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No officer begins a shift hop-
ing to use force, and no pol-
icy debate should obscure 
the genuine tragedy when 

a life is lost. A recent Times Union ar-
ticle highlighted the profound grief of 
families when police encounters turn 
fatal and raised questions about officer 
accountability. But characterizing the 
rare prosecution of law enforcement as 
a lack of political “appetite” or a flaw 
in the law overlooks legal, biological 
and structural realities that the public 
deserves to understand.
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In the aftermath of September 11th, much was 
made of missed opportunities—an inevitable part 
of evaluating any major event. One of the central 
lessons was the importance of interagency cooper-

ation and the need to break down silos between federal, 
state, and local partners. Who 
knew what, when, and how 
that information was shared be-
came critical questions. Today, 
we see the results of that shift: 
participation in Joint Terrorism 
Task Forces, collaboration with 
a U.S. Marshals violent crime 
task force, and stronger integra-
tion with our federal and state 
partners across the board.

Radio interoperability was 
an issue—could police speak 
with fire, EMS, or neighboring 
agencies in real time? We have 
certainly made progress, yet 
there remains work to be done. 
Law enforcement continues to 
serve as the nation’s first line of 
defense in the homeland. The 
question we must ask ourselves 
is whether we are truly prepared for what may come 
next. Is your agency on the cutting edge of preparedness?

Consider the issues currently generating debate and 
division: immigration enforcement, criminal justice re-
form, the ongoing “catch and release” cycle, and rapid 
technological advancements such as the proliferation 

of LPR systems. Support for law enforcement remains 
strong, yet so do the attacks on those very same insti-
tutions charged with protecting our communities. Every 
unfortunate outcome of a police–citizen interaction is 
second‑guessed, often without context or understanding.

In the years immediate-
ly following September 11th, 
many of these debates would 
not have been given a second 
thought. It’s time to return to 
common ground—focused on 
protecting our communities 
and ultimately our nation and 
way of life.

Finally, we must never 
forget those lost on that fate-
ful day: the brave individuals 
who ran toward danger, ful-
ly aware of the gravity of the 
situation.  We must continue 
to support those still suffering 
from 9/11‑related cancers and 
illnesses, whose numbers now 
exceed the losses from that day.

We owe it to them and to all who came before us to 
remain vigilant, prepared, and united.

Fraternlly yours,
David Catholdi
President NYSACOP

FROM THE PRESIDENT

President
Chief  David Catholdi  
Town of Brighton Police Department

Reflecting on 25 years after
September 11, 2001
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My Uncle Bill had a walking beat at the 
corner of Main Street and Goodman 
Street in Rochester, New York. He didn’t 
have a portable radio. Instead, he used a 

callbox to contact the station and find out whether he 
needed to respond to any calls.

My father had a walking beat at Dewey Avenue and 
Stone Road in the Town of Greece. There was no call 
box there, so the sergeant would drop him off at the 
beginning of his shift and make 
sure he had a nickel to call the 
station once during the night 
from a payphone. Portable radi-
os had been invented, but they 
were large, heavy, expensive, 
and not yet widely used in law 
enforcement.

One generation later, I had 
a portable radio and a patrol car 
equipped with a radio, mobile 
data terminal (MDT), and even-
tually a car‑mounted camera. I 
was a trainer when we first put 
MDTs in our cars. It was a little box with maybe a five‑
inch screen, and at the time it was cutting‑edge tech-
nology.

Technology changes quickly, and law enforcement 
technology changes constantly. But the fundamental 
principles of managing technology remain remarkably 
consistent:

Policy. Training. Auditing. Discipline.

The debate surrounding Automatic License Plate 

Reader (ALPR) technology has reached an important 
point, but I believe those same principles provide a path 
forward.

Every significant advancement in law enforcement 
technology has created not only new capabilities, but 
also new opportunities for misuse. When MDTs were 
introduced, officers could suddenly run license plates 
from their patrol cars instead of calling a dispatcher. 
That was an enormous improvement in efficiency. But 

access to that information was 
intended for legitimate law en-
forcement purposes, not per-
sonal ones. That required pol-
icy governing the technology, 
training on its appropriate use, 
auditing to identify potential 
misuse, and meaningful disci-
pline when violations occurred. 
ALPR should be approached the 
same way.

ALPR has become a pow-
erful investigative tool for law 
enforcement. It can help inves-

tigators identify vehicles associated with crimes, devel-
op investigative leads, locate wanted persons or stolen 
vehicles, and reconstruct vehicle movements relevant 
to an investigation. But technology’s power also creates 
opportunities for misuse. The answer is not to ignore 
those risks. The answer is to manage them.

Policy

The first step in implementing any powerful law 
enforcement tool is sound policy. We don’t simply 

FROM THE EXECUTIVE DIRECTOR

Chief/Ret. Patrick Phelan

Principles of Managing Technology
Remain Remarkably Consistent

Chief/Ret. Patrick PhelanChief/Ret. Patrick Phelan

Principles of Managing Technology

Continued on Page 9
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hand an officer a firearm without rules governing its 
use. Agencies establish extensive policies defining 
when and how that tool may be used and what hap-
pens when those rules are 
violated. ALPR should be 
no different.

Agencies should have 
comprehensive, clearly 
written policies governing 
appropriate and prohibit-
ed uses of ALPR systems. 
Those policies should 
address who may access 
the system, permissible 
search purposes, docu-
mentation requirements, 
data retention, informa-
tion sharing, supervisory 
responsibilities, auditing, 
and consequences for 
misuse. There should be 
as little ambiguity as rea-
sonably possible about what constitutes appropriate 
use.

Training

Policy means little if personnel don’t understand it. 

Training should cover more than simply how to operate 
the ALPR system. Officers, investigators, supervisors, 
and others with access should understand the agency’s 
policy, the legitimate purposes for which the system 
may be used, and the types of searches or activities that 
are prohibited. Personnel should understand not only 

what they can do with the 
technology, but what they 
may do under agency pol-
icy and applicable law.

Auditing

Auditing is one of the 
most effective manage-
ment tools available to a 
police executive. When 
I was with the Greece 
Police Department, we 
audited just about ev-
erything. We audited the 
property room. We au-
dited domestic incident 
reports. We audited in-
ventories of issued equip-
ment. The concept is rela-

tively simple.

Want to conduct a spot audit of your property room? 
Pull ten property custody reports and go into the prop-
erty room to make sure the property is actually there 

Keep Your NYSACOP Profile Up-To-Date:
Make sure that your contact information including e-mail, ad-

dress and phone numbers are current.  This database is the 

source for providing you with all our publications, information 

and other important resources.

You can retrieve your username or reset your password from our
website at nychiefs.org

Continued on Page 10

Executive Director
Continued from Page 7

http://nychiefs.org
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and stored where it is supposed to be. Then reverse the 
process: select ten pieces of property and make sure 
each one has the appropriate documentation. Docu-
ment your findings and repeat the process periodically. 
You now have a basic auditing system. ALPR should 
be treated similarly.

Agencies should conduct regular random audits of 
ALPR activity supplemented by more comprehensive 
periodic reviews. Supervisors should examine searches 
to determine whether they were conducted for legit-
imate purposes and in accordance with policy. Many 
ALPR systems also maintain audit logs or other ad-
ministrative records that can make this process consid-
erably easier.

Auditing serves two important purposes. It can un-
cover misuse when it occurs, and knowing searches are 
subject to review can deter inappropriate use before it 
happens.

Discipline and Accountability

ALPR is a powerful tool, and intentional misuse 
of it should be taken seriously. Investigate violations 
promptly, and apply discipline consistently and in 
proportion to the seriousness of the conduct. In cas-
es involving deliberate or serious abuse, significant 
discipline—including termination when warranted—
should be available. 

Accountability matters not only internally but pub-
licly. Cases involving misuse may receive considerable 
attention, and critics of ALPR may point to those cases 
as evidence of the technology’s risks. But an agency’s 
response to misconduct matters, too.

The public should be able to see that law enforce-
ment agencies establish clear rules, monitor compli-
ance, investigate suspected violations, and hold per-
sonnel accountable when those rules are deliberately 
violated. That is how institutions show that safeguards 
are meaningful, not merely words on paper.

The Path Forward

The technology has changed dramatically since my 

uncle stood his post at Main and Goodman and my fa-
ther carried a nickel so he could call the station from a 
payphone. The responsibility of police leadership has 
not. Every generation of law enforcement leaders has 
been required to introduce new tools while establishing 
appropriate controls over their use. ALPR is simply the 
latest example.

If agencies misuse this technology or fail to control 
it properly, public trust will suffer. But if law enforce-
ment leaders establish strong policies, provide mean-
ingful training, conduct regular audits, and hold per-
sonnel accountable for misuse, they can demonstrate 
that powerful technology and responsible policing are 
not mutually exclusive. The technology may be new. 
The principles for managing it are not new: Policy. 
Training. Auditing and Discipline.

Police memorial at the New York State fair on August 
31st, 2026. President Dave Catholdi spoke and 1st Vice 
President Steve Rotunno was master of ceremonies.

Executive Director
Continued from Page 9
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Continued from Page 1

To be clear: This is not a defense of intention-
al officer malfeasance. Experienced police leaders 
know the difference between deliberate miscon-
duct and high‑stress human 
error. I have spent my career 
advocating for a progressive, 
evidence‑based approach to 
mental health crises. My de-
partment, the Colonie Police 
Department, has been recog-
nized across the region and 
nation for leading this shift.

Yet the public must consid-
er the physiological and cog-
nitive realities of split‑second 
decision‑making. Under severe 
stress, human cognition chang-
es dramatically, imposing bio-
logical limits on processing speed and perception that 
no amount of classroom instruction can eliminate.

