounds, broken bones, neck 
injuries, a separate OC Spray refresher, a person who 
stops breathing while in custody, wrist injuries from 
cuffing, and other realistic circumstances that might or 
have occurred, that training staff have knowledge of.  

Another feature that can benefit an officer’s use of 
force training would include having a good rubric for 
your practical scenario exercises. One that provides 
critical analysis and evaluation of the pros and cons of 
the exercise. A rubric should provide the scenario 
graders with clear guidance in grading pass/fail 
exercise objectives. 

Having good post-exercise reviews with the students 
after the use of force scenario exercises is a must.  
Graders should have discussions with the recruits 
immediately after an exercise, to discuss what they did 
and how they are graded. Also, an overall review 
discussion or debrief with the recruit class should be 
conducted after each scenario exercise period. This 
will ensure everyone has an opportunity to raise issues 
or concerns that they may not have understood prior to 
their exercise—to emphasize teaching points that are 
critical to learn before continuing their academy 
training. 

In the communications course group, we should be 
offering information about communication styles, 
body language, foreigners, special needs persons, 
perceptions, proxemics, analyzing belief windows, de-
escalation, non-compliance, and consequences.  
Having a good solid background in communication 
can be a key to safe and uneventful interactions. 

Furthermore, we shouldn’t neglect to review our 
“persons with mental health problems” or “abnormal 
behavior” topics. In many cases today, the media 
focuses on the mental health of suspects as being 
something the officers should have known about in 
their  split-second  decision-making.  Certainly,  there  

Continued on page 64 
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may be signs that a person may be experiencing a 
mental health crisis or event, and maybe there is 
more that can be taught to trainees to make a 
difference in their decision to implement use of force 
to resolve a police action. We’ll leave that for 
another article. 

Here is a training experience, not usually found in 
basic academy training. It is presenting scenario 
results before a mock use-of-force or shooting 
review board. In one state of familiarity, the 
academy classes were put through an exercise before 
a mock use-of-force review board. Not every recruit 
in each class presented their scenarios, but there was 
an effort to give the recruits some experience, or to 
be able to visualize, what a use of force review 
process might entail, should they have to go before a 
panel to justify their actions during a call for police 
response. 

The use-of-force review board exercise went like 
this. During the practical scenario exercises, if the 
recruit found it necessary to engage in some manner 
of use of force, that recruit(s) was required to write a 
report on 1) the call they received to respond to; 2) 
the circumstances they encountered, their partici-
pation in the scenario; 3) how the scenario con-
cluded; 4) what type of use of force was used; 5) the 
outcome of the use of force; and 6), any evidence 
that was secured from the scenario scene. They 
would write their report just how they recalled it 
occurred—as would be done in real-life. The report 
would be graded by the report writing instructor or 
class supervisor, and a copy was given back to the 
recruit. Near the conclusion of the academy session, 
before graduation, a mock shooting review board 
was held. Due to time, three reports were chosen by 
the class supervisor to be heard during the mock 
shooting review board exercise. One report was 
chosen due to its outstanding description and 
completeness, as an example of how a report should 
be prepared. A second report was chosen that was 
not as complete; maybe it had some flaws in its 
description or facts. A third report was chosen 
because it was a poor example of what a report 
should describe, or lack of procedure, evidence, or 
cause to use force.  

The three writers of the reports were notified a few 
days prior to the mock exercise and told to prepare 
to present their exercise before the class.  They were 
given instructions to be able to diagram the scenario 
exercise they participated in. They were told to be 
ready to do their best. They were not told how they 
would make their presentation before the class.   

On the day of the exercise, the three recruits were 
sequestered in a separate room. The class was 
informed of the mock use-of-force review board 
exercise the  three  recruits  were going to participate 

in. A five-member panel of individuals making up the 
review board was assembled in another room. In one 
such review board exercise, the panel included the 
academy report writing instructor, the lawyer who had 
taught the recruits laws of use of force, the Academy 
Director, the State Commissioner of Public Safety, 
and the Basic Training Bureau Chief. The proceeding 
was video-recorded into the recruit classroom from 
the mock hearing room. Each recruit was allowed 30 
minutes to make their presentation. 

