Task Force to
Advance the State
of Law Enforcement
in Arkansas
A FINAL REPORT
NOVEMBER 2020

Table of Contents
Acronym Table ............................................................................................................................6
Executive Summary .....................................................................................................................7
Introduction ..................................................................................................................................11
(A) Review the adequacy of law enforcement training, policy, and operations, specifically
related to cultural, racial, and community relations .....................................................................13
Arkansas Law Enforcement Training Programs and Operations Assessment .....13
Arkansas Law Enforcement Training Academy (ALETA) .................................14
ALETA Training Courses ....................................................................................15
Online CLEST Training Courses .........................................................................16
Arkansas Criminal Justice Institute (CJI) ............................................................18
Criminal Justice Institute (CJI) Courses ..............................................................18
Arkansas Field Training Officer Programs (FTO)...............................................19
CLEST Rule 1014 and Rule 1009 .......................................................................20
Arkansas Crisis Stabilization Units and Law Enforcement Training ..................22
Act 1207 of 2003 .................................................................................................24
ALETA: Racial Profiling Training ......................................................................24
Arkansas Code Annotated 12-12-1401 ....................................................24
Arkansas Code Annotated 12-12-1402 ....................................................24
Arkansas Code Annotated 12-12-1403 ....................................................25
Arkansas Code Annotated 12-12-1404 ....................................................25
Arkansas Law Enforcement Policy and Operations Assessment ....................................26
Arkansas Law Enforcement: Administrator Body Camera Requirement ...........26
Arkansas Law Enforcement: Knowledge of Citizen Rights ................................28
Freedom of Information Act (FOIA) .......................................................28
Arkansas State Police Guide: What to do when you are stopped by a Law
Enforcement Officer ................................................................................28
287g Immigration and Nationality Act ................................................................29

2

(B) Analyze the processes for accountability, discipline, removal, and decertification of officers
who do not meet standards, including evaluation for the creation and implementation of a
statewide, public database of complaints and resolutions concerning officers ...........................32
Presidential Executive Order: “Safe Policing for Safe Communities” ............................32
Commission on Law Enforcement Standards and Training (CLEST) ............................33
Decertification Procedures ...................................................................................34
Rule 1034: Decertification ...................................................................................35
Oregon Law Enforcement Decertification Online Database ...............................38
Arkansas Code Annotated 12-9-306 ....................................................................38
Arkansas Code Annotated 12-9-118 ....................................................................39
Arkansas Code Annotated 12-9-602 ....................................................................39
National Use-of-Force Database Collection ....................................................................40
(C) Study and analyze the effectiveness and sustainability of community policing efforts,
including the impact of law enforcement officers living in the communities in which they are
policing .......................................................................................................................................42
Overview of Community Policing in Arkansas ...............................................................42
Statewide Law Enforcement Community Outreach Programs ............................43
Lonoke County Community Outreach Program ..................................................44
Arkansas Drug Take Back Day Initiative ............................................................45
Advancing the State of Law Enforcement in Arkansas: Community Policing Survey ...46
Methodology ........................................................................................................46
Survey Findings ...................................................................................................46
Arkansas Citizen Perceptions on Community Policing Efforts .......................................47
Community Involvement .....................................................................................48
Citizen Law Enforcement Needs .........................................................................49
Perceptions of Law Enforcement in Arkansas Communities ..............................50
(D) Analysis of standards, requirements, and obstacles for recruitment, hiring, and retention of
law enforcement officers, including resiliency programs, educational opportunities, and
compensation and benefit packages available to law enforcement officers ................................52
State of Arkansas Law Enforcement: Retention, Recruitment, and Hiring Obstacles ....54

3

Arkansas Commission on Law Enforcement Standards and Training (CLEST) ..............59
Qualifications for Employment: CLEST Rule 1002 ..............................................59
Psychological Assessment: CLEST Rule 1002 .....................................................61
State of Arkansas Law Enforcement: Health Insurance Coverage ....................................63
Law Enforcement Resiliency Programs.............................................................................65
The Department of Public Safety (DPS) Wellness Unit ........................................68
The Arkansas Law Enforcement Assistance Program (ARLEAP) ..........................69
Conway Police Department Health and Wellness Program ..................................69
Little Rock Police Department Wellness Unit .......................................................70
Law Enforcement Educational Opportunities ....................................................................71
Peace Officer Loan Repayment Assistance Program, Texas Senate Bill 16............73
Federal Public Service Loan Forgiveness Program (PSLFP) ................................74
Arkansas National Guard Student Loan Repayment, §12-62-503.........................75
Arkansas Law Enforcement Retirement Systems ..............................................................76
Arkansas Public Employees Retirement System (APERS) ...................................77
Arkansas Local Police and Fire Retirement System (LOPFI) ...............................78
Arkansas State Police Retirement System (ASPRS) ........................................... 79
Conclusion ................................................................................................................................... 81
References .................................................................................................................................... 82
Appendices ................................................................................................................................... 85
1.
2.
3.
4.
5.
6.

Executive Order 20-30 and Meeting Agendas ...................................................................86
Criminal Justice Institute Overview (U of A) ....................................................................94
Arkansas Law Enforcement: Field Training Officer Program Review .............................99
CLEST Rule 1014 .............................................................................................................115
CLEST Rule 1009 .............................................................................................................119
Governor Hutchinson Address: “Making a Difference with Crisis Intervention and
Stabilization Units” ..........................................................................................................126
7. ALETA Racial Profiling Training Lesson Plan ...............................................................129
8. Arkansas State Police (ASP) Basic Rights Guide.............................................................142
9. President Trump Executive Order: “Safe Policing for Safe Communities” .....................145

4

10. CLEST Overview...............................................................................................................151
11. CLEST Decertification Overview: Administrative Procedures Act, Arkansas Statutes,
and Rules...........................................................................................................................156
12. Arkansas Code Annotated 12-9-118....................................................................................170
13. FBI Use-of-Force Program Data Collection Resource Guide ...........................................172

5

Acronym Table
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

ALETA- Arkansas Law Enforcement Training Academy
APERS- Arkansas Public Employees Retirement System
ARLEAP- Arkansas Law Enforcement Assistance Program
ASPRS- Arkansas State Police Retirement System
CIT- Crisis Intervention Training
CJI- Criminal Justice Institute
CJIS- Criminal Justice Information Systems
CLEST- Commission on Law Enforcement Standards and Training
CSU- Crisis Stabilization Unit
DEA- U.S. Drug Enforcement Administration
DHS- Department of Homeland Security
DPS- Department of Public Safety
DPSST- Department of Public Safety Standards and Training
DROP- Deferred Retirement Option Plan
DSM-5- Diagnostic and Statistical Manual, 5th Edition
ERT- Emergency Response Team
FAFSA- Free Application for Federal Student Aid
FBI- Federal Bureau of Investigation
FFEL- Federal Family Education Loan
FOIA- Freedom of Information Act
FTO- Field Training Officer
GED- General Education Development
IADLEST- International Association of Directors of Law Enforcement Standards and
Training
ICE- U.S. Immigration and Customs Enforcement
K-9- Law Enforcement Canine Unit
LEEP- Law Enforcement Enterprise Portal
LOPFI- Local Police and Fire Retirement System
MOA- Memorandum of Agreement
NDEx- National Data Exchange
NIBRS- National Incident-Based Reporting System
OLES- Office of Law Enforcement Standards
ONDCP- Office of National Drug Control Policy
PSLFP- Federal Public Service Loan Forgiveness Program
SLES- School of Law Enforcement Supervision
SWAT- Special Weapons and Tactics Unit
THECB- Texas Higher Education Coordinating Board
UCR- Uniform Crime Report

6

Executive Summary
This report represents a summary of Governor Hutchinson’s Task Force’s findings and
recommendations for best policing practices and improving trust between law enforcement and
the communities they serve to advance the state of law enforcement in Arkansas. The work
developed for this report has been done in a collaborative effort with multiple Arkansas
stakeholder groups. Therefore, this report serves as a guide for ongoing efforts to advance the
state of law enforcement in Arkansas.
The strategies provided in this report involve a variety of recommendations identified by the
Task Force to advance the state of law enforcement in Arkansas. Specifically, this report focuses
on the following:
(A) Review the adequacy of law enforcement training, policy, and operations, specifically
related to cultural, racial, and community relations
1.