When agency or tactical errors occur, civil 
courts exist to provide accountability. But convert-
ing split‑second decisions under acute threat into 
criminal culpability is wrong.

Under the unanimous U.S. Supreme Court de-
cision in Graham v. Connor (1989), force must be 
evaluated from the perspective of a reasonable of-
ficer on the scene, not with 20/20 hindsight. Even 
as the court’s unanimous ruling in 2025’s Barnes v. 
Felix reaffirmed the need to examine the broader 
timeline of an encounter, it explicitly rejected using 
hindsight to construct an endless series of counter-
factuals (”could have, would have, should have”) to 
judge survival decisions.

Dismantling New York state’s long‑held justifi-

cation standards, laid out in Penal Law Article 35, 
and inserting vague statutory phrases like “force 
as a last resort,” “minimum force necessary,” “of-
ficer‑created jeopardy” or “proportionality” would 

not make communities safer. These subjective stan-
dards invite endless second‑guessing. Worse, they 
strip officers of the fundamental ability to predict 
the lawfulness of their own conduct under extreme 
stress. This uncertainty risks introducing deadly 
hesitation into decisions where hesitation itself can 
be fatal for officers and the public alike.

Nor should we ignore our collapsed mental 
health infrastructure. As noted in the Times Union’s 
own reporting, mental health advocates routinely 
point to the broken “revolving door” of hospital 
emergency rooms that release individuals in crisis 
within hours. Mobile crisis teams regularly request 
police co‑response due to the volatility of these 
calls. This is a clear measure of how intertwined 
safety and clinical care have become.

COVER STORY

Continued on Page 13

Police Accountability and the
Realities of Policing By James Gerace
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Shifting legal standards does not fix this crisis. 
It merely casts frontline personnel as villains while 
ignoring underlying system failures.

When society or prosecutors punish police of-
ficers for systemic breakdowns, it creates the illu-
sion that a problem has been solved while burying 
the very organizational vulnerabilities that guaran-
tee the next tragedy will happen.

To address those vulnerabilities, the Colonie 
Police Department has partnered with the state 
Office of Mental Health to route appropriate crisis 
calls directly to clinical resources at the 988 Life-
line. We are connecting individuals to counselors 
before police are ever dispatched. Furthermore, 
our specialized Vulnerable Populations Team co-
ordinates directly with county mental health staff, 
nonprofit care providers and emergency medical 
services to address root causes for those who re-
peatedly turn to crisis services.

When officers must respond, they are support-
ed by evidence‑based scenario training, human 
performance science and command‑level policies 
on strategic disengagement. These policies ex-
plicitly authorize and instruct our teams on how 
to safely withdraw from volatile encounters when 
there is no underlying crime or imminent threat to 
public safety.

True reform requires fixing our broken mental 
health infrastructure, using civil courts where ap-
propriate, and investing in scenario‑based training 
grounded in human performance science. 

The rarity of criminal prosecutions is not a fail-
ure of accountability; it’s the reality of officers act-
ing in compliance with the law and their training 
under life‑threatening stress. Our collective efforts 
should focus on resolving crises before an officer 
is ever dispatched, while equipping officers with 
training that respects human biological limits in-
stead of criminalizing those tasked with navigating 
those limits in split‑second survival decisions.

COVER STORY
Continued from Page 12
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Much is expected of a leader.  A short list of 
leadership expectations might include, set-
ting the example, building relationships, car-

ing for and developing others, providing a vision for the 
future, holding subordinates accountable, establishing 
policies, setting department goals and so on…

Executive training sessions often include a section 
on managing expectations.  This typically means man-
aging what is expected of subordinates.  In leadership, 
there is also the concern of expectations placed upon 
the leader, either by outside forces (politicians, subordi-
nates, community members, etc.) as well as the expec-
tations the leader places on him or herself.

The late Ralph Marston, an 
American football player, has 
been quoted as saying, “Don’t 
lower your expectations to 
meet your performance.  Raise 
your level of performance to 
meet your expectations.  Ex-
pect the best of yourself, and 
then do what is necessary to 
make it a reality.” 

This is good advice.  Who could argue with the 
premise as stated by Mr. Marston?  Certainly, expect-
ing more of yourself and your organization can have 
a positive effect on individual and organizational per-
formance.   By setting expectations high enough, often 
enough, you and your team will strive to meet them and 
sometimes, even surpass them.  

Many, if not most, leaders would agree that high 
expectations are a positive force for good in an orga-
nization and a leader.  But like many things in life and 
leadership, two things can be true at the same time.  
High expectations are a force for good, but they can 
also be a negative presence in our lives that we often do 
not even notice.  

Expectations are a powerful presence in life.  Many 

people struggle their entire lives to meet the expecta-
tions placed upon them by parents and teachers during 
childhood.  Leaders frequently start their leadership 
journey trying to meet all expectations, all the time.  
Unmet expectations are a frequent path to burnout and 
possible self‑destructive behavior in leaders.  Especial-
ly if those expectations were unrealistic to begin with.

The pressure is always on a leader to meet expecta-
tions.  The pressure comes from within, or from others.  
As noted above, striving to meet high expectations can 
produce high levels of performance, but what happens 
to the individual leader that meets all expectations?  
The answer is, they have more expectations piled upon 

them, and pretty soon they 
have too many of them. 

Leaders are often taught 
to recognize and address this 
phenomenon in their organi-
zations.  It is often the best of-
ficers who are tasked with ever 
more work.  When an officer 
does a good job on one thing, 

they are tasked with another.  The more successful they 
are at those jobs, the more jobs they are assigned.  This 
is compounded by their own internal expectations to 
strive for excellent performance by volunteering and 
seeking out more responsibilities.   

Soon enough they are not only making the most 
high‑quality arrests on the shift, they are doing some 
administrative duties, transporting prisoners, being sent 
to training,  working on a department project, instruct-
ing at the academy, etc…  Again, this is not always a 
bad thing and hard work is a quality we should look for 
in future leaders, but as leaders, we know that that high 
performing officers need balance.  The shift and depart-
ment need a balanced workload.

  It may be easier for leaders to assign additional 
tasks to our best workers since we know the job will get 

Factors in Leader Development:
Expectations
By Greg Veitch, Retired Chief of Police from Saratoga Springs, NY

people struggle their entire lives to meet the expecta

Continued on Page 15
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done properly and we do not need to keep checking up 
on them.  But experienced leaders also know this can 
lead to burnout and other negative consequences in the 
long run.

All expectations create friction and pressure in 
life.  That pressure must 
be released somehow.  
Not always, but often 
enough, the pressure to 
meet expectations leads to 
self‑destructive behavior 
in leaders trying to relieve 
the pressure.  

How many times have 
we seen high level politi-
cal, religious, or business leaders, athletes and actors 
have a spectacular public failure or scandal?  A deep 
dive into the causes of these failures often reveals an 
individual trying to meet impossible expectations.  The 
pressure to meet those expectations, real or imagined, 
builds until it explodes in a catastrophic failure. 

Sadly, leaders can usually see this in others, but not 
themselves.   For example, a police chief may have an in-
ternal expectation that they should be the hardest worker 
in the department.  That internal drive to meet a self‑im-
posed expectation is not necessarily a bad thing, espe-
cially not early on in their leadership journey.  In fact, 
it has served the chief well in bringing him or her to the 
highest position in the department.  On that basis alone, 
the chief may justify their internal drive to meet their 
own expectations, which is not necessarily a bad thing. 

However, upon closer inspection, we might find 
that our hypothetical chief needs to release the pressure 
to meet their own expectations somewhere, somehow.  
Over the years the chief may have chosen the job over 
family much too often.  They may have relieved the 
pressure through other addictive or inappropriate be-
haviors that were never really a problem, until they 
are.  They may have secretly taken shortcuts.  They 
may have manipulated people and situations to their 

own personal short‑term 
benefit.  None of these 
things may have result-
ed in a disastrous public 
scandal for the chief (yet), 
but the question needs to 
be asked, is this how true 
leaders behave?

Since leaders are of-
ten unaware of the pres-

sure that too many or unrealistic expectations have on 
them, there are a few habits that can help relieve the 
pressure of unmet expectations for a leader before the 
pressure builds too much. 

Develop a core group of trusted advisors.  The value 
of having a few people in your life and at work who can 
truly give honest feedback to you as a leader cannot be 
understated.  When leaders have a spectacular failure, 
it often comes as a dramatic surprise to many.  Unfor-
tunately, it is also true that those closest to the leader 
probably knew it was coming at some point.  It is those 
people who know the leader best, who are in a position 
to help the leader recognize the building pressure, even 
if the leader cannot.  And it should go without saying 
that it is important to listen to and accept the feedback 

Expectations
Continued from Page 14

Continued on Page 16
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from your trusted group of advisors before it is too late.  

Delegate more.  Of course, some tasks cannot be 
delegated, but no leader should assume that because 
some tasks cannot be assigned to someone else, that 
all tasks cannot be assigned elsewhere.   This is not al-
ways easy for leaders who expect perfection of them-
selves and their subordinates.  Many leaders take pride 
in being the department’s “go‑to” person.  Delegating 
as much as possible won’t change your status from the 
“go‑to” person to the “never‑go‑to” person.  There al-
ways is and always will be enough police work to be 
spread around. 

Learn to say no without guilt.  You do not need to 
instruct every topic for the department and the local 
academy.  You do not need to sit on every single com-
mittee.  You do not need to attend every fundraiser in 
the community.  You do not need to…  It is not possible 
to meet all expectations, all of the time, including your 
own.  There will always be more expectations for you 
to meet so saying no to some will help relieve the con-

stant pressure a leader is always under. 