The results found, that the recruit who wrote the best 
report did an excellent presentation and was able to 
recall events and diagram the event as it was 
presented during the scenario exercise. The second 
recruit had some problems answering the questions 
from the panel, but was able to offer a fairly good 
representation of what had occurred.  The mistakes 
were noted by questions the panel asked the recruit, 
such as from his verbal testimony, which raise 
questions such as “Why isn’t that in your report?” 
“Are you sure that is what happened?” Panel 
questioning was somewhat uncomfortable for the 
recruit presenting before the panel. The third 
presentation had many problems both in recalling the 
event and in making the presentation before the 
panel—a lack of information, problems recalling 
facts, poor diagraming, etc. 

At the end of the presentations, the panel came into 
the recruit classroom to have a discussion with the 
class. The pros and cons of lessons learned were 
discussed. 

What did the class learn? Write better reports. Be 
prepared to defend your actions before an 
administrative panel or jury. Include everything you 
know about the incident, including every piece of 
evidence collected in your report, if you provided first 
aid—document it, list all people involved in the event, 
collect all evidence, diagram all use of force events, 
and much more. The class also learned that if it isn’t 
documented, it didn’t happen. Document, document, 
document!  The recruit classes were one step closer to 
being better prepared to go out into the real world and 
do their jobs. 

The use-of-force review board exercise can be 
implemented before the last series of academy 
practical scenario exercises or after all exercises have 
been presented.  The emphasis should be on whether 
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DDACTS 2.0 
DDACTS is a proven, evidence-based system shown 

to reduce traffic crashes AND crime in the 

communities that have implemented the system. 

The Operational Guidelines document will give you 

a better understanding of the underpinnings of 

DDACTS 2.0 and the techniques used to achieve 

the goals of reduced crime and crashes. 

It will show you how to make better use of your 

patrol officer’s uncommitted time. 

No specialized software programs are required, 

and loads of training, both online resources and in-

person classes are available at no-cost to depart-

ments. 

The program scales to both large and small police 

departments.  You owe it to your department and 

to the community you serve to inform yourself 

about DDACTS 2.0. Click the  link below. 

DDACTS 2.0 Operational Guidelines 

Federal Training Opportunities for Law 

Enforcement Officers 

There are a number of opportunities for local, state, 

and tribal law enforcement officers to attend 

training presented by the federal government. 

IADLEST maintains a web page listing federal 

agencies that present this instruction, and some 

listings have available course catalogs identifying 

the training programs that are available for those 

law enforcement officers to attend. 

Federal Training Opportunities information can be 

view at: HERE 

• Discuss US Supreme Court decisions and

state-specific statutes that have impacted

and governed vehicular pursuit operations

• Discuss the components of the IACP

vehicular pursuit policy guide

• Compare your agency's current pursuit

policy with the IACP pursuit guidelines

• Develop an action plan for your agency that

supports vehicular pursuit operations and

addresses any weak or missing areas
within the current pursuit policy

Approved for in-service credit in the 36
States that participate in NCP. 

Create Your Login

The Pursuit Policy Workshop is a one-hour, 
NCP Certified training module

(Continued from page 64) 

the academy program is going to have students write 
one last series of reports before they graduate, as one 
last evaluation of report writing and performance of 
crime scene management. 

Lastly, I hope this Instructional Tips article has given 

instructors and academy staff a chance to consider better 

developing their use of force training. There are sure to 

be other important areas in the academy programs that 

could be associated with better preparing officers for 

use-of-force events. This article has just touched on a 

few of them.   
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https://www.iadlest.org/Portals/0/Files/Documents/DDACTS/Docs/DDACTS_20_OpGuidelines_06_06_21.pdf?ver=f2v3AdZ1JLX_NxhVsaQrxQ%3d%3d
https://www.iadlest.org/training/federal-training-for-le
https://r20.rs6.net/tn.jsp?f=001crPWylydqdYRq-tzQnmsl8Bbb6dg6Ff_TKk09xmkfrN2yFsOp0NUdhA27ar5xS6x3yWDaARCz853SF6cTEw5Ywy9rsP85nwMCg3bUmOEDSj9adqcAZKOZ3a7KeXCgP5sF1hIIpH-wUvn0k1FgotWn2p0armDSQ5q1FsHy7gN8WZzNbmLEHwaqTU6eYyUbSBDIvfrwgeubJtcowcFGfiQkQ==&c=xQAb0rmT
https://r20.rs6.net/tn.jsp?f=001crPWylydqdYRq-tzQnmsl8Bbb6dg6Ff_TKk09xmkfrN2yFsOp0NUdhA27ar5xS6x3yWDaARCz853SF6cTEw5Ywy9rsP85nwMCg3bUmOEDSj9adqcAZKOZ3a7KeXCgP5sF1hIIpH-wUvn0k1FgotWn2p0armDSQ5q1FsHy7gN8WZzNbmLEHwaqTU6eYyUbSBDIvfrwgeubJtcowcFGfiQkQ==&c=xQAb0rmT
https://www.firstforward.com/Marketplace/Detail/1b6b5722-4566-11e7-8e07-001b219f8cb3?query=pursuit&showRegModal=False&returnPage=Marketplace
https://www.iadlest.org/training/pursuit-training