The Task Force recommends to include the following into the minimum standards
for all Field Training Officer programs: Communication Skills (making sure
officers are effectively communicating internally and externally), Implicit Bias
(how do I know where my blind spots are and uncovering what I'm not seeing),
Ethics (going above the law to protect the highest standard in law enforcement),
Duty to Intervene (holding every officer to the highest standard in duty), Cultural
Competency (consisting of cultural decor, customs, religious practices, and
slang), De-Escalation (how do I bring this situation under control), and Crisis
Intervention Training (CIT) (reducing the risk of injury to mentally ill persons
and law enforcement).
2.
The Task Force recommends that the State of Arkansas maintain and expand
awareness and use of the established Arkansas Crisis Stabilization Units to allow
for better public access, both in and outside of law enforcement and/or
community mental health providers.
3.
The Task Force recommends that the Commission on Law Enforcement Standards
and Training (CLEST) increase the mandatory annual racial bias training
component of continuing education from 2 hours to 4 hours.
4. The Task Force recommends that law enforcement agencies within the State of
Arkansas seek and apply for federal, state, and local funding opportunities to aid
in the implementation of state-of-the-art body cameras, as well as adequate server
storage to aid in better surveillance for all agencies. Specifically, we advocate for
funding legislation that helps to ensure that all front line duty officers will be
wearing state of the art body cameras by 2026.
5.
The Task Force recommends creation of a strong, multi-lingual "Know Your
Rights and What to Do When You're Pulled Over" campaign that is coordinated
at the state and local level to increase community trust, knowledge, and
awareness.
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6.

The Task Force recommends that county and local law enforcement agencies
work with community organizational leaders and academic institutions to study
and analyze any potential negative impacts of a 287(g) program, including any
unintended consequences associated with rebuilding community trust among
minority populations.

(B) Study and analyze the processes for accountability, discipline, removal, and
decertification of officers who do not meet standards, including evaluation for the
creation and implementation of a statewide, public database of complaints and resolutions
concerning law enforcement officers
7.

8.

9.

10.

11.
12.

The Task Force recommends that CLEST meet a minimum of six times per year
instead of the current four times per year to aid in speeding up the decertification
process.
The Task Force recommends that CLEST publish, on its website, adjudicated
decertification records into a public database similar to the process recently
established in the State of Oregon to increase transparency.
The Task Force recommends the proposal of legislation that restricts the number
of part-time law enforcement officers allowed within a law enforcement agency
that resemble the requirements for auxiliary law enforcement officers under
Arkansas Code Annotated 12-9-306.
The Task Force recommends amending Arkansas Code Annotated 12-9-118 to
require new or inactive agencies to employ a full time chief of police to provide
clarity and establish administrative structure and organization.
The Task Force recommends amending Arkansas Code Annotated 12-9-602 to
separate untruthfulness and excessive force into independent elements.
The Task Force recommends that law enforcement agencies participate in the
National Use of Force Data Collection effort to resemble the recommendation
recently published by the International Association of Chiefs of Police stating that
participation “will help law enforcement, elected officials, and community
members better identify and understand the totality of incidents and trends
associated with use-of-force incidents, and other outlying factors.”

(C) Study and analyze the effectiveness and sustainability of community policing efforts,
including the impact of law enforcement officers living in the communities in which they
are policing
13.

14.

The Task Force recommends that law enforcement recruits be required, during
training, to accumulate a certain number of hours within local communities, to
observe and interact with community members. CLEST will credit officers with
training hours for their participation in community engagement events.
The Task Force recommends that law enforcement agencies develop intentional
efforts with minority community organizations (community leaders, non-profit
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programs, faith based programs, businesses, etc.) to assess the needs of minority
communities to rebuild trust to increase public safety for all citizens in Arkansas.
(D) Study and analyze the standards, requirements, and obstacles for recruitment, hiring, and
retention of law enforcement officers, including resiliency programs, educational
opportunities, and compensation and benefit packages available to law enforcement
officers
15.
16.
17.
18.

19.
20.

21.

22.

23.

The Task Force recommends that state, local, and county governing bodies
reappropriate funding to ensure that entry salaries for law enforcement officers
are equivalent to or above the average annual wage in Arkansas.
The Task Force recommends that incremental salary increases for law
enforcement officers be equivalent to their years of service, rank, and
responsibilities.
The Task Force recommends the proposal of legislation that exempts a portion of
an active full-time law enforcement officer’s salary from state income taxes.
The Task Force recommends that CLEST work with subject matter experts to
ensure that CLEST Rule 1002 provides the following assessments: comprehensive
psychological assessments including: aggression, implicit and racial bias prescreening; physical fitness assessments; extensive character, employment, and
criminal background investigations; and current bias assessments to better
evaluate that law enforcement candidates are physically, emotionally, and
mentally fit to serve.
The Task Force recommends that CLEST conduct a study on the necessity for
officers to be periodically revaluated throughout their service at years 3, 7, and
10.
The Task Force recommends that state, local, and county governing bodies reappropriate funding to provide health care coverage for full-time law enforcement
officers and their dependents who participate in an annual wellness assessment.
Annual wellness assessments should not be required for dependents who are
minors.
The Task Force recommends that the Arkansas Department of Public Safety, in
conjunction with existing programs, develop and administer a robust, state-wide
wellness and resiliency program available to the Arkansas law enforcement
community to include officers, jailers, dispatchers, coroners, and civilian staff.
The Task Force recommends the proposal of legislation and funding to support a
loan forgiveness program for law enforcement officers similar to the program
recently enacted in Texas. The alternative to this recommendation is that the
Federal Public Service Loan Forgiveness Program be amended to allow for
forgiveness eligibility following 12 months instead of 120 months of qualifying
payments for law enforcement officers.
The Task Force recommends the proposal of legislation and funding to allow for
a full-time certified law enforcement officer to attend a state-supported institution
9

24.

25.

26.

27.

of higher education tuition-free similar to the legislation for soldiers or airman in
the Arkansas National Guard.
The Task Force recommends the proposal of legislation that the first fifty percent
(50%) of benefits received by a law enforcement officer of this state from an
individual retirement account or the first fifty percent (50%) of retirement benefits
received by a law enforcement officer of this state from public or private
employment-related retirement systems, plans, or programs, regardless of the
method of funding for these systems, plans, or programs, be exempt from the state
income tax, with no age requirement.
The Task Force recommends that actuary studies be conducted on all applicable
retirement systems to determine the cost and feasibility to reduce actual service
for law enforcement officers to no more than 25 years with at least a 3%
multiplier. Specifically, actuary studies should include separating law
enforcement officers from civilian employees in APERS.
The Task Force recommends that actuary studies be conducted on all applicable
retirement systems to determine the cost and feasibility of allowing law
enforcement officers who medically retire due to work related injuries to receive
equivalent retirement benefits as if the law enforcement officer reached full
retirement eligibility.
The Task Force recommends that law enforcement agencies provide long-term
disability insurance for all law enforcement officers.
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Introduction
There has been a reoccurring theme for the need to improve law enforcement training and the
need for increased racial understanding and accountability in law enforcement. On June 12,
2020, Governor Asa Hutchinson issued Executive Order 20-30 to create the 25-member Task
Force to advance the state of law enforcement in Arkansas. The following individuals were
named to the Task Force:


























Fred Weatherspoon, Deputy Director, Arkansas Law Enforcement Training Academy
(ALETA)
Jimmy Warren, Citizen Advocate, Conway
Marty Boyd, Sheriff of Craighead County
Layla Holloway, Citizen Advocate, Van Buren
Allen Hamby, Sergeant, Little Rock Police Department
Bob McMahan, Arkansas Office of Prosecutor Coordinator
Coty Williams, Sergeant, Arkansas State Police
Daniel Martinez, Business Owner, DeQueen
Emma Davis, Citizen Advocate, Van Buren
Geovanny Sarmiento, Roger Chamber of Commerce, Vice President of Community
Gina Gomez, Executive Director of El Centro Hispano
KenDrell Collins, Assistant Federal Public Defender
James Sanders, Mayor of Blytheville
Jami Cook, Secretary of the Arkansas Department of Public Safety and Director of
Arkansas Commission on Law Enforcement Standards and Training
Mike Knoedl, Retired Law Enforcement Officer
Mike Reynolds, Fayetteville Chief of Police
Percy Wilburn, Lake Village Chief of Police and Chairman of Arkansas Commission on
Law Enforcement Standards and Training
Randy Shores, Arkansas Department of Corrections, Emergency Preparedness
Scott Hamilton, CEO and President of Urban League of the State of Arkansas
Engagement
Shawn Garner, Lieutenant Colonel, Arkansas State Police
Shirley Washington, Mayor of Pine Bluff
Steve Shults, Director of Black River Law Enforcement Training Academy
Tim Campbell, Citizen Advocate, Little Rock
Tim Helder, Sheriff of Washington County
Tomekia Williamson, Arkansas Department of Community Corrections