Give yourself grace.  Leaders must understand that 
there will always be expectations put upon them that 
they will never be able to meet.  You cannot outwork 
unrealistic or too many expectations.  What you can do, 
if you are not careful, is sacrifice what is important to 
you in an attempt to do so.  So, leaders must give them-
selves permission to take a personal retreat every now 
and again to take the pressure off trying to meet every 
expectation.  To get back to the things that they once 
loved.  To go back to the things that ground them in life, 
so that they can use the positive side of working to meet 
expectations in a healthy way.

Mr. Marston is not wrong.  Expectations can be a 
positive force for good for individuals and organiza-
tions.  It is also true that there is a downside to expec-
tations in leadership as well.  The pressure to meet the 
expectations of others, as well as the expectations we 
hold for ourselves, can lead to some pretty negative 
consequences if we are not careful.  Effective leaders 
will recognize the often‑hidden dark side of expecta-
tions and take steps to avoid falling victim to their own 
pursuit of trying to meet never ending expectations.

Expectations
Continued from Page 15
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Moth to the Flame
By Chief Stuart K. Cameron- Old Westbury PD

CHIEF’S CORNER

Police officers know the feeling all too well.  
They need to stop on a busy high‑speed road-
way.  It could be to remove debris; to handle 
a motor vehicle accident or a disabled motor-

ist; or it could be to stop a car for a traffic violation.  
Whatever the reason, the feeling is 
the same.  After the patrol car has 
been properly positioned and the 
emergency lights are activated, the 
officer hopes that passing motorists 
will see the lights in time and pass 
by the scene safely.  Sadly, far too 
often they don’t, hitting police cars 
or officers out on foot with cata-
strophic results.  

Every year across the United 
States crashes involving vehicles 
striking stopped police cars, fire ap-
paratus, ambulances and tow trucks 
have become a troubling and per-
sistent issue.  Many of these crashes 
occur on highways or busy major roadways, and far too 
often, officers or other first responders who are outside 
their vehicles on foot are seriously injured or killed.    

To reduce incidents of emergency vehicles being 
struck, many states have enacted move over laws that 
require passing vehicles to move over or slow down to 
avoid these types of incidents.  These laws have helped 
improve awareness, but compliance is inconsistent.  
Some drivers fail to notice emergency scenes until it 
is too late to act.  Other drivers become confused by 
the sudden visual environment created by multiple 

emergency vehicles with bright flashing lights ahead of 
them in the roadway.

Understanding how drivers perceive emergency 
lighting is a critical safety issue to effectively reduce 

these types of crashes.

Most first responders are famil-
iar with the terms secondary crash 
or secondary collision.  Secondary 
crashes occur when the disruption 
caused by a primary incident causes 
a second incident to occur.  Second-
ary crashes can occur for a variety 
of reasons including a disruption 
in traffic flow, abrupt change of 
speeds or rubbernecking.  They can 
occur in both the same direction of 
travel as the primary incident or in 
the opposite direction.  All too often 
these secondary crashes involve a 
parked emergency vehicle or a first 

responder being struck.

Secondary crashes are not anomalies; they occur 
frequently.  Police officers, other first responders and 
tow truck operators are very vulnerable at scenes be-
cause they must work within inches of moving traffic, 
often at night or in other low‑visibility conditions.

Historically, police departments believed the best 
way to protect their officers was simple, equip their pa-
trol cars with emergency lighting that is brighter, faster 

Continued on Page 18
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and more attention generating.  Research indicates that 
this may not be the case.

Emergency vehicle lighting has evolved signifi-
cantly over the last several decades.  As depicted in 
the Adam‑12 series, many older police vehicles were 
equipped with simple flashing lights.  Other police cars 
had rotating beacons on their roofs.  For their place in 
time these lights were relatively bright and predictable 
in their motion and timing.  The old rotating beacon 
lights created a sweeping beam of light that was visible 
for long distances.    

This type of lighting began to be replaced or aug-
mented as strobe lights became available.  Strobe light-
ing offered departments the opportunity to add more 
lighting to their patrol cars.  

Now strobe lights have largely been replaced with 
LED technology.  LED lighting systems are much 
brighter than previous emergency vehicle lighting and 
far more customizable.  The small physical size of 
some LED lights has also enabled departments to add 
more lights in a variety of locations on their vehicles.  
Today patrol vehicles can have light bars, grille lights, 
mirror lights, rear deck lights, push‑bar lights, and pe-
rimeter lighting, all capable of producing multiple flash 
patterns in a variety of colors.

Modern LED lights offer many advantages, in-
creased brightness, lower power consumption, greater 
reliability, unique and flexible mounting options and 
extensive programmable flash patterns and colors.  

Modern emergency vehicle lighting control heads 
are now often integrated with the vehicle’s body control 
module or vehicle network, allowing lighting behavior 

Continued on Page 20
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to change automatically based on vehicle conditions.  
For example, the warning lights may switch to a dif-
ferent flash pattern when the transmission is placed 
in Park, or when the parking brake is applied, vehicle 
speed changes, or doors are opened or closed.    

For those that subscribe to the theory that more 
is better, the flexibility offered by LED lighting may 
create situations that can be confusing or even over-
whelming for approaching drivers who suddenly face a 
chaotic amount of bright flashing lights, which is com-
pounded when multiple emergency vehicles are at the 
same scene.  

A police car stopped on the roadway shoulder at 
night may display multiple light sources flashing at dif-
ferent intervals, in alternating directions, and at vary-
ing intensities.  For sober and alert drivers, these lights 
may simply appear as a clear warning signal to slow 
down or move over.  However, for fatigued, distracted, 
or impaired drivers, this visual stimulus can produce a 

much different effect.   

Some traffic safety researchers who have studied 
emergency scene safety have observed a phenomenon 
sometimes referred to as “target fixation” or colloqui-
ally known as the moth‑to‑flame effect.  Drivers, espe-
cially those who are impaired or fatigued, may become 
fixated and unintentionally steer toward bright or cha-
otic visual stimuli.  

Anyone who has driven for long periods at night 
has experienced the difficulty of maintaining focus 
when tired.  The brain’s ability to process complex vi-
sual information declines with fatigue.  Alcohol and 
certain drugs can produce similar results.  

When suddenly confronted with rapidly flashing 
lights from multiple sources, a fatigued driver may ex-
perience momentary confusion or fixation.  Instead of 
steering away from the emergency vehicle, the driver 
may unconsciously drift toward it.

While this effect clearly does not account for every 
Continued on Page 21
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crash into a stopped patrol car, it has been observed 
frequently enough that traffic safety experts have be-
gun to examine the role that emergency lighting pat-
terns may play in driver behavior.  

An emerging con-
cept in emergency 
scene safety is that 
slower, more deliber-
ate lighting patterns 
may be more effective 
in preventing second-
ary collisions than ex-
tremely fast and cha-
otic patterns.  Rather 
than having multiple 
asynchronous flash 
patterns competing 
for attention, a well‑coordinated lighting approach 
may provide clearer directional cues to drivers and re-
sult in enhanced scene safety.   

Several police agencies are now using lighting pro-
grams that emphasize slower flash rates, directional 
arrow patterns, sequential lighting that helps to guide 
drivers away from scenes and reduced use of for-
ward‑facing white lights at night.  

These patterns are still very effective at capturing 
attention, but they do so in a manner that may be easier 

for drivers to interpret 
and are less likely to 
result in fixation.  

Highway road 
crews often use these 
types of lighting pat-
terns on their vehi-
cles with good results.  
Large arrow boards 
provide clear direc-
tional guidance with-
out overwhelming ap-
proaching drivers with 

random flash patterns.  The goal is not simply to be 

Moth to the Flame
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visible to motorists; it is to communicate a message, 
slow down and move over in an identified direction.   

Another issue that is receiving attention is the in-
tensity of modern LED lighting.  LED technology has 
allowed emergency lighting manufacturers to produce 
extremely bright emergency lights, far beyond previ-
ous types of lights.  During the daylight, this brightness 
can be beneficial in offsetting bright sunlight, helping 
patrol vehicles to stand out in heavy traffic.  At night, 
however, this excessive brightness can create unintend-
ed issues.     

Nighttime drivers approaching scenes with ex-
cessively bright LED lights may experience tempo-
rary glare or visual discomfort, particularly when for-
ward‑facing white lights are in use.  In some cases, this 
glare can make it difficult for drivers to judge distance 

or lane position.  Exposure to bright lights can result in 
reduced night vision long after motorists have passed 
the scene, especially for older drivers who already have 
diminished night vision capacity.    

Police officers themselves are not immune to these 
effects.  Every officer who has been outside a patrol 
car at night with a full LED light package operating 
has at one time or another been affected by the glare 
and brightness of the lights.  The resulting reduction in 
night vision can be a tactical disadvantage, as well as 
a traffic safety issue.  Many agencies that have recog-
nized this issue have adopted nighttime lighting pro-
grams that reduce the intensity of vehicle lights once 
patrol cars are parked at a scene.  Some common strat-
egies include disabling forward‑facing white lights, 
reducing the flash intensity at night and limiting the 
number of active light sources once the scene is estab-
lished.  These adjustments can maintain visibility while 
reducing glare for both officers and motorists.

Moth to the Flame
Continued from Page 21
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Smart lighting and vehicle integration are among 
the most promising developments to emerge in emer-
gency vehicle technology.  With the integration of the 
lighting controller with vehicle inputs, lighting pat-
terns can be triggered automatically.  This integration 
allows agencies to design lighting strategies that adapt 
to real‑world conditions.  