“A Quest For Professionalism” 

  Available For Purchase ! 

Written with a view on law enforcement, with an emphasis on standards and training from the past to the 
present.  More than 700 pages filled with interesting facts, collected from historical manuscripts and writings 
of the times, and capturing actual records and memories of the persons involved in the decision-making of 
NASDLET and IADLEST.  

This book is a cumulative history of law enforcement events, 
leading up to and beyond the creation of state agencies of 
government that continue to oversee how we select and maintain 
law officers employed within our police agencies.  It emphasizes 
many of the activities that the states and federal government, as 
well as other associations, undertook to raise awareness and 
execute programs that enhance public safety.  It also renders, in 
one source document, the historical discussions and decisions of 
the International Association of Directors of Law Enforcement 
Standards and Training. 

A Quest For Professionalism is on sale 
through the International Association of 
Directors of Law Enforcement Standards 
and Training (IADLEST).  Have questions?  

Contact Yvonne at: Yvonne@iadlest.org 
or by calling 208-288-5491. 

Compiled as never before, looking at the roots of professionalism 
and measures to achieve it, this material has the means to change 
how historians, educators and our criminal justice academies teach 
the history of law enforcement. The information clarifies and 
corrects details, and provides the important source information to 
support what has been written. 

“Just received the history of IADLEST.  Great job.  Thank you.  This will also be a 

great source of reference for my college classes I teach.  I didn’t realize it would 

be so comprehensive.”     ~ Dave Harvey

“I am in receipt of your groundbreaking tome.  The summaries do not do it 

justice.  It is certainly much more impressive in person.”     ~ Dan Zivkovich 

“An outstanding piece of work.”     ~ John O’Leary, Attorney

“ . . I got my book and it is a masterpiece!”  ~ Earl Sweeney 

$40.00 for members 

$60.00 for non-members 

Sold through the IADLEST Store:  CLICK HERE 

 66 

https://www.iadleststore.org/product-page/a-quest-for-professionalism


What Does IADLEST Membership 
Provide You With? 

For more information about the International Association of Directors of Law 
Enforcement Standards and Training, contact Executive Director Michael N. Becar, at 

mikebecar@iadlest.org or telephone 208-288-5491.   

Network of Peers: 

Exchange ideas and  experiences regarding standards, 

certifications, and course development with fellow 

IADLEST members who face similar challenges. 

Professional Development: 

Participate in our national training conference, 

access our professional development library, 

and find the information you need. 

News: 

Receive Quarterly Member publications that 

share ideas and innovations, saving you 

research time. 

National Decertification Index: 

Access this clearinghouse for persons 

decertified as law enforcement officers 

for cause. 

Online Resources: 

Access the knowledge you need, 

when you need it, thru IADLEST.org, 

to stay current on training issues. 

NLEARN: 

Our network for training entities, 

assessment and testing strategies, 

and inter-Academy queries. 

Voice in Legislation: 

Find strength in numbers by having 

input on national policies affecting 

law enforcement standards and 

training. 

Job Postings: 

Utilize IADLEST’s online ads to 

reach the best candidates and 

employees in your profession. 
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IADLEST MEMBERSHIP 

Categories of Membership 

POST Director 

This is an agency membership available to the director or chief executive officer of any board, 
council, commission, or other policy making body, which is established and empowered by 
state law and possesses sole statewide authority and responsibility for the development and 
implementation of minimum standards and/or training for law enforcement, and where 
appropriate, correctional personnel.  Includes 2 complimentary members. 
Annual dues in this category are $400.00. 