Governor Hutchinson appointed ALETA Deputy Director Fred Weatherspoon to serve
respectively as Chair. The task force held its organizational meeting on June 18, 2020 and
formed four subcommittees, each of which would assume responsibility for the four areas of
focus outlined by the Governor. The members elected Conway Citizen Advocate, Jimmy Warren
as Chair of Subcommittee One, Sheriff of Craighead County, Marty Boyd as Chair of
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Subcommittee Two, Van Buren Citizen Advocate, Layla Holloway as Chair of Subcommittee
Three, and Sergeant Allen Hamby of Little Rock Police Department, as Chair of Subcommittee
Four.
Executive Order 20-30 charged the Task Force with addressing each of the following objectives:
(A) Review the adequacy of law enforcement training, policy, and operations, specifically
related to cultural, racial, and community relations
(B) Study and analyze the processes for accountability, discipline, removal, and
decertification of officers who do not meet standards, including an evaluation for the
creation and implementation of a statewide, public database of complaints and resolutions
concerning law enforcement officers
(C) Study and analyze the effectiveness and sustainability of community policing efforts,
including the impact of law enforcement officers living in the communities in which they
are policing
(D) Study and analyze the standards, requirements, and obstacles for recruitment, hiring, and
retention of law enforcement officers, including resiliency programs, educational
opportunities, and compensation and benefit packages available to law enforcement
officers
For each item above, the Task Force was charged with providing a report of its findings and
make recommendations to the Governor to advance the state of law enforcement in Arkansas.
The Task Force’s overarching goal was to review, study, and analyze the best practices and
procedures for law enforcement within the State of Arkansas. While the Task Force assessed best
practices, recommendations made by the Task Force primarily focused on reviewing and
enhancing the adequacy of training, established policy, and operations for law enforcement;
improving the accountability and decertification processes for law enforcement; rebuilding trust
between law enforcement and the communities they serve; and developing programs aimed at
enhancing the recruitment and hiring of law enforcement, as well as increasing retention within
the law enforcement profession.
The Task Force met monthly between June 18, 2020 and November 13, 2020 and covered each
of the topics charged by Governor Hutchinson (See Appendix 1). Governor Hutchinson charged
the Task Force with preparing a final report by December 31, 2020. This document serves as the
final report developed by the Task Force. The Task Force is proud of the work being done to
advance the state of law enforcement and is committed to continuing its work to ensure best
practices for law enforcement throughout the State of Arkansas.
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(A) Review of the Adequacy of Law Enforcement Training, Policy, and Operations
The first objective charged by Governor Asa Hutchinson was to review the adequacy of law
enforcement training, policy, and operations, specifically related to cultural, racial, and
community relations. This assessment was conducted by the subcommittee designated as Team
One.
The Task Force reported the current adequacy of law enforcement training, policy, and
operations across the State of Arkansas:




Arkansas Law Enforcement Training Programs and Operations Assessment
o Arkansas Law Enforcement Training Academy (ALETA)
o ALETA Training Courses
o Arkansas Criminal Justice Institute (CJI)
o Online CLEST Training Courses
o Criminal Justice Institute (CJI) Courses
o Arkansas Field Training Officer Programs (FTO)
o CLEST Rule 1014 and Rule 1009
o Arkansas Crisis Stabilization Units and Law Enforcement Training (CIT)
o Act 1207 of 2003
o Arkansas Law Enforcement Training Academy: Racial Profiling Training
 Arkansas Code Annotated 12-12-1401
 Arkansas Code Annotated 12-12-1402
 Arkansas Code Annotated 12-12-1403
 Arkansas Code Annotated 12-12-1404
Arkansas Law Enforcement and Policy and Operations Assessment
o Arkansas Law Enforcement: Law Enforcement Administrator Body Camera
Requirement
o Arkansas Law Enforcement: Knowledge of Citizen Rights
 Freedom of Information Act (FOIA)
 Arkansas State Police Guide: What to do when you are stopped by a Law
Enforcement Officer
o 287g Immigration and Nationality Act

Arkansas Law Enforcement Training Programs and Operations Assessment
To assess law enforcement training programs and operations, the Task Force evaluated the
current training offered to law enforcement, as well as offered recommendations to enhance law
enforcement training programs in Arkansas. The following law enforcement training was
assessed:






Arkansas Law Enforcement Training Academy (ALETA)
ALETA Training Courses
Arkansas Criminal Justice Institute (CJI)
Criminal Justice Institute (CJI) Courses
Arkansas Field Training Officer FTO Programs
13







Online CLEST Training Courses
CLEST Rule 1014 and Rule 1009
Arkansas Crisis Stabilization Units and Law Enforcement Training
Act 1207 of 2003
Arkansas Law Enforcement Training Academy: Racial Profiling Training

Arkansas Law Enforcement Training Academy (ALETA)
A 2019 report by CBS News revealed that the Arkansas Law Enforcement Training Academy
(ALETA) provides mandatory racial bias training well beyond what most other law enforcement
agencies in other states reported for mandatory annual training requirements. In fact, Arkansas
required racial bias training two years prior to nearly all of the reporting agencies (CBS News,
2019). Consequently, Arkansas appears to be in line with, and even exceeds, much of the
training that is conducted nationwide.
The basic training academy is designed, intentionally, to overlap in order to reinforce
information throughout the academy. To that end, the basic academy functions in a step-by-step
manner with the culmination of training being heavily inundated with practical application.
Lorie Fridell is an American criminologist, associate Criminology professor, and expert on bias
research in law enforcement. She states that “in addition to bias-awareness training, agencies
need to provide scenario-based, use-of-force judgement training that conditions officers to focus
not on demographics, but on indicators of threat” (Fridell, 2016). It is important to note there is
a minimum requirement of 520 hours in the basic academy; many of these hours are dedicated to
scenario-based training. Each basic student is exposed to a vast array of practical scenarios that
require them to:
o Perform acceptable traffic stops (AR code Title 12, Subtitle 2, Chapter 12,
Subchapter 14)
o Demonstrate appropriate levels of force
o Recognize citizens in need of assistance
o Demonstrate proper communication procedures
o Respond to domestic violence in progress
o Understand the application of the Fourth Amendment
o Evaluate threats to themselves and others
Once the students perform these demonstrations, after-action debriefs allow instructors to
review, critique, and discuss with each student any known deficiencies to be remediated.
According to Fridell’s research, less than half of law enforcement agencies have access to
“video-simulator training.” Furthermore, for those that have simulator training available, “the
level of exposure to scenarios for in-service officers (versus recruits) is very low. Six in ten of
the agencies that currently have these resources expose their officers to fewer than four scenarios
annually, while a quarter expose their officers to just one scenario a year” (Fridell, 2016). These
simulators (MILO and VirTra) are modern tools that are designed to elicit responses based on
ambiguous stimuli and allow for after-action debriefs and remediation. ALETA conducts
substantial scenario-based training for basic students during the basic academy (in excess of ten
14

separate video-simulator scenarios). Often, agencies throughout the State will request the use of
the video simulators to assist in training veteran officers. ALETA has the capacity to fulfill these
requests through the use of the stationary systems in Camden and Springdale, as well as
providing occasional field schools with the portable system.
An article by Adrienne Zimmer suggests that a recommended use of these systems could be for
community outreach. There may be substantial value in utilizing this tool to assist in the
education of the public on officer response (Zimmer, 2018). It may be possible that more
attention could be focused on inviting members of the public to experience this training tool in
order to help bridge the gap of understanding between law enforcement officers and the public
they serve.
ALETA believes that the “use of race as the basis for law enforcement decision-making clearly
has a terrible cost, both to the individuals who suffer discrimination and to the Nation” (Criminal
Rights Division, 2003) and will continue striving to deliver premier law enforcement training by
safeguarding the integrity of training by using factual, data-driven resources in curriculum
development. According to Lon Bartel, “agencies are already using data for predictive analytics
and developing algorithms in crime prevention. There is a huge opportunity for law enforcement
to bring this same approach to how they train their officers in the use of force with peer-reviewed
science on effective police training methods in advanced simulators” (Zimmer, 2018). Therefore,
ALETA is dedicated to its ongoing mission to continue using peer-reviewed research in effective
policing methods when developing training for law enforcement throughout the State of
Arkansas.
ALETA Training Courses
Currently, the mandated curriculum for the ALETA basic course requires four blocks of
instruction specifically regarding de-escalation and cultural, racial, and community relations.
This type of training was required by the state as early as 2003 and has undergone continuous
review and enhancements to ensure accuracy and societal relevance:






Two hours of Racial Profiling is required for all students that attend ALETA. Following
this block of instruction, the student will be able to define racial profiling; understand the
statutes and acts associated with the prohibition of racial profiling; differentiate between
low and high discretion stops; and understand the covered statistics on racial profiling.
One hour of Cultural Diversity/Implicit Bias is required for all students attending
ALETA. At the completion of this classroom instruction, basic students are able to
correctly define Culture; differentiate between discrimination and prejudice; list three
general benefits of valuing diversity, list three organizational benefits of valuing
diversity, list three personal benefits of valuing diversity, list three verbal communication
factors which get negative public response, and define Hate Crime.
Two hours of Community Oriented Policing is required and after classroom instruction,
the students are able to list three roles of the police in a democratic society; list the three
areas of possible conflict (with the community); list five areas of importance when
dealing with the media; and define Community Policing.
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•

Sixteen hours of Crisis Intervention Team is required. This information is directly related
to Act 423 of 2017 that required all basic law enforcement students to complete sixteen
hours of Crisis Intervention Team training while at the basic academy. Act 423 also
required municipal agencies employing more than ten officers and all Sheriffs’
departments to employ at least one officer that has completed forty hours of Crisis
Intervention Team training. At the completion of this block of instruction, the students
will know the history of CIT, know the five core components of CIT, and know what
resources are available (in accordance with Act 423).
Moreover, there are a myriad of courses that continually edify and bolster the information
that is presented in the above-mentioned blocks of instruction. For instance, Ethics is
very specific in addressing the necessity for unbiased and non-prejudicial policing.
Substantial time is spent covering Constitutional Law which understandably expands on
Racial Profiling and Civil Rights. Consular Notification focuses specifically on how to
appropriately engage with a Foreign National. Emergency Spanish identifies differences
in Hispanic cultures. Gangs and Extremists Groups delves into identifying origins and
practices of gangs and extremist groups – specifically regarding Asian, Hispanic, Black,
and White Supremacy Groups throughout the United States.

Online CLEST Training Courses
In addition, the Task Force reviewed the detailed online training provided by CLEST.
Online courses are identified below:





















911 De-escalation Strategies for Dispatchers (1hr)
Agency- Critical Task (30min)
Deadly Force (45min)
Duty to Protect Citizens (45min)
Fentanyl Warning for Law Enforcement (2hr)
Home Entries (Five Courses Total) (30min)
Use of Force Moving Forwards (1hr)
HRCT- Armed Officers/Off Duty Action (1hr)
HRCT- Arrest and Search and Seizure (1hr)
HRCT- Care, Custody, Control, and Restraint of Prisoners (1hr)
HRCT- Emergency Vehicle Operations (1hr)
HRCT- Hiring, Selection, and Retention (1hr)
HRCT- Internal Affairs Investigation (1hr)
HRCT- Police Involved Domestic Violence (1hr)
HRCT- Property and Evidence (1hr)
HRCT- Response to Resistance Use of Force (1hr)
HRCT- Sexual Harassment, Discrimination, and Misconduct (1hrs)
HRCT- Use of Force (1hr)
Jail Operations (Seven Courses Total)
Motor Vehicles (Six Courses Total)
16
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Parole Operations (Ten Courses Total)
Questioning (Five Courses Total)
Street Encounters (Six Courses Total) (45min)
Strip and Body Cavity Searches (45min)
Supreme Court Cases- Update 4 Important Cases (1hr)
Supreme Court Update- After Suspect Involves Right to Counsel (15min)
Supreme Court Update- DUI Testing & Refusals (15min)
Supreme Court Update- Emotionally Disturbed Persons (1hr)
Supreme Court Updates- Special Operations (45min)
Supreme Court Updates- 2014-2015 (1hr)
Supreme Court Updates- 2017 Birchfield v. North Dakota DUI Testing (1hr)
Supreme Court Updates- Care, Custody, & Control of Prisoners (1hr)
Supreme Court Updates- ECD & 2nd Amendment (15m)
Use of Force (Two Courses Total) (45min)
HRCT- Demonstrations, Mass Protests, and the Occupy Movement (1hr)
HRCT- Taser Immediate Danger 4th Circuit (1hr)
HRCT- Brady/Giglio IA Investigations (1hr)
HRCT- Use of Force in Jails and Correctional Facilities (1hr)
Valor Ambush Attacks (30min)
Valor Casualty Care-Get Off the X (30min)
Valor Casualty Care- Tourniquets (30min)
Valor Characteristics of Weapon Concealment (30min)
Valor Common Indictors of a Potential Attack (30min)
Valor Deadly Mix (30min)
Valor Foot Pursuits (30min)
Valor Mental Health and Wellness (30min)
Valor Officer Involved Shooting (30min)
Valor Mental Health and Wellness (30min)
Valor Responding to Individuals in Crisis (30min)
AR Crime Lab Evidence Packaging, Sex Assault Kit Tracking & Body Submission (2hr)
Arkansas Crime Lab Firearms and Latent Prints (1hr)
Arkansas Crime Lab Forensic Chemistry and Toxicology (2hr)
AR Crime Lab DNA and Codis (1hr)
HRCT- Care Custody of Prisoners- Minneapolis (30min)
HRCT- How Law Enforcement Supervisors Motivate (1hr)
HRCT- Investigating Citizen Complaints for Supervisors (1hr)
HRCT- Neck Restraints (1hr)
HRCT- Procedural Justice and Legitimacy of Authority (1hr)
HRCT- You Make the Call (1hr)
HRCT- Public Employee Retaliation Complaints (1hr)
HRCT- Suicide Prevention in Jails (1hr)
HRCT- You Make the Call 2 (30min)
HRCT- Restraint Practices (1hr)
HRCT- Applying the Latest Advancements in DNA Searching (1hr)
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Arkansas Criminal Justice Institute (CJI)
The Task Force reviewed the adequacy of law enforcement training developed and offered by
Arkansas CJI (See Appendix 2). The Criminal Justice Institute (CJI) is a separate unit under the
University of Arkansas System which provides advanced education and training to certified law
enforcement in state, local, and county law enforcement agencies across the State. The vision of
CJI is to make communities safer one officer at a time. CJI staff are committed to making
communities safer by supporting law enforcement professionals through training, educational
opportunities, resources, and collaborative partnerships. CJI was established in 1994 by chiefs
and sheriffs across the state and continues to be successful today because of Arkansas law
enforcement leadership’s commitment and dedication to comprehensive training and community
service. This support has allowed CJI to expand the breadth of offerings for veteran officers and
deputies and provide specialized educational and certificate opportunities, making CJI nationally
unique.
Currently, CJI works collaboratively with Governor Hutchinson on school safety issues and has
assisted Arkansas in becoming the first state in the U.S. to have a statewide Department of Justice
certified Child Abduction Response Team. CJI also provides naloxone training, distributes kits
containing Narcan to first responders, and is a founding member of the National Cybersecurity
Preparedness Consortium, providing cybersecurity training to IT professionals in critical
infrastructure across the nation. By facilitating collaboration between the Arkansas Division of
Children and Family Services, local and county law enforcement, community corrections and
schools, CJI is playing a major role in the early identification and rescue of children who live in
homes where illicit drug activities are occurring and helping to break the cycle of drug and child
abuse.
Through classroom‐based and online instruction, CJI provides an educational experience
designed to enhance the performance and professionalism of Arkansas law enforcement.
Courses focus on law enforcement leadership, supervision and professional development;
forensic sciences and computer technology; traffic safety; drug and sexual assault investigations;
and school safety. During the 2019 Fiscal Year, CJI delivered over 650 classes, with over 19,000
attendees representing over 320 different agencies. In‐person courses were delivered in 75
different locations across the state and more than 8,700 individual officers and deputies benefited
from CJI’s programs. Currently, CJI offers 36 online programs, ranging in length from two to
twenty‐four hours.
Criminal Justice Institute (CJI) Training Courses
In addition, the Task Force reviewed the detailed CJI training provided throughout the State of
Arkansas (See Appendix 2). Courses (Online/in-person) are identified below:





Racial Profiling (Online)
Cultural Diversity (Online)
Ethics for Law Enforcement (Online)
Use of Force (Online)
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Community Oriented Policing
Police Community Relations
Communication Skills for Field Interview and Officer Safety
Communication for Law Enforcement (Online)
Early Intervention Programs for Law Enforcement
Field Training for the 21st Century
De-escalation or Community Policing Focused Classes
o Fundamental Principles of De-escalation and Understanding People*
o Verbal Fitness and De-escalation for Law Enforcement
o Implicit Bias
o Procedural Justice
o Fair and Impartial Policing for Command Staff
o Communication Skills for Officer Safety*
Courses which Include Use of Force, De-escalation or Community Policing Related
Components for Law Enforcement Supervisors
o Foundations of Supervision and Leadership
o Principles of Supervision and Leadership
o Advanced Supervision
o School of Law Enforcement Supervision (SLES)
Law Enforcement Stress Support Courses
o Coping with Law Enforcement Stress
o Law Enforcement Stress Management Online
CJI Academic Partnership Program

Arkansas Field Training Officer (FTO) Programs
Field training programs across the State of Arkansas were developed and implemented to assist
in transitioning newly hired law enforcement officers (trainees) from the academic setting of the
basic law enforcement academy to the performance of law enforcement duties in the field.
Specifically, field training programs achieve law enforcement agency goals set out in policy and
procedures that require performance standardization.
Field training officer (FTO) programs pair a veteran officer, having all the best qualities of a
professional law enforcement officer, with a newly hired officer trainee. The new officer
performs normal law enforcement duties with the FTO in a one-on-one, real world, environment
to assist the trainee in performing the job duties. The FTO acts as a positive role model for the
officer and is responsible for evaluating the trainee’s performance and teaching the trainee what
is expected and necessary in the law enforcement profession. There are 196 certified law
enforcement agencies in Arkansas with a field training officer program (OLES, 2020). Field
training programs consist of two parts.
The first part is the FTO classroom and certification. The second part consists of trainee reports,
forms, and evaluations filled out by the FTO. The program centers on systematic, uniform
methods of training and evaluation of new officers using on-the-job training monitored by FTO’s
that have been certified by the Office of Law Enforcement Standards. The FTO provides
additional training as they identify weaknesses and deficiencies in a trainee’s performance. The
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one-on-one style of training and guidance in real life situations sets FTO programs apart from
basic training.
To address the adequacy of law enforcement training, policy, and operations related to cultural,
racial, and community relations, the Task Force conducted an extensive statewide review of FTO
programs. For this review, copies of the FTO class certification were obtained from the Arkansas
Law Enforcement Training Academy (ALETA) and the schedule of classroom activity was
obtained from the Criminal Justice Institute (CJI). ALETA and CJI provide CLEST-approved
classroom instruction for the FTO certification. ALETA provides classroom materials to any
agencies wishing to administer their own FTO course. Research shows that FTO programs
consist of 24-40 hours across the country. The Office of Law Enforcement Standards keeps
records of all classes certified throughout the State of Arkansas for documentation of training
and certifications. A list of FTO classes was obtained to identify departments with FTO
programs. The following departments provided copies of their Field Training Manuals/Guides or
reports prepared by the FTO for comparison and review (See Appendix 3):














Arkansas State Police
Texarkana Police Department
Arkansas Game and Fish Enforcement Division
Pulaski County Sheriff’s Office
Conway Police Department
Elkins Police Department
Little Rock Police Department
Benton Police Department
Pine Bluff Police Department
El Dorado Police Department
Camden Police Department
Springdale Police Department
Saline County Sheriff’s Office

CLEST Rule 1014 and Rule 1009
Following the review of FTO programs in Arkansas and the established rules for training, the
Task Force reviewed the adequacy of minimum training standards for FTOs. The Task Force
reported that the FTO standards for certification overseen by the Arkansas Office of Law
Enforcement Standards (OLES), were contained in Rules 1014 (See Appendix 4) and 1009
(See Appendix 5).
CLEST Rule 1014, Minimum Criteria for FTO:
•
•
•

Three years of full time experience
Possess at least a General Certification
Have completed a minimum of 32 hour CLEST-approved classroom instruction including
the following topics:
o Communications
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o Techniques of Instruction
o Evaluation of Training
o Trainee Motivation and Counseling
CLEST Rule 1009, General Certification:
•
•

•
•
•
•

To be eligible for the award of a certificate, each applicant must be a law enforcement
officer appointed by a law enforcement agency located within the State of Arkansas.
Each applicant shall meet the Commission’s prescribed minimum standards for
employment established pursuant to Rule 1002 except those Full-time law enforcement
officers who were employed before January 1, 1978. Those persons are “grandfathered”
and exempt from meeting any selection or training requirements, provided they have
been continually employed by the same agency since December 31, 1977.
Each applicant should attest that they subscribe to the Law Enforcement Code of Ethics.
All applications for an award of the Basic, General, Intermediate, Advanced, or Senior
Certificates shall be completed in a manner adopted by the Division.
In addition to the requirements set forth above for the award of a General, Intermediate,
Advanced, or Senior Certificate, each applicant shall have completed the designated
education and training combined with the prescribed law enforcement experience.
Education and training must be supported by copies of transcripts, certificates, diplomas,
or other verifying documents attached to the application. Each training document must
verify the number of classroom hours claimed.

As law enforcement training continues to represent the cornerstone for law enforcement and
community relations, the Task Force suggests that it may be reasonable to incorporate additional
training into the minimum standards for FTO programs. The comprehensive review by the Task
Force identified that field training programs aid in establishing proper training, policy, and
operations for agencies in the State of Arkansas. Specifically, the Task Force reported that
effective communication between agencies and citizens emphasizing ethics, problem solving,
and various social issues are already being addressed within the minimum training standards for
FTO programs in Arkansas, yet, these minimum qualifications are not detailed within Rules
1014 and 1009. By increasing the minimum FTO standards and guidelines established by
CLEST, law enforcement officers in Arkansas may be better equipped to address cultural and
racial issues across the state.
Therefore, The Task Force recommends to include the following into the minimum standards for
all Field Training Officer programs: Communication Skills (making sure officers are effectively
communicating internally and externally), Implicit Bias (how do I know where my blind spots
are and uncovering what I'm not seeing), Ethics (going above the law to protect the highest
standard in law enforcement), Duty to Intervene (holding every officer to the highest standard in
duty), Cultural Competency (consisting of cultural decor, customs, religious practices, and
slang), De-Escalation (how do I bring this situation under control), and Crisis Intervention
Training (CIT) (reducing the risk of injury to mentally ill persons and law enforcement).
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Arkansas Crisis Stabilization Units and Law Enforcement Training
In 2017, the Arkansas Legislature passed Act 423 requiring Crisis Intervention Training for law
enforcement officers and created a pilot program consisting of four Crisis Stabilization Units
throughout the state. This innovative approach to mental health awareness and law enforcement
crisis training was driven by capacity issues faced by the Arkansas Department of Corrections.
Specifically, the State of Arkansas has experienced a 21-percent increase in the number of
inmates over a three-year period from 2012 to 2015, delaying the transfer of inmates from county
jails into the correctional system.
Crisis intervention and stabilization units represent a therapeutic psychiatric service provided for
persons in acute behavioral health crisis. The mission of the crisis stabilization units is to provide
alternatives to inpatient psychiatric hospitalization or emergency room visits for persons in a
mental health crisis or who have encountered law enforcement due to their psychiatric condition.
The established crisis stabilization units are located in the following counties:





Pulaski County
Sebastian County
Washington County
Craighead County

(Resource Link: https://atrp.ar.gov/arkansas-crisis-stabilization-units/)
Based on Governor Hutchinson’s address (See Appendix 6) on October 23, 2020 titled “Making
a Difference with Crisis Intervention and Stabilization Units”, the Task Force reported that, since
the opening of the first stabilization unit on March 1, 2018, the four units have treated nearly
5,000 people in mental-health crisis; with approximately 1,500 being diverted by law
enforcement. Outside of individual treatment, Governor Hutchinson stated that over 500 law
enforcement officers have received crisis intervention training. Moreover, ALETA reported that
more than 500 new recruits have received the required 16 hours of training, in addition to nearly
2,300 veteran law enforcement officers who have received the online crisis intervention training.
Crisis Intervention Team (CIT) training equips law enforcement with the training needed to
deescalate violent situations and recognize the difference between individuals who display
criminal behavior and those who are suffering from a mental health crisis. The Arkansas
Legislature passed Act 423 in 2017 which required CIT Training for law enforcement and set
forth standards that required most agencies to have at least one CIT trained officer. The law also
encouraged twenty percent of officers at agencies with more than ten officers to be trained in
CIT. Specifically, CIT aids in bringing together mental health systems and law
enforcement. Therefore, the main goal of CIT is to reduce the risk of injury to mentally ill
persons and law enforcement by diverting mentally ill subjects to the mental health care system
rather than taking them to jail. The CIT officer should be thought of as a specialized position that
receives specialized training on how to handle mentally ill subjects.
Since 2017, at total of 513 officers from 176 different agencies have received the 40 hour
CIT Training and become certified Crisis Intervention Team members. Additionally, in June of
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2018, ALETA added sixteen hours of CIT to all basic academies. A total of 538 officers have
received this training. An additional 2,254 veteran officers have attended an online CIT course
put on by the University of Arkansas Criminal Justice Institute (CJI). This results in a total of
3,305 officers who have received some type of CIT training since Act 423 was passed.
CIT training focuses on three main elements:
1. The first is mental illness awareness and recognition. During training, officers become
familiarized with many different mental illnesses and are taught how to recognize the
signs and symptoms. Officers who are aware of and can recognize mental illnesses will
be better prepared to handle subjects they encounter with mental illnesses. This
knowledge will lessen the officer’s chances of having to use force during the incident,
which inherently reduces officer and suspect injuries.
2. De-escalation is the second element of CIT training. During the de-escalation portion of
CIT, officers are taught to slow the situation down and to use empathetic understanding
to diffuse situations. Officers are taught that every crisis is different and unique, so they
must slow the situation down and listen to what the individual in crisis is trying to tell
them. Officers are taught to use active listening, coupled with restatement and reflection
techniques, to understand the problem an individual is facing. During CIT training,
officers are required to participate in different scenarios where they are able to practice
the de-escalation techniques they have learned without using force.
3. The third element emphasized in training is the utilization of resources. During the
training, officers are put in direct contact with mental health professionals in their area so
they can build relationships with these professionals. This gives the officer appropriate
resources to utilize the next time they encounter an individual in crisis who needs mental
health resources. Officers may be able to contact counselors, therapists, or a crisis
stabilization unit to provide the individual in crisis with the help needed. This will also
give the individual in crisis the resources they need for future issues they may face,
hopefully preventing law enforcement from being called in some instances.

Currently, Arkansas remains the only state in the nation to create a crisis intervention partnership
with state government, counties, and law enforcement agencies. The Task Force reported that
CIT training in the State of Arkansas has progressed significantly in the past two years. Due to
the recent success of Arkansas crisis stabilization units, President Trump has asked the U.S.
Attorney General to study successful programs such as the Arkansas crisis stabilization units and
training program to aid in addressing mental-health challenges nationwide. ALETA is
developing a “Train the Trainer” course for CIT so that trainers for the program can be
developed around the state allowing agencies to become self-sufficient in training their officers
in CIT.
In response to the success of the established units, the Task Force recommends that the State of
Arkansas maintain and expand awareness and use of the established Arkansas Crisis
Stabilization Units to allow for
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better public access, both in and outside of law enforcement and/or community mental health
providers.
Act 1207 of 2003
Act 1207 of 2003 required law enforcement agencies to implement mandatory, annual, racial
profiling training. Following Act 1207, Act 2136 of 2005 required the Commission to adopt a
training module for racial profiling training and to promulgate rules related to racial profiling
training. Moreover, Act 2136 tasked the Commission to review and make recommendations on
changes to agency policies related to racial profiling.
Arkansas Law Enforcement Training Academy: Racial Profiling Training
To review the adequacy of law enforcement training established by CLEST related to cultural,
racial, and community relations, the Task Force reviewed the racial profiling lesson plan (2hrs)
established by ALETA. The ALETA racial profiling training review consisted of a synopsis of
the training goals, course components, time requirements (2hr), and instruction materials (See
Appendix 7).
In addition to reviewing the ALETA racial profiling training, the Task Force reported state law
addressed in the ALETA racial profiling lesson plan: Arkansas Code Annotated 12-12-1401,
Arkansas Code Annotated 12-12-1402, Arkansas Code Annotated 12-12-1403, and Arkansas
Code Annotated 12-12-1404.
Arkansas Code Annotated 12-12-1401
As established by current guidelines, Arkansas Code Annotated 12-12-104 contains the
following definition of “Racial Profiling” regarding law enforcement:
(a) "Racial profiling" means the practice of a law enforcement officer relying to any degree
on race, ethnicity, national origin, or religion in selecting which individuals to subject to
routine investigatory activities or in deciding upon the scope and substance of law
enforcement activity following the initial routine investigatory activity.
(b) "Racial profiling" does not include reliance on the criteria in combination with other
identifying factors when the law enforcement officer is seeking to apprehend a specific
suspect whose race, ethnicity, or national origin is part of the description of the suspect
and the description is thought to be reliable and locally relevant.
Arkansas Code Annotated 12-12-1402
Arkansas Code Annotated 12-12-1402 outlines the following regulations with regards to
“Racial Profiling”:
(a) No member of the Department of Arkansas State Police, the Arkansas Highway Police
Division of the Arkansas State Highway and Transportation Department, a sheriff's
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department, or a municipal police department, constable, or any other law enforcement
officer of this state shall engage in racial profiling.
(b) The detention of an individual based on any noncriminal factor or combination of
noncriminal factors is inconsistent with this policy.
Arkansas Code Annotated 12-12-1403
Arkansas Code Annotated 12-1403 contains the following regarding “Racial Profiling”:
(a) Not later than January 1, 2004, the Department of Arkansas State Police, the Arkansas
Highway Police Division of the Arkansas State Highway and Transportation Department,
all sheriffs' departments, municipal police departments, constables, and all other law
enforcement agencies of this state shall adopt a written policy that:
1. Prohibits racial profiling as defined in Arkansas Code Annotated 12-12-1401
2. Requires that law enforcement officers have reasonable suspicion prior to a stop,
arrest, or detention;
3. Defines reasonable suspicion, to ensure that individuals are stopped for valid
reasons and that race, ethnicity, national origin, or religion is not the basis for
stops for violations for which non-group members would not be stopped;
4. Requires law enforcement officers to identify themselves by full name and
jurisdiction and state the reason for the stop and when possible present written
identification;
5. Provides for a systematic review process by supervising personnel within a
department or law enforcement agency for investigating allegations of racial
profiling to determine whether any officers of the law enforcement agency have a
pattern of stopping or searching persons, and if the review reveals a pattern,
requires an investigation to determine whether a trend is present indicating that an
officer may be using race, ethnicity, national origin, or religion as a basis for
investigating other violations of criminal law;
6. When a supervisor or other reviewer has detected a pattern of racial profiling,
provides timely assistance, remediation, or discipline for individual law
enforcement officers who have been found to be profiling by race, ethnicity,
national origin, or religion;
7. Ensures that supervisors will not retaliate against officers who report racial
profiling by others; and
8. Provides standards for the use of in-car audio and visual equipment, including the
duration for which the recordings are preserved.
Arkansas Code Annotated 12-12-1404
Arkansas Code Annotated 12-12-1404 contains the following regarding “Racial Profiling”:
(a) Each law enforcement agency shall provide annual training to all officers that:
1. Emphasizes the prohibition against racial profiling;
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2. Ensures that operating procedures adequately implement the prohibition against
racial profiling and that the agency's law enforcement personnel have copies of,
understand, and follow the operating procedures; and
3. Includes foreign language instruction, if possible, to ensure adequate
communication with residents of a community.
(b) The course or courses of instruction and the guidelines shall stress understanding and
respect for racial, ethnic, national, religious, and cultural differences and development of
effective and appropriate methods of carrying out law enforcement duties
Following a comprehensive review of the established racial profiling lesson plan provided by
ALETA and Arkansas state law, the Task Force recommends that the Commission on Law
Enforcement Standards and Training (CLEST) increase the mandatory annual racial bias
training component of continuing education from 2 hours to 4 hours.
Arkansas Law Enforcement Policy and Operations Assessment
To assess law enforcement policy and operations, the Task Force evaluated policies and
obstacles faced by law enforcement. The following law enforcement policy and operations were
assessed:





Arkansas Law Enforcement: Law Enforcement Administrator Body Camera Requirement
Arkansas Law Enforcement: Knowledge of Citizen Rights
o Freedom of Information Act (FOIA)
o Arkansas State Police Guide: What to do when you are stopped by a Law
Enforcement Officer
287g Immigration and Nationality Act