For example, when the driver’s door is opened, the 
lighting controller can automatically dim or disable 
lights on the driver’s side of the vehicle. This prevents 
officers from being blinded by their own emergency 
lighting as they exit the patrol car, while making them 
more visible to approaching traffic.  The passenger‑side 
lighting can remain active, maintaining overall visibili-
ty for motorists.

When the vehicle is placed into park, the lighting 
controller can automatically shift from a response pat-
tern to a stationary warning pattern. This pattern may 
emphasize rear lighting and directional signals rather 
than forward‑facing lights.  Some systems can auto-
matically reduce lighting intensity during nighttime 
hours while maintaining full brightness during the day.

Vehicles parked on the shoulder can activate a 
scene mode that emphasizes rear arrow patterns and 
slower flash sequences designed to guide traffic away 
from the vehicle.  These technologies allow agencies 
to move away from a “one pattern fits all” approach 
and instead use lighting strategies tailored to specific 
operational conditions.

Modern lighting controllers can now communicate 
among patrol cars to coordinate similar lighting pat-
terns when numerous patrol cars are at the same scene.    

Lighting is only one component of roadside safety, 
but it is an important one.  Police officers often work 
within feet of high‑speed traffic. A simple traffic stop 
can become dangerous in seconds if an approaching 
driver fails to slow down.  Improving lighting strat-
egies should be viewed as part of a broader effort to 
enhance roadside safety.

Emergency vehicle lighting has come a long way 

since the days of rotating beacons. Modern LED sys-
tems offer capabilities that earlier generations of offi-
cers could only imagine.  But with greater capability 
comes the responsibility to use that technology wisely.

The goal of emergency lighting should not simply 
be to create the brightest or most dramatic display. The 
goal is to communicate clearly with approaching driv-
ers and to protect the officers and responders working 
on the roadway.  Research and experience increasingly 
suggest that simplicity, clarity, and controlled bright-
ness may offer advantages over chaotic, high‑intensi-
ty lighting patterns, particularly at night.  At the same 
time, smart lighting systems integrated with vehicle 
controls offer exciting opportunities to enhance safety 
through automation and situational awareness.

By combining thoughtful policy, officer training, 
and modern technology, law enforcement agencies can 
continue improving the safety of roadside operations.

Every officer who steps out of a patrol car onto a 
dark highway shoulder deserves the best protection that 
can be provided. Lighting may seem like a small detail 
in the broader scope of policing, but in the critical mo-
ments when traffic is approaching at highway speed, 
the right lighting strategy may make all the difference.

Moth to the Flame
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In prior articles, I have addressed issues related to 
the use of artificial intelligence in public safety. My 
articles addressed tangible topics such as leadership 
and ethics, policy and legal implications, and risk 

management. But the more I learn about AI and absorb 
all the ubiquitous information about it and its impacts, I 
cannot help but wonder how the proliferation of AI will 
impact us as human beings.

Since I was feeling 
philosophical, I thought 
it would be fitting to tap 
into the writings of the 
prominent philosopher, 
Plato. Plato frequently 
used allegories to trans-
form abstract philosoph-
ical questions into vivid 
stories that required his 
audience to think, inter-
pret, and search for deeper truth.

One of those, written more than 2,000 years ago, 
seems as if it were written for us today.

In Book VII of The Republic, Plato asks us to imag-
ine a group of prisoners chained inside a cave since child-
hood. They can look only at a wall. Behind them is a fire, 
and people carry objects that cast shadows on the wall. 
The prisoners have never seen the objects, the fire, or the 
outside world. To them, the shadows are reality.

Eventually, one prisoner is released. Turning toward 
the fire is painful, and the light outside initially blinds 
him. Eventually, he sees his former world was only a 

collection of shadows. When he returns to tell the others, 
they do not welcome the news. They prefer the “reality” 
they already know.

Plato could not have imagined social media, gener-
ative artificial intelligence, or a police officer receiving 
an automated recommendation from a facial recognition 
system. But he understood the underlying human prob-

lem: It’s easy to mistake 
a representation of reality 
for reality itself. It’s also 
easy to become so com-
fortable with those rep-
resentations that we re-
sist the effort required to 
examine what produced 
them.

That brings us to an 
observation attributed 

to entrepreneur Mark Cuban. In a 2026 post and later 
during a public discussion about AI, Cuban said there 
are generally two types of people who use large language 
models:

1. Those who use AI to learn everything. 

2. Those who use AI so they don’t have to learn anything.

For law enforcement, that distinction is not merely 
philosophical. AI is being used in law enforcement in 
both authorized and unauthorized manners. While gen-
erative AI and other types of AI‑assisted specialized 
functions and platforms are proliferating rapidly, law 
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enforcement and society still have time to determine our 
own intellectual destiny. We must ask the question: Do 
we want to use AI as our reality — the shadows — so we 
don’t have to learn anything? Or do we want to use AI to 
unchain our infinite ability to learn more about our own 
reality? The former is easy. The latter is more difficult 
but can and will be infinitely more rewarding.

A Wall Filled With New Shadows

In a May 2026 Washington Post opinion piece (pay-
wall), Kathleen Parker described a digital world populat-
ed by AI‑generated material, bots, manufactured social 
media accounts, and advertising disguised as authen-
tic opinion. Her concern was the growing difficulty of 
knowing what is real, who created what we see, and why 
it was placed in front of us.

The people carrying objects in front of the fire may 
now be algorithms selecting what keeps us engaged, 
marketers manufacturing popularity, bots creating the 
illusion of consensus, or people clipping a few seconds 
from a longer encounter. Increasingly, the shadow may 
be produced by AI.

Law enforcement has dealt with incomplete repre-
sentations for a long time. A witness sees only one part of 
an event. A camera records only what appears within its 
frame. A radio transmission compresses a complicated 
encounter into a few hurried words. A social media clip 
may begin after the conduct that prompted an officer’s 
response and end before the outcome is known.

AI adds another layer with all the functions that AI‑
based or assisted platforms can provide. Why write a re-
port yourself when an AI tool can do it for you? Why 
spend time researching and creating lesson plans when 
GenAI can do it for you?

The problem begins when a summary or an unver-
ified interpretation becomes a substitute for the source. 
The shadow is no longer recognized as a shadow — it is 
interpreted as the object itself.

I can attest that AI has tremendous value. I am as-
tounded by the doors of knowledge this technology has 
opened to me. In Mark Cuban’s terms, I am using it to 
learn everything I can, and it has reinvigorated me. But 
at the same time, I realize how easy it would be for of-
ficers to become overreliant on AI summaries and inter-
pretations. Generative AI can easily lure us into thinking 
we understand everything we need to about a subject. We 
must push back against this and cultivate officers with the 
curiosity and skill to use AI to its full potential.

Using AI as the means to “learn everything“ opens 
the door to questions you never knew to ask. Using AI so 
you don’t have to learn anything will leave those ques-
tions forever unasked and unanswered.

Is Convenience Creating Our “Chains”?

A 2025 review published in Brain Sciences exam-
ined research involving excessive screen time, digital 
addiction, doomscrolling, fragmented attention, and the 
consumption of low‑quality online content, particularly 
among adolescents and young adults. 
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The literature associates excessive consumption of 
fragmented and emotionally stimulating digital content 
with cognitive overload, mental fatigue, disrupted at-
tention, memory difficulties, and psychological distress. 
The review also discusses how digital platforms reward 
continued engagement and accustom users to rapid, 
emotionally satisfying content.

The study did not examine police officers. Still, the 
underlying concern deserves attention in a profession 
where people already work under stress, fatigue, inter-
ruption, and information overload.

Officers’ social media feeds may include reels de-
picting attacks on police and controversial uses of force 
— designed and curated to provoke anger or fear. Repe-
tition may shape expectations and create the impression 
that rare but dramatic events are common simply be-
cause the algorithm keeps displaying them. Availability 
bias occurs when people draw conclusions and opinions 
on the information most available to them. This is a real 
concern since frequency and repetition often win out 
over accurate information that is not as prominent. The 
impact of availability bias is multiplied by the effect of 
social media algorithms, which pay attention to a user’s 
preferred interests and continue serving up similar con-
tent in an effort to get more engagement.

Watching short videos does not make an officer inca-
pable of sound judgment. But habits of attention matter. 
If we become accustomed to receiving complicated sub-
jects in short, emotionally charged packages, it becomes 
harder to work through ambiguity. Reading the complete 
case, reviewing the entire recording, or examining con-
trary information requires effort.

AI can reduce that effort, which is both its appeal and 
its risk.

“A Human Checked It” Is Not Enough

Most discussions about responsible AI use eventu-
ally arrive at the same reassuring phrase: Keep a human 
in the loop. It sounds responsible. By itself, though, it 
means very little.

A human can be present without exercising inde-
pendent judgment. If that person lacks the knowledge 

to evaluate an AI recommendation, routinely accepts it, 
or no longer remembers how to perform the underlying 
task, review becomes ceremonial. Reading an AI answer 
and agreeing with it is not verification.

A 2026 study published in Scientific Reports helps il-
lustrate the problem. Researchers asked 295 participants 
to classify 80 faces as real or AI‑generated. Each partici-
pant received guidance supposedly produced either by a 
human or by AI. The guidance was correct only half of 
the time.

The results were not a simple story of people un-
questioningly trusting machines. Participants general-
ly followed correct guidance more often than incorrect 
guidance, and the AI group was not significantly less ac-
curate than the group receiving human guidance. That is 
encouraging.