Academy Director 

Available to any director, or person in charge of administering a law enforcement training 
academy responsible for the basic and/or in-service training of law enforcement 
officers.  Includes 2 complimentary memberships. 
Annual dues in this category are $300.00 

General Member 

General membership is available to any professional employee or member of an agency 
headed by a director, a criminal justice academy, board, council, or other policy-making body, 
or foreign equivalent, who is actively engaged in the training/education of law enforcement, 
and where appropriate, correctional personnel. 
Annual dues in this category are $125.00. 

Life Member 

This membership is available to members who conclude their service in the position which 
provided eligibility for their membership and whose contributions to IADLEST have been 
significant. 

Sustaining Member 

Sustaining membership is limited to any individual, partnership, foundation, corporation, or 
other entity involved directly or indirectly with the development or training of law 
enforcement or other criminal justice personnel. 
Annual dues in this category are $300.00. 

Corporate Member 

IADLEST Corporate memberships are available to any corporation that is involved in or 
supports law enforcement standards or training. 

• Small- Under 100 employees. Includes 5 complimentary sustaining
memberships.        Annual dues $1,000

• Medium- Up to 500 employees. Includes 10 complimentary sustaining
memberships.        Annual dues $2,500

• Large- Over 500 employees. Includes 20 complimentary sustaining
memberships.        Annual dues $5,000

International Member 

Available to any international (outside the United States) employee or member of an agency, 
academy, board, council, or other policy-making body, who is actively engaged in the training 
or education of international law enforcement personnel. 
Annual dues for this category are $50 



IADLEST Standards & Training Director Magazine 

Author Guidelines 

   The IADLEST Standards & Training Director Magazine is a publication to bring association information to its 
membership and law enforcement academy personnel. It is designed to enhance knowledge about 
standards and training development for discussion and implementation.  The 
IADLEST Standards & Training Director Magazine is developed as an online-only 
publication, offering readers, worldwide, dynamic and expansive knowledge 
about setting “best practice” standards and training for law enforcement, 
criminal justice, and other public safety officers. 
   The IADLEST Standards and Training Director Magazine accepts articles on 
virtually any topic related to law enforcement standards setting, training 
development or training enhancement. As an association periodical, we do not 
accept articles that are directed to advertise a specific product or service. 
However, we do accept advertisements in a graphic format. 

Preparation 
   Feature articles can be 2,000-3,000 words in length. Shorter articles are 
accepted between 500-1,000 words, or about 1 to 2 pages.  A short author 
biography may be included with the article.  Articles should include the name of 
the author(s), position or title, organization, and email address. 

   Articles should be written in Microsoft Word (.doc or .docx).  Do not send any 
other text software format.  Approved fonts are Arial or Times New Roman.  
Font size should be 11pt.  Line spacing should be at 1.08.  Paragraph spacing 
should be at 0 pts above paragraph and 6 pts after paragraph.  Reference 
citations should be noted by endnotes.  Graphics and photographs are 
encouraged, however, do not embed graphics or photographs in the text. 
Graphics or photographs may be included with suggested placement in the 
article, however, final placement will be the decision of the magazine editorial 
staff.   

   Upload submissions and any photographs or graphics attached to an email 
addressed to: STDM@iadlest.org 

IADLEST Standards and Training Director Magazine staff members judge 
articles according to relevance to the audience, factual accuracy, analysis of the 
information, structure and logical flow, style and ease of reading, and length. 
IADLEST staff reserve the right to edit all articles for length, clarity, format, and 
style. 

Relevance to the Audience and Factual Accuracy 

   IADLEST’s Standards & Training Director Magazine provides a forum for 
information exchange throughout the criminal justice standards and training 
community. Our readers consist of instructors, supervisors, midlevel managers, 
law enforcement academy directors, directors of peace officer standards and 
training agencies within the United States, and various national and 
international law enforcement training institutions, worldwide.  Our readership 
has various levels of English language comprehension and reading abilities. Most have limited time for 
reading articles. With that in mind, authors should present material in clear, concise, and understandable 
terms. 

Contributors’ opinions and 
statements should not be 
considered an endorsement 
by IADLEST for any program, 
or service. The IADLEST

Standards and Training 

Director Magazine is 
produced by the staff of the 
IADLEST. 

Send article submissions, 
comments, or inquiries to 
our e-mail address, or mail 
them to:  

Editor, 
Standards & Training 

Director Magazine, 
IADLEST,  
152 S. Kestrel Place 
Suite 102,  
Eagle, Idaho 83616. 

Web Address 
https://www.iadlest.org/news/

magazine 

E-Mail Address

STDM@iadlest.org

Copyright 2022
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