Other findings should give us pause. Participants 
who reported always using the guidance were less ac-
curate than those who used it selectively or not at all. 
Among those receiving AI guidance, more positive atti-
tudes toward AI were associated with a reduced ability to 
distinguish real faces from synthetic ones.

This was a controlled, low‑stakes task, not police 
decision‑making. Even so, it shows AI support depends 
partly on the person receiving it and how that person 
uses it.

That is why a policy requiring human review is hope-
lessly inadequate unless the agency defines what the hu-
man must know and do. Meaningful oversight requires 
a person who understands the task, knows the system’s 
limitations, can independently evaluate the important 
facts, has enough time to do so, and possesses the au-
thority to reject the output.

A person cannot meaningfully check an answer they 
are not qualified to evaluate. If no one in the process can 
detect the error, it is the “human in the loop” who will 
later be asked why the machine was trusted. And “the AI 
did it” will not be a valid defense.

When the Tool Begins to Replace the User

This issue is particularly important when AI performs 
work that also develops, or should develop, professional 
competence.

Continued on Page 30
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Report writing is an obvious example. It requires 
an officer to organize observations, identify gaps, dis-
tinguish facts from assumptions, and explain the actions 
taken. AI may help improve a report, but if it performs 
too much of that work, the officer can receive a polished 
narrative without engaging in the thinking that should 
precede it. Cautionary examples can be found almost 
daily now.

In July 2026, Alcorn State Univer-
sity history professor Jason Gibson said 
32 of 35 students across two summer 
classes submitted midterm respons-
es containing nonsensical references 
to Madagascar. Gibson had planted a 
hidden instruction in the assignment 
prompt that would be captured if the 
entire prompt were copied into an AI 
system. One of the resulting grades 
was later changed on appeal because of 
a display issue, and the university has 
not publicly audited the incident. Even 
with those qualifications, the episode 
offers a striking warning. The fact that 
the students used AI was not the most 
troubling part. Instead, it was that so 
many apparently submitted its words 
without reading, questioning, or under-
standing them.

The same concern applies to su-
pervisors who review an AI‑gener-
ated body‑camera summary instead 
of the recording, trainers who accept 
an AI‑generated legal lesson without 
reading the case and investigators who 
treat an algorithmic facial identifica-
tion as a conclusion rather than an in-
vestigative lead.

Skill loss can happen quietly and 
quickly. The system works often 
enough that checking it begins to feel 
unnecessary. The user moves from ac-
tive decision‑maker to passive monitor. 
When the technology finally makes a 
serious mistake, the person assigned to 
catch it may no longer have the knowl-

edge, attention, or confidence needed to intervene.

This is not a new problem. Aviation and other high‑
risk fields have studied automation bias and the loss of 
situational awareness for decades. AI increases the con-
cern because a large language model predicts a plausible 
response from patterns. It does not experience the event, 
understand the consequences of its answer, or bear re-
sponsibility for what happens next. Yet it can produce 
language that sounds reasoned, confident, and complete. 
A wrong answer can look every bit as professional as a 
correct one.
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Using AI to Leave the Cave

The answer is not to ban AI or frighten officers away 
from it. That approach would sacrifice AI’s considerable 
benefits and probably fail anyway. Cuban’s first category 
of user offers the better path.

An officer can use AI to elaborate on an unfamiliar 
concept and then follow the explanation to the source. A 
supervisor can ask it to identify weaknesses or generate 
alternative explanations. A trainer can use it to develop 
scenarios and anticipate questions. An investigator can 
use it to organize information while preserving the dis-
tinction between a lead and evidence.

Used this way, AI does not eliminate thought. It pro-
vokes more of it.

The difference can be found in the questions the user 
asks. The passive user asks, “What is the answer?” The 
active learner asks, “Why might this be the answer? What 
evidence supports it? What information is missing? What 

would make it wrong? Where can I verify it?”

Before relying on AI output in any consequential law 
enforcement task, the user should be able to answer sev-
eral questions:

1. Do I understand the issue well enough to recognize a 
questionable answer?

2. Can I identify and examine the primary sources or un-
derlying evidence?

3. Have I considered facts or explanations that contradict 
the output?

4. Can I explain, in my own words, why I accepted or 
rejected the recommendation?

5. Am I prepared to take responsibility for the decision 
without blaming the tool?

These questions impose useful friction. Efficiency 
matters, but friction is not always negative — even if 
it adds time to the task. In high‑consequence work, the 
effort required to verify, explain, and defend a decision is 
part of the safety system.

Continued on Page 32
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We Should Want Officers Who Keep Learning

Plato’s allegory contains a discouraging ending. The 
prisoner who escapes returns to help the others, but they 
resist him. They are comfortable with the shadows and 
suspicious of anyone who challenges their perceptions.

Law enforcement leaders should work toward a dif-
ferent ending.

We should want officers who are willing to turn 
around, question what they are being shown, and follow 
the first prisoner out of the cave. That requires more than 
an annual warning about AI hallucinations or a policy 
directing employees to verify AI output. Agencies must 
create a culture in which curiosity is expected, primary 
sources are accessible, and people are given the time and 
training necessary to understand the tools they use.

Supervisors should ask officers how they reached 
their conclusions, not merely verify whether the final 
product looks acceptable. Trainers should use AI to cre-

ate learning opportunities, not replace the learning pro-
cess. Policies should distinguish between AI assistance 
and the surrender of professional judgment. Agencies 
must preserve foundational skills because officers cannot 
supervise processes they no longer understand.

AI did not create Plato’s cave. Human beings have 
always mistaken appearances for reality and preferred 
convenient explanations to difficult truths. AI does, 
however, allow us to create more shadows, make them 
more convincing, and deliver them directly to every of-
ficer’s hand.

It can also help us ask better questions, find infor-
mation faster, and understand subjects that once seemed 
beyond our reach. The same tool can deepen the cave or 
help us find the way out.

The goal should not be officers who can produce 
the fastest answer. It should be officers who under-
stand why an answer may be right, know what could 
make it wrong, and remain willing to do the work nec-
essary to tell the difference. AI should help us develop 
more knowledgeable officers, not merely more effi-
cient ones.
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Reducing Gun Violence 

Protecting communities from gun violence is 
not an easy task. According to FBI data (2024), 
85% of all murders in the United States were 
committed with firearms.  Handguns accounted 

for the majority of these, with rifles and shotguns 
making up a small fraction. This pattern has been 
consistent for decades, with firearms used in roughly 
65–80% of U.S. murders since tracking began.  We live 
in a free and open society; therefore, gun violence is 
difficult (and likely impossible) 
to eliminate.  However, there 
are strategies that can effectively 
reduce violence by removing 
guns from individuals that are 
at high risk.  The passage of red 
flag laws, referred to as Extreme 
Risk Protection Orders (ERPO) 
in New York, are actively on 
the books in 21 states.  The aim 
of red flag laws is to prevent 
suicides, domestic violence, mass shootings, and other 
forms of imminent harm resulting from the use of 
firearms.  As Americans, we cherish our Constitutional 
rights, including our Second Amendment right to bear 
arms.  Red flag laws could be considered controversial 
by individuals that do not understand the law in its 
full context.  Historically, public policies centered on 
civil liberties have always been strongly debated in 
the United States.  Benjamin Franklin once famously 
said, “An ounce of prevention is worth a pound of 
cure.” Law enforcement leaders prefer and strive for 
prevention as it relates to gun violence.  It is clearly 
the responsibility of police executives nationwide to 
put forth every reasonable effort to protect the public.
But at what cost?  Another founding father, Thomas 
Jefferson famously said, “Those who can give up 
essential liberty to obtain a little temporary safety, 
deserve neither liberty nor safety.” Simply stated, we 

must be cautious to not sacrifice fundamental liberties 
for short‑term security. As police leaders, you must 
find ways to preserve liberties while reducing violence.
We believe ERPOs are essential and can significantly 
reduce gun violence in our communities.

On August 24, 2019, New York’s “red flag law” 
was enacted to address gun violence by creating 
a civil process for removing firearms from people 
who may pose a threat, even if they are not currently 
charged with a crime.  Many different people can 
petition for an ERPO, including police officers or law 

enforcement agencies, district 
attorneys, family or household 
members, school administrators, 
and licensed healthcare 
professionals.  However, most 
ERPO petitions are done by 
police officers, sheriff deputies, 
and state troopers, therefore 
requiring each respective law 
enforcement agency to be 

equipped with practical and modern tools to assist them 
with the ERPO process.

How the Process Works

Ex Parte Temporary ERPO. A petition can be 
filed without the respondent present. If the court 
finds probable cause that the person is likely to engage 
in conduct causing serious harm, a temporary ERPO is 
issued immediately.

Surrender of Firearms. The respondent must 
surrender all firearms, rifles, and shotguns to law 
enforcement or a designated party within 24–48 hours.

Carry Permit Suspension. The ERPO also suspends 
the respondent’s concealed carry permit immediately.

Reducing Gun Violence and 
Extreme Risk Protection Orders
By: Dr. Matthew Miraglia and John McNelis

Continued on Page 35
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We’ve got 
 your back.

PERMA & NYSACOP: 
Partners Since 2020

“Our partnership with PERMA has 
 allowed us to bring opportunities 
 to our members. The services 
 and solutions offered by PERMA   
 allow our members to better serve 
 their employees which in turn 
 allows them to better serve their 
 communities.”

 Patrick Phelan, 
 NYSACOP Executive Director

Learn more about PERMA membership:  
Visit: perma.org/police | Email: solutions@perma.org

Public Employer Risk Management Association, Inc. 

PERMA is the trusted source to more than 600 public entities 
across New York State – including over 100 police departments
– for strategic Workers’ Compensation coverage plans and
comprehensive workplace safety and risk management solutions.
Our goal is to help our members maintain a safe and healthy
workplace in order to reduce claims and limit costs.

PERMA offers add-value programs and grant opportunities 
specific to law enforcement:

Bulletproof Vest Grant: PERMA subsidizes half the cost of new 
body armor and outer carriers for departments that apply. 

Lexipol Grant: PERMA and Lexipol offer reduced pricing for 
subscriptions to policies and manuals.  

207(c) Education & Referrals: PERMA offers resources  
on General Municipal Law section 207(c) and can refer members 
to  experts for further guidance.

In-House Expert: Former police chief Pete Frisoni is on staff to 
consult with PERMA member agencies.
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Hearing. A full hearing is held within 3–6 business 
days to determine if a final ERPO should be granted. 
The respondent can then present their case.

Duration. A final ERPO can last up to one year, 
unless renewed or challenged.

An ERPO requires the surrender of firearms, 
prohibits additional firearm purchases while the order 
is in effect, suspends carry permits for the order’s 
duration, and requires a formal process to restore 
firearm and carry privileges.

Executive Order 18

In 2022, just 4 years after New York’s ERPO law 
was enacted, a mass shooting at Tops Grocery Store 
in Buffalo, NY, prompted Governor Kathy Hochul to 
issue Executive Order 18 entitled, “Preventing and 
Responding to Domestic Terrorism.” In accordance 
with EO 18, every New York State (NYS) county and 
the City of New York (“Jurisdictions”) must develop 

and maintain a domestic terrorism prevention plan to 
identify and confront threats of domestic terrorism. The 
State expects that the creation of Threat Assessment and 
Management (TAM) teams will be a critical pillar of 
Jurisdictions Plans (HSES, 2022).  Threat Assessment 
and Management Teams should incorporate an adequate 
ERPO process to reduce gun violence and prevent 
future attacks.  Removing firearms from would‑be bad 
actors will most certainly reduce gun violence.  

The FBI (DOJ), in conjunction with ALERRT, 
released a report in June of 2025, Active Shooter 
Incidents in the United States, 2024. The report 
highlights a 50% reduction in active shooter incidents 
from 2023 to 2024, as defined by the FBI. It also reflects 
a 57% decrease in casualties during the same time 
period. While this is encouraging, it should be noted 
that studies published by the FBI from the time periods 
encompassing 2015‑2019 and 2020‑2024 documented 
a 70% increase in active shooter incidents. There is a 
lot of work to be done.

The report further states, “numerous factors can 
influence whether an active shooter incident occurs, 

Reducing Gun Violence
Continued from Page 33
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including prevention efforts, preparedness, behavioral 
threat assessment, and improved communication and 
engagement among law enforcement, families, and 
communities.”

Executive Law Enforcement Leadership             
and Prevention

As LE Executive 
Leaders, the importance 
of prevention cannot be 
understated. To that end, 
one of the most important 
tools at our disposal is the 
Red Flag Law Protection 
Order, also known in New 
York as an Extreme Risk 
Protection Order (ERPO). 
As mentioned, the ERPO 
is sometimes viewed with 
suspicion, as an assault 
on Second Amendment 
rights. However, an ERPO 
done properly can be an 
effective means to reduce 
gun violence and targeted 
attacks.  The process allows a “cooling off” period 
for individuals that may be displaying concerning 
behaviors and pose a risk to themselves and others.  

While the ERPO process is effective, it can also 
be cumbersome to complete, and requires unique sets 
of mandatory supporting documentation, follow‑up 
procedures, notifications, hearing dates, and expiration 
dates. Law enforcement agencies have been left to 
their own devices to manage these documents and the 
overall process. This is traditionally where mistakes 
can occur that can have devastating consequences 
leading to significant liability exposure.

Utilizing ERPO Management Software

One potential solution is an ERPO management 
software offered by CLPS. The software was designed 
by law enforcement, for law enforcement, specifically 
for Risk Protection Orders (RPO). The Red Flag RPO 
Solution is an easy‑to‑use records management software 

that allows for the documentation and management 
of RPOs from application to archive. It provides a link 
to the Unified Court System application, which ensures 
that the application is up to date by UCS standards. 
The application is downloaded into the file, with any 
supporting documentation, and includes petitioner 
and respondent pedigree information. It provides a 
checklist of required service documentation and dates. 
The software incorporates notification of the creation of 
a shareable RPO application packet to a customizable 
team, which may include Investigators, County 

Attorneys, County Clerks, 
Court Clerks, and Justices. 
It also provides notification 
reminders of hearing 
and expiration dates. 
The software includes 
tabs for the completion 
of mandatory “judicial 
considerations” and 
background investigations.

The purpose of the 
software is simple. It 
provides a repository for 
RPO documentation in 
one shareable location. 
This allows for the 
efficient management of 

RPOs, including supporting documentation, legal 
considerations, background investigations, numerous 
hearing dates, and expiration dates. The goal is that 
nobody falls through the cracks, which is one of the 
founding principles of behavioral threat assessment 
and management. Collaterally, we are ensuring the 
safety of the public we serve, enhancing our agency’s 
professionalism and credibility, while reducing agency 
liability and exposure.  To learn how you can bring this 
software to your agency or department, contact: John 
McNelis, Director of Risk Management/Undersheriff 
(Retired) Steuben County, NY. at john.mcnelis@
clpsconsultants.com

Dr. Matthew Miraglia is a researcher, nationally 
recognized security expert, and software entrepreneur. 
He is President and CEO at Crisis Leadership 
Preparedness Solutions (CLPS), a Threat Management 
Software as a Service Consulting firm.  Dr. Miraglia 
has helped community leaders, law enforcement, and 

Reducing Gun Violence
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An Extreme Risk Protection 
Order (ERPO), also known as New 
York’s Red Flag Law, is a civil 
court       order that  temporarily 
prohibits a high-risk individual 
from  purchasing or possessing 
firearms, rifles, and shotguns.
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top‑level managers implement threat management and 
security programs at thousands of organizations.  Prior 
to starting his SaaS company, he spent 10 years as a 
member of the full‑time faculty at Mercy University 
in New York, where he was an Assistant Professor of 
Business Administration and Director of the Homeland 
Security Program.  Dr. Miraglia has over 30 years of 
combined academic, military, and law enforcement 
experience.  He is a former U.S. Marine and retired 
Detective from the Scarsdale Police Department. He 
holds a B.S. in Criminal Justice, M.S. in Organizational 
Leadership, and M.B.A. in Management, from Mercy 
University, a Post‑Master’s Certificate in National 
Security, from the University of New Haven, and 
Doctor of Education in Executive Leadership, from St. 
John Fisher University.  Dr. Miraglia is married, has 
three children, and resides in Miami, FL. 

John McNelis has over 35 years of law enforcement 
experience.  He recently retired as the Undersheriff 
for the Steuben County Sheriff’s Office, a position he 

held for over 8 years. His previous law enforcement 
experience included a 22‑year career with the New 
York State Police, where he spent the last 11 years as 
an Investigator in the Bureau of Criminal Investigation 
(BCI). Mr. McNelis also spent over 2 years in the 
NYSP Protective Services Detail, conducting risk 
assessments and providing personal protection to the 
NYS Governor and other dignitaries.  Mr. McNelis is 
a founding member of the Steuben County Behavioral 
Threat Assessment and Management (BTAM) Team. 
He is also an original member and current President of 
the NYS Sheriff’s Association Committee on Policing 
and Safeguarding Schools (C‑PASS), as well as a 
federal DHS National Threat Evaluation and Reporting 
(NTER) Program Master Trainer.  Mr. McNelis has 
co‑taught the DHS NTER platform across New York 
State with members of the NYS Domestic Terrorism 
Prevention Unit (DTPU). While at the Sheriff’s Office, 
he supervised approximately 20 School Resource 
Officers and regularly collaborated with the 13 school 
districts within Steuben County on matters involving 
school safety and risk assessment. Mr. McNelis also 
served on his local school board for nearly 10 years, 
including 4 years as board President.

Reducing Gun Violence
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Ihope you had a great summer! We were so 
pleased to have guest authors for the last two 
Intersections articles, one on micromobility and 
the other on Monroe County’s Community Traf-

fic Safety Team. I hope you enjoyed them and thank 
you to our guest authors! 

We continue to 
serve our members 
and promote traffic 
safety throughout the 
State. The commit-
tee, working in con-
cert with the NYSA-
COP Traffic Safety 
Team, the Governors 
Traffic Safety Com-
mittee (GTSC) and 
other traffic safety 
organizations works 
to provide informa-
tion, resources and 
assistance to all our 
members, their agencies and allied organizations. 

On a staffing note, Dan Denz recently retired from 
his position as NYSACOP Traffic Safety Services 
Coordinator and I am pleased to announce that Chief 
(ret.) Shawn Heubusch, Batavia PD has been appoint-
ed to that position so if you would like assistance/
information regarding your agency’s traffic safety 
matters, please do not hesitate to contact Shawn at 

sheubusch@nychiefs.org.

On the legislative front, NYSACOP continues to 
support passage of the Deadly Driving Bill and re-
cently supported the Interlock Reform legislation. 
While currently neither bill has passed, our support is 
ongoing and we will continue to work with our traffic 
safety partners to hopefully get these passed into law. 

We continuous-
ly work to promote 
traffic safety training 
courses. These are 
routinely announced 
in NYSACOP bul-
letins, sent to our 
Traffic Safety Points 
of Contact and post-
ed on our website 
so please be on the 
lookout for them. 
Also, as part of our 
continuing efforts 

to promote traffic safety, we offer our Traffic Safety 
Executive Leadership seminars and Agency Traffic 
Safety Services Reviews. If your region/agency is in-
terested in either, or both, of these trainings, please 
contact us and we will work with you to secure a date 
and location. Also, the 2026 New York State Highway 
Safety Symposium will be held on October 19‑22 in 
Lake Placid. This is always an informative confer-

Updates From the NYSACOP Traffic
Safety Committee

 INTERSECTIONS

Traffic Safety Committee
By William P. Georges, Asst. Chief (ret.)
Albany PD Chairman, NYSACOP Traffic Safety Committee

Continued on Page 41
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ence and registration for the conference is now open. 

We are always pleased to get information about 
traffic safety initia-
tives that agencies 
have conducted in 
their regions. If your 
department is con-
ducting a traffic safety 
initiative, we would 
love to hear about it 
so we can highlight 
your department’s ef-
forts and commitment 
to traffic safety. Please 
send us information 
and any photos that 
you have.

Lastly, and importantly, the National Law Enforce-
ment Officers Memorial Fund releases data quarterly 
on officers involved in traffic crashes. They recently 
released that in 2025, 50% of LEOs killed in crash-
es were not wearing a seat belt. Please protect your-
selves, wear your seatbelt! 

 As always, we welcome your comments, inqui-
ries, suggestions and 
involvement. For fur-
ther information, or if 
you would like our as-
sistance, please con-
tact NYSACOP Traf-
fic Safety Services 
Coordinator Shawn 
Heubusch at sheubus-
ch@nychiefs.org. 

Thank you for all 
you do to promote 
traffic safety and keep 
our roadways safe. 

Traffic safety is public safety!           

Committee Updates
Continued from Page 39
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Gordon Graham here – and hello again. Thanks 
for your continued support; it is much appreci-
ated. For many years I wrote a column entitled 

“Miscellaneous Ramblings” – one day I might compile 
all those efforts into a book. I mention that because the 
next several paragraphs will truly be some ramblings. 
But I promise that by the end of this article I will make 
a point!

In previous articles I have mentioned that as I get 
older, I am doing more and more eulogies. It is quite 
an honor to be asked, “Will you do my eulogy?” or, as 
is more common, to be asked by a spouse or a child to 
eulogize their loved one.  

Like everything else in my life, I 
use a “system” to write the eulogy. My 
system is based on Linda Ellison’s great 
poem “The Dash” and a longer version 
of this concept in the great book by Mac 
Anderson by the same title, The Dash. 
Here’s the idea in a nutshell: You can 
visit any cemetery in the world and on 
each grave marker or headstone there 
is a date of birth and a date of death. 
Between those numbers is “the dash” – 
and it represents everything this person 
did during their time on Earth. 

While eulogies are very tough for 
me to do, I recognize the great honor in 
being asked to commemorate someone 
in front of their family and friends.

Simultaneously, I am getting more and more re-
quests to address academy graduations. I have done 
three in the last year and have two more planned. Ear-
lier this year, I was honored speak at a graduation for 
the Orange County Sheriff’s Office Class 269. (That’s 
Orange County, California –I have to make that clear 

because there are eight Orange Counties in the states, 
including one in your great state.) While my talk to the 
graduates was limited to 10 minutes, I proudly sat there 
for the entire two‑hour ceremony.

As I was prepping for my comments, I came across 
a brochure from the OCSO Academy Graduation (Class 
121) from June 21, 1995, and I wondered why I had saved 
it. When I opened it, I read that “Lieutenant Gordon Gra-
ham – CHP” was the speaker at that August event some 
31 years ago – and I wondered if any of the people in the 
audience at this presentation would be graduates of Class 
121.

The “system” OCSO used for their 
graduation was brilliant – and clearly test-
ed over time and rehearsed prior to the 
event. The highlight was watching the 
48 graduates – many of them from local 
police agencies – be announced. As they 
walked across the stage, the Academy 
Commander commented about their per-
formance and what they ultimately want-
ed to do when they were off probation.

Many wanted to be FTOs and trainers, 
a surprising number wanted to be SWAT 
cops, some wanted to be school cops, a 
few wanted to be dog cops. Sadly, only 

one wanted to be a motorcop. But they all 
looked sharp and professional.

The Academy Commander also an-
nounced who would be pinning the new 

badge on each graduate. Most were family members – 
moms, dads, the occasional grandparents, some broth-
ers and sisters, and some wives, husbands, and partners. 
Many of the parents were first‑generation Americans – 
and to see the tremendous pride they had in “pinning 

Remember the Pinning:
Keeping Officers              
Connected to the Mission
By Gordon Graham

Continued on Page 45

Six months ago, Basic 
Academy Class #269 walked 
in as recruits, yesterday, that 
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their child” was really moving to me.

Can you imagine what was going on in their heads? 
“I fought so hard to become an American citizen. And 
now my child is becoming a law enforcement officer 
in our adopted nation!” To me that is what America is 
all about.

I was also able to see the faces of the young dep-
uties and officers – and there, too, I saw tremendous 
pride. Pride that they had made it through the tough 26‑
week program at the Academy – and excitement that 
soon they would be starting their careers.  

Again digressing – in 1973, I graduated from the 
CHP Academy. Back then you got your badge and you 
pinned it on yourself, but I saw my mom and dad in the 
audience with big smiles on their faces – and I remem-
ber the excitement I felt to get started in my career.

“Gordon, we are now close to 800 words here – 
what is your point?”  

Well, thanks for your patience but give me just 
a little bit longer to share an idea with you. I hope it 
makes sense to you and maybe, just maybe, some of 
you with some influence in your agency will be able 
to implement my idea. Let’s take that Academy grad-
uation video – not the whole two‑hour version, but the 
two‑minute portion. The graduate walking across the 
stage, the words of the Academy Commander. The pin-
ning by the loved ones, the hugs following the pinning. 
The overall joy and excitement of that moment. Let’s 
take that video save it to the officer’s personnel file at 
the location of their assignment.

Another rambling – you know my feelings on “an-
nual performance evaluations” and how in many agen-
cies every cop gets overrated because supervisors lack 
the guts to tell employees the truth. Or supervisors are 
just lazy and give everyone a “meets standards” rat-
ing because anything higher or lower than that would 
require some work to document. This overrating has 
bothered me for decades. Fortunately, the good peo-
ple at Lexipol have recognized this “problem lying in 
wait” and are creating a performance management sys-
tem that is data‑based rather than “personality based” 

– and hopefully you will utilize that tool.

But back to my idea. Imagine if as part of the an-
nual evaluation process, the supervisor and employee 
watch the video of the employee’s graduation. After 
viewing that “two minutes of absolute pride, joy and 
excitement,” the supervisor could ask the employee, 
“Do you remember the feeling you had at that moment 
and how proud and happy you were to become part of 
a great law enforcement agency? Do you still have that 
same feeling today?” 

This could be the start of a truly meaningful per-
formance evaluation. Rather than checking boxes, the 
supervisor is determining whether the employee still 
has the extreme pride in their role that they had when 
they first graduated the Academy. And if there is any 
equivocation on the part of the employee, the supervi-
sor can follow up: Why not? What can we do to bring 
that level of pride and excitement back?

Madame Editor is now counting the words, so I 
have to wrap this up. I spend a lot of time watching 
cops get in trouble – many times for doing things they 
knew were wrong – and after the fact they say, “I wish 
I hadn’t done that! I’ve disappointed so many people 
with my behavior!” (I have heard this so many times.)

Maybe – just maybe – that annual reminder of how 
lucky they are to work in such a great profession will 
make them think twice before doing something they 
will later regret.

I promised you a point after all this rambling, and 
here it is: Some people need an occasional “booster 
shot” to remind them why they chose this job and why 
it is worthy of their best effort, each and every day. 
What are you doing to keep your people connected to 
the pride and excitement they felt when someone first 
pinned that badge on them?

Gordon Graham is a 33-year veteran of law en-
forcement and is the co-founder of Lexipol, where 
he serves on the current board of directors. A 
practicing attorney, Graham focuses on manag-
ing risk in public safety operations and has pre-
sented a commonsense approach to risk manage-
ment to hundreds of thousands of public safety 
professionals around the world. He holds a master’s degree in 
Safety and Systems Management from University of Southern 
California and a Juris Doctorate from Western State University.

Connected to the Mission
Continued from Page 43
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Amissing child is safely located. A dangerous of-
fender is apprehended. An officer goes above 
and beyond to help a community member. A 

detective closes a difficult case. A team comes together 
to solve a problem.

Unfortunately, many of these accomplishments are 
only known by the people directly involved. The rest of 
the organization may never hear about them.

At the Metropolitan Transportation Authority Po-
lice Department (MTAPD), we 
sought a way to better share these 
successes across the agency. The 
result was a department‑wide 
communication channel called 
#what‑made‑your‑week, where 
members can recognize out-
standing work, share positive 
outcomes, and highlight accom-
plishments occurring throughout 
the department.

What began as a simple rec-
ognition tool has evolved into 
something much more valuable.

The channel features a wide 
variety of posts. Some highlight 
significant criminal investiga-
tions that led to the apprehension of violent offenders. 
Others recognize officers who located missing persons, 
assisted vulnerable individuals, or provided excep-
tional service to the public. Community engagement 
events, charitable activities, and examples of teamwork 
are also frequently shared.

The impact has been significant.

First, the channel provides visibility into the tre-
mendous work being performed every day. In many 

agencies, personnel assigned 
to different precincts, districts, 
or specialized units rarely 
have an opportunity to learn 
about successes occurring outside their immediate area 
of responsibility. Sharing accomplishments depart-
ment‑wide helps create a broader understanding of the 
agency’s mission and the contributions being made by 
its members.

Second, it reinforces organizational values. The ac-
complishments that are recog-
nized send a clear message about 
what matters. Whether the post 
highlights proactive policing, 
compassion, professionalism, in-
vestigative excellence, or collabo-
ration, it helps define and reinforce 
the culture of the organization.

Third, it improves morale. 
Law enforcement professionals 
routinely face criticism, difficult 
calls, and challenging circum-
stances. Providing a forum that 
highlights positive outcomes 
serves as a reminder of the im-
portant work being accom-
plished every day and the impact 
officers have on the communities 

they serve.

For leaders, the lesson is straightforward. Recog-
nition should not be reserved solely for annual awards 
ceremonies or formal commendations. Small and fre-
quent opportunities to acknowledge success can have a 
meaningful effect on employee engagement and orga-
nizational pride.

The concept can be implemented in agencies of any 

What Made Your Week? 
Building Organizational Pride 
Through Recognition
Every police department has success stories
By Charles Pisanelli, Inspector Metropolitan Transportation Authority Police Department

Continued on Page 49
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size. Whether through an internal newsletter, roll‑call 
recognition, department intranet, email distribution, or 
collaboration platform, leaders can create opportuni-
ties for members to share accomplishments and cele-
brate success.

At MTAPD, the most reward-
ing aspect of #what‑made‑your‑
week has been watching members 
recognize one another. The channel 
has become a place where officers, 
detectives, and supervisors can 
showcase outstanding work, learn 
from one another, and take pride in 
being part of the same organization.

At a time when agencies across 
New York continue to face recruit-
ment, retention, and morale chal-
lenges, recognizing success may 
seem like a small step. However, it 
is often the small actions that have 
the greatest impact on organiza-

tional culture.

Every agency has stories worth sharing.

The key is creating a place where those stories can 
be told.
___________________________________________

Charles Pisanelli is a Deputy Chief with the Metropoli-
tan Transportation Authority Police Department in New 

York and currently serves as the 
Commander of the Metro-North 
Railroad territory. He is a 20-year 
veteran of the MTAPD with exten-
sive experience in transportation 
policing, critical incident manage-
ment, and interagency coordina-
tion within complex railroad envi-
ronments. Deputy Chief Pisanelli 
graduated from the PERF Senior 
Management Institute for Police 
Session 98 in June 2026, New Jer-
sey Association of Chiefs of Police 
Command & Leadership Academy 
in November 2020 and received 
the FBI-LEEDA Trilogy Award in 
June 2023.

Pride Through Recognition
Continued from Page 47
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DCJS has launched a statewide job task analysis 
of the police officer position. Here is what it is, 
why it matters to your agency, and what we may 

ask of you.

Whether you’ve heard something like this said – or 
maybe even said it yourself – there’s a popular belief that 
Field Training Officers initiate their relationships with 
trainees by saying “Forget everything you learned at the 
academy … I’ll teach you the right way.” This may be oc-
curring explicitly or, more likely, this is conveyed implic-
itly through actions rather than words. What it speaks to 
is the gap between academy training and practical appli-
cation. Some of that gap is unavoidable; no academy can 
substitute for experience. But what if some of this gap is a 
curriculum and delivery problem? If so, it’s something that 
we can measure and fix. 

Completion of the BCPO has been a requirement for 
every municipal police officer in New York for more than 
sixty years. Like most training standards that have been 
in place for decades, it has grown by accretion. A critical 
incident, a new statute, a court decision, or a legislative 
mandate adds content. Periodic revisions of sections oc-
cur, but these are often piecemeal and occur in isolation 
from other section reviews. 

Over enough years, the distance between what the 
course teaches and what officers do on a Tuesday night 
widens quietly, and nobody can say precisely by how 
much.

The Office of Public Safety has launched a compre-
hensive statewide Job Task Analysis (JTA) to answer 
that question with evidence. Working with I/O Solutions 
(IOS), a firm that specializes in public safety job analy-
sis and has conducted comparable statewide studies else-
where, we are systematically documenting the tasks New 
York police officers actually perform and the knowledge, 
skills, and abilities those tasks require. The results will 
become the evidentiary foundation for a rebuilt BCPO 
curriculum.

What a job task analysis does

A JTA is not a survey of opinions about training, and it 
is not a wish list. It is a structured method with a well‑es-
tablished place in industrial and organizational psychology, 
and it proceeds in stages.

It begins in the field. Project staff conduct small‑group 
interviews with working officers in every region of the state 
and across the full range of agency types, building an in-
ventory of job tasks in officers’ own language rather than in 
the language of a lesson plan.

That inventory then goes to the field as a statewide 
questionnaire. Officers rate each task on how frequent-
ly they perform it and how important it is to competent 
performance. They are also asked a question that mat-
ters enormously for curriculum design: where is this best 
learned? Not every important task belongs in the acade-
my. Some are better taught in field training, some in ad-
vanced or in‑service environments, and some are refer-
ence knowledge an officer should know how to look up 
rather than memorize. Distinguishing among those is how 
a basic course stops trying to teach everything and starts 
teaching the right things well.

Finally, the results are laid against the current BCPO, 
lesson by lesson and hour by hour. Where curriculum time 
and job demands do not line up, it becomes visible in the 
data: subjects absorbing significant academy hours that 
officers rarely perform, and tasks officers perform con-
stantly that receive an hour and a handout. The product 
is a technical report and a content‑valid framework of in-
structional objectives.

Why this matters to your agency

A curriculum grounded in a rigorous, data‑driven JTA 
produces three concrete benefits.

• Recruits arrive better prepared for the work they will 
actually do by providing them with a content valid cur-
riculum. This reduces the field‑training burden on your 
veteran officers and shortens the ramp to productive duty, 
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The Criminal Justice Knowledge Bank provides support and resources to help New 
York criminal justice professionals from agencies of any size improve local practices. 
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provided as a free service to share and amplify evidence-based and data-driven successes.
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which is not an abstraction for any agency currently doing 
more with fewer people.

• The training standard rests on a defensible, documented 
link between job demands and instructional content. In lit-
igation and in front of a skeptical public, “this is how we 
have always trained” is not an answer. “Here is the analysis 
of the job, here is the link between the job and the curricu-
lum, and here is the evidence behind both” is a materially 
stronger position for the state and for every agency that re-
lies on the standard.

• Your operational reality is reflected in the standard. The 
BCPO trains officers for agencies of every size and setting 
in New York, from four‑officer departments to the largest 
municipal force in the country. The JTA is how we ensure 
the curriculum accounts for that whole range rather than a 
narrow slice of it. That only works if the data comes from 
that whole range.

What we will be asking of the field

An advisory panel is already in place, with represen-
tatives from the New York City Police Department, the 
New York State Association of Chiefs of Police, and the 
New York State Sheriffs’ Association. Additional repre-
sentatives will be added as needs are identified.

Not all agencies will be asked to participate directly. 

We will be working from a sampling plan, developed with 
IOS, that selects agencies so the results are statistically rep-
resentative of New York law enforcement as a whole, ac-
counting for agency size, region, and the range of settings 
in which officers work. If your agency is selected, you will 
hear from us directly. If it is not, the findings will still re-
flect the work of agencies like yours.

For selected agencies, we will ask for a designated 
point of contact, participation in the online job‑task sur-
vey, and in a limited number of cases, space and officers 
for on‑site interview sessions. As draft task and compe-
tency lists take shape, we may also ask experienced offi-
cers, field training officers, or academy instructors to re-
view the material and tell us what we got wrong. We will 
provide as much advance notice as we can in every case.

The variable that decides whether this works

It is response rate, and it is largely in the hands of the 
people reading this article.

A statewide survey that goes out broadly and comes 
back thin does not produce an accurate picture of the de-
mands of New York law enforcement officers. It produces 
a curriculum built on the officers who happened to have a 
slow shift, which is not the same population as the officers 
your agencies employ. Two things that improve response 
rates more than anything the project team can do: 

• Whether officers are given time on duty to complete the 
survey, and; 

• Whether they hear from their own chief or sheriff that 
it matters. 

A survey link from DCJS competes with everything 
else in an officer’s inbox. The same link, endorsed by the 
person they work for, does not. We expect survey partic-
ipation to take less than an hour of an officer’s time to 
complete, and officers can complete it in multiple sittings 
if needed.

We recognize that your officers’ time is a real cost, 
and the project has been structured to ask for it efficiently 
and only where it genuinely improves the result. What we 
are asking for in return is a basic course that is worthy of 
the officers your agencies rely on, and that can be defend-
ed on the evidence.

Questions and requests for additional detail can be direct-
ed to Mike Puckett at michael.puckett@dcjs.ny.gov

SIDEBAR: If your agency is selected
• A designated point of contact. One person such as the chief 
or sheriff, or a designee such as a training officer or adminis-
trative lieutenant to receive scheduling requests, survey links, 
and reminders, and to serve as the single point of contact for 
follow‑up.

• Survey participation. Job‑task surveys distributed to working 
officers at key points in the project. We ask that you encourage 
your officers to complete them and provide the on‑duty time to 
do so (targeted for less than 1 hour total for each respondent).

• On‑site interviews. A limited number of agencies may be asked 
to host small‑group interview sessions of roughly 90 minutes 
with two to five officers each, including space for the day and, 
where practical, allowing officers from neighboring agencies to 
attend at your location. Most agencies will not be asked to host.

• Review of draft results. Experienced officers, field training 
officers, or academy instructors reviewing draft task and com-
petency lists

Pride Through Recognition
Continued from Page 51
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