Arkansas Law Enforcement: Law Enforcement Administrator Body Camera Requirement
Recent high-profile incidents of police misconduct regarding racial and cultural concerns have
resulted in law enforcement agencies across the nation increasing efforts in accountability
through the utilization of body cameras for front-line law enforcement officers (Lin, 2016; White
& Fradella, 2018). To assess policy and operations of law enforcement related to cultural, racial,
and community relations throughout the State of Arkansas, the Task Force gathered findings
from Arkansas law enforcement administrators to evaluate the implementation and obstacles
facing agencies when obtaining body cameras for front-line duty law enforcement officers.
The Task Force reported that, of the 74 responses received from law enforcement administrators
in the statewide survey, 37 reported that they require officers to wear body cameras and 37 did
not have a body camera requirement (See Table 1).
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Table 1. Law Enforcement Administrators Body Camera Requirement

Although 37 (50%) of the agencies did not have a body camera requirement in place, Arkansas
law enforcement administrators (74) reported that the absence of a body camera requirement for
front-line law enforcement officers was due to the cost of cameras (n= 60; 81%), storage space
(n=49; 66%), and redaction tools (n= 37; 50%), insufficient personnel to manage FOIA requests
(n= 37; 50%), and concerns for citizen privacy (n=12; 16%). The obstacles faced by Arkansas
law enforcement agencies are not unfamiliar to agencies nationwide. Policing scholars have
consistently documented that agencies are facing barriers to body camera implementation due to
insufficient funds for obtaining equipment, costly video storage, and ensuring citizen privacy
through film maintenance and management (Lin, 2016; White & Fradella, 2018).
With the majority of Arkansas law enforcement administrators (n= 60; 81%) reporting known
body camera implementation obstacles related to the cost of cameras, as well as tools regarding
storage space maintenance (n=49; 66%), redaction tools (n= 37; 50%), and funds for personnel
to manage FOIA requests (n= 37; 50%), the Task Force reported that law enforcement agencies
are unable to establish a statewide requirement due to limited agency funding. As a result of
insufficient funding, the first step in ensuring body cameras among all front-line duty officers is
to provide law enforcement agencies with the financial resources to obtain body cameras and the
necessary technological tools for efficiency.
The Task Force identified that grant opportunities are available for ensuring body cameras for
Arkansas law enforcement agencies through pairing with academic institutions and organizations
like the Department of Justice, National Institute of Justice, and Arkansas Department of Finance
and Administration.
(Resource links: https://bja.ojp.gov/#new-grants-and-payment-management-systems-nowavailable; https://nij.ojp.gov/; https://www.dfa.arkansas.gov/intergovernmental-services/grantprograms/local-law-enforcement-block-grants-llebg)
In response to the obstacles facing Arkansas law enforcement agencies regarding the
implementation of body cameras for front-line duty law enforcement officers, the Task Force
recommends that law enforcement agencies within the State of Arkansas seek and apply for
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federal, state, and local funding opportunities to aid in the implementation of state-of-the-art
body cameras, as well as adequate server storage to aid in better surveillance for all agencies.
Specifically, we advocate for funding legislation that helps to ensure that all front line duty
officers will be wearing state of the art body cameras by 2026.
Arkansas Law Enforcement: Knowledge of Citizen Rights
To address the adequacy of law enforcement training, policy, and operations specifically related
to community relations, the Task Force examined the Arkansas Freedom of Information Act and
what, if any, impact the Freedom of Information Act has on law enforcement. Additionally, the
Task Force reviewed law enforcement agency efforts to provide law enforcement officers and
the citizens they serve with knowledge of rights pertaining to law enforcement and identified a
basic rights guide developed and distributed by the Arkansas State Police.
Freedom of Information Act (FOIA):
The Arkansas Freedom of Information Act (FOIA) of 1967 (Arkansas Code Annotated 25-19101 et seq.) was enacted to ensure that, in a democratic society, public business is performed in
an open and public manner so that electors are advised of the performance of public officials and
the decisions that are reached in public activity and in making public policy.
Arkansas Code Annotated 25-19-105 provides that, except as otherwise provided by this section
or by laws specifically enacted to provide otherwise, all public records shall be open to
inspection and copying by any citizen of the State of Arkansas during the regular business hours
of the custodian of the records. “Public Record” is defined by Arkansas Code Annotated 25-19103 as writings, recorded sounds, films, tapes, electronic or computer-based information, or data
compilations in any medium required by law to be kept or otherwise kept and that constitute a
record of the performance or lack of performance of official functions that are or should be
carried out by a public official or employee, a governmental agency, or any other agency or
improvement district that is wholly or partially supported by public funds or expending public
funds. All records maintained in public offices or by public employees within the scope of their
employment are presumed to be public records.
Arkansas Code Annotated 25-19-105 outlines twenty-six (26) record types that are specifically
exempt from release under the FOIA. Specific to law enforcement, 25-19-105(b) exempts:
undisclosed investigations by law enforcement agencies of suspected criminal activity, the
identities of law enforcement officers currently working undercover with their agencies and
identified in the Office of Law Enforcement Standards (OLES) as undercover officers, and
certain information related to confidential informants.
Arkansas State Police Guide: What to do when you are stopped by a Law Enforcement Officer
The Task Force identified a comprehensive basic guide developed by Arkansas State Police
detailing a person’s rights when stopped by a law enforcement officer (See Appendix 8). The
guide entitled “What to do when you are stopped by a Law Enforcement Officer” consists of 19
detailed steps with information on what to do when a driver is stopped or passing a law
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enforcement officer alongside a roadway to ensure the law enforcement officer’s safety, the
safety of citizen drivers and passengers. Specifically, the established basic guide includes
references to Arkansas law that directly pertain to each step.
Available information, such as the above 19-step basic rights guide produced by the Arkansas
State Police aids in enhancing law enforcement practices by educating Arkansas law
enforcement officers and the citizens they serve of rights and the necessary steps to ensure safe
law enforcement encounters. The Task Force suggests that expanding initiatives, such as basic
guides providing the knowledge of one’s rights as a citizen, is beneficial for law enforcement and
the citizens they protect, ultimately strengthening community relations throughout Arkansas.
Therefore, the Task Force recommends creation of a strong, multi-lingual "Know Your Rights
and What to Do When You're Pulled Over" campaign that is coordinated at the state and local
level to increase community trust, knowledge, and awareness.
287g Immigration and Nationality Act
To address the adequacy of law enforcement policy and operations, specifically related to
cultural, racial, and community relations, the Task Force assessed the 287g program and its
impact on community policing and rebuilding trust in law enforcement among minority
communities.
The Immigration and Nationality Act was enacted in 1952 to reorganize the structure of
immigration law. The Illegal Immigration Reform and Immigrant Responsibility Act of 1996
added Section 287(g), to the Immigration and Nationality Act. This section of law authorizes the
Director of U.S. Immigration and Customs Enforcement (ICE) to enter into agreements with
state and local law enforcement agencies that permit designated officers to perform limited
immigration law enforcement functions. The agreement allows state and local officers to act as a
force multiplier in the identification, arrest, and service of warrants and detainers of incarcerated
foreign-born individuals with criminal charges or convictions. Individuals deemed amenable to
removal are identified while still in state or local custody, potentially reducing the time the alien
spends in ICE custody. Agreements under section 287(g) require the local law enforcement
officers to receive appropriate training and to function under the supervision of ICE officers. ICE
and the requesting law enforcement agency sign a Memorandum of Agreement (MOA) that
defines the scope, duration, and limitations of the delegation of authority. It also sets forth the
training requirements, civil rights standards, the terms of ICE supervision, and requires the
partnering law enforcement agency to follow Department of Homeland Security (DHS) and ICE
policies when its designated immigration officers perform delegated immigration enforcement
functions. Officers participating in the 287(g) Program must possess U.S. citizenship; complete
and pass a background investigation; and have knowledge of and have enforced laws and
regulations pertinent to their law enforcement activities at their jurisdictions.
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The 287(g) program has two models:
1. Jail Enforcement Model
The 287(g) Program utilizes the Jail Enforcement Model which is designed to identify
and process removable aliens with criminal or pending criminal charges who are
arrested by state or local law enforcement agencies. The Jail Enforcement Model is
supervised by the local ICE Office of Enforcement and Removal Operations Field
Office. Under this model, nominated state and local law enforcement officers will be
trained, certified, and authorized by ICE to perform only those immigration functions
that are established on the Standard Operating Procedures of the Memorandum of
Understanding. ICE provides a training program conducted at the Federal Law
Enforcement Training Center ICE Academy in Charleston, SC.
2. Warrant Service Officer Model
The 287(g) Program developed the Warrant Service Officer model to provide an
opportunity for jurisdictions to participate in a narrower cooperative agreement with
ICE. Under this model, nominated state and local law enforcement officers will be
trained, certified, and authorized by ICE to perform limited functions of an
immigration officer within the law enforcement agency’s jail and/or correctional
facilities as set forth in the Standard Operating Procedures of the Warrant Service
Officer Memorandum of Agreement. ICE provides a training program conducted by
certified instructors at a location most convenient for the participating law enforcement
agency.
In 2009, DHS and the Office of the Inspector General conducted a review of the 287(g) program
to improve program operations. In 2010, ICE made the following changes to the program:








Implemented comprehensive guidelines for ICE field offices that supervise 287(g)
partnerships, prioritizing the arrest and detention of criminal aliens.
Required 287(g) officers to maintain comprehensive arrest, detention, and removal data
in order to ensure enforcement efforts remain focused on criminal aliens, particularly
those who pose the greatest risk to public safety.
Strengthened the 287(g) basic training course and created a new refresher training
course, providing detailed instruction on the terms and requirements of the MOA and the
responsibilities of a 287(g) officer.
Deployed additional supervisors to the field to ensure greater oversight over 287(g)
operations.
Established an Internal Advisory Committee to review and assess ICE field office
recommendations about pending 287(g) applications.

Prior to being delegated with ICE immigration authority, selected state and local officers must
attend and successfully complete ICE’s basic training course: 287(g) Immigration Authority
Delegation Program. The basic training program is four weeks in duration and includes
coursework in immigration law, the use of ICE databases, multi-cultural communication, and
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the avoidance of racial profiling. Instances of racial profiling are investigated and result in the
specific officer or law enforcement agency having their authority and/or agreement rescinded.
Every two years, every 287(g) state and local officers must return to the Federal Law
Enforcement Training Center in Charleston, SC and successfully complete Immigration
Authority Delegation Refresher Training.
(Resource Links: https://www.ice.gov/factsheets/287g-reform; https://www.ice.gov/287g)
Currently, two Arkansas counties participate in the 287(g) program: Benton County Sheriff’s
Office and Craighead County Sheriff’s Office. Both agencies participate in the Jail Enforcement
Model. No law enforcement agencies in Arkansas participate in the Warrant Service Officer
Model. When evaluating the 287(g) program’s impact on law enforcement and community
relations, the Task Force found citizen representatives who reported that individuals who identify
as members of the LatinX and Hispanic community are afraid of reporting or having initial
contact with law enforcement out of fear of ICE. Findings from a statewide community-law
enforcement relations survey administered by the Task Force found that persons belonging to a
minority group (Black/African American 47.8% and Hispanic/Latio/LatinX 44.1%) displayed
disproportionate rates of distrust with Arkansas law enforcement compared to their white
counterpart (33.3%). Moreover, results from the implementation of the 287(g) program in
Benton and Craighead counties have resulted in a lack of understanding and mistrust among the
LatinX and immigrant community.
As a result of fear, community relations may be at risk for further distrust in law enforcement.
With the Task Force’s goal of advancing law enforcement throughout Arkansas, as well as
President Trump’s recent Executive Order on safe policing for safe communities, the lasting
consequences of implementing and expanding the 287(g) program may produce unintended
consequences when building community trust of law enforcement among minority groups.
Therefore, the Task Force recommends that county and local law enforcement agencies work
with community organizational leaders and academic institutions to study and analyze any
potential negative impacts of a 287(g) program, including any unintended consequences
associated with rebuilding community trust among minority populations.
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(B) Analyze the Processes for Accountability, Discipline, Removal, and Decertification
The second objective charged by Governor Hutchinson focused on an assessment and analysis of
the processes for accountability, discipline, removal, and decertification of law enforcement
officers who do not meet established standards. This analysis included review of President
Trump’s Executive Order on “Safe Policing for Safe Communities,” as well as an evaluation of
the creation and implementation of a statewide, public database of complaints and resolutions
concerning law enforcement officers. The following assessment was reported by the
subcommittee designated as Subcommittee Two.
The Task Force reported the following assessment of each of the current established processes
pertaining to accountability, discipline, removal, and decertification of law enforcement officers:






Presidential Executive Order: “Safe Policing for Safe Communities”
Commission on Law Enforcement Standards and Training (CLEST)
o Decertification Procedures
o Rule 1034: Decertification
o Arkansas Code Annotated 12-9-118
o Arkansas Code Annotated 12-9-306
o Arkansas Code Annotated 12-9-602
National Use-of-Force Database Collection
Arkansas Department of Public Safety, Division of Arkansas Crime Information: Use of
Force Project TAC10, Global Software Corporation NIBRIS/NDEx State Repository

Presidential Executive Order: “Safe Policing for Safe Communities”
To assess Arkansas’s commitment at the federal level, the Task Force assessed Arkansas’s
processes for accountability, discipline, and removal, and decertification for law enforcement in
conjunction with President Trump’s “Safe Policing for Safer Communities,” Executive Order
(See Appendix 9).
On June 16, 2020 President Trump issued the Executive Order on “Safe Policing for Safe
Communities,” addressing the current climate of law enforcement within the United States.
Specifically, the Executive Order addressed five sections: Purpose; Certification and
Credentialing; Information Sharing; Mental Health, Homelessness, Addiction; and Legislation
and Grant Programs.
President Trump stated that law enforcement officers provide the essential protection required by
American families in order to raise families and live a productive lifestyle. The relationship
between citizens and law enforcement is crucial when providing protection. Therefore, working
directly with communities will aid in law enforcement fostering a safe environment for all
American citizens.
However, due to recent instances of misuse of power by officers, American citizens have
challenged the trust of law enforcement due to the recent tragic events; particularly in AfricanAmerican communities. Therefore, efforts are being made in an attempt to swiftly address the
current issue of misconduct across the Nation.
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Specifically, the Presidential Order focused on the five outlined sections:










Section One:
o Enhancing the fundamental purpose of law enforcement, through providing
security to American citizens’ inalienable rights to life and liberty
Section Two:
o Addressing and evaluating the certification and credentialing of law enforcement
agencies across the nation
Section Three:
o Enhancing the information sharing processes with an emphasis on the
development of a national database to, “coordinate the sharing of information
between and among Federal, State, Local, Tribal, and Territorial law enforcing
agencies,” to address excessive use-of-force and accountability for privacy and
due process rights
Section Four:
o Enhancing law enforcement’s ability to effectively address obstacles of mental
health, homelessness, and addiction in United States communities
Section Five:
o Identifying legislation and grant programs pertaining to improving law
enforcement practices and increasing community engagement

In conjunction with Executive Order on safe policing, the Task Force reviewed Arkansas’s
commitment at the state level to gain support at the federal level to ensure safe law enforcement
for safer communities.
Commission of Law Enforcement Standards and Training (CLEST)
The Arkansas Law Enforcement Training Academy (ALETA) was established in 1963 by the
passing of Act 526, which provided the necessary appropriations for establishing the operations
of the Academy. Following Act 526, Act 172 placed ALETA under the supervision and direction
of a board composed of three members appointed by the Governor. As a result of Act 172, the
first Academy course was a supervisory training conducted in October 1965. The original
ALETA training facility was formerly used as Bachelor Officer Quarters at the Naval Depot. The
structure was modified and converted to provide food, lodging, and training to law enforcement
officers throughout the state. In 1971, the International Paper Company donated 56.9 acres to
ALETA, and then in 1986, Highland Resources Inc. donated 2.21 acres to ALETA. ALETA
Class 68-A was the first basic course conducted at the new Camden facility. Thirty-four officers
graduated from the three-week basic course.
Following the creation of ALETA, the Executive Commission on Law Enforcement Standards
was created in 1975 by the passing of Act 452. The commission was originally composed of five
members, appointed by the Governor, serving five-year terms. Act 452 granted the Executive
Commission the power to establish minimum standards for selection and training of law
enforcement officers throughout the State of Arkansas, to certify officers as being qualified
through training and education, to examine and evaluate instructors and courses of instruction,
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and certify extent of qualification. As a result, Act 452 required the Commission to meet at least
four times per year, adopt rules and regulations to govern its operations, select, and establish a
chairman, and granted the Commission authority to enter into contracts or participate in
necessary and incidental tasks to the administration of the Act.
From 1978 to date a variety of Acts accessible within Appendix 10, were passed in an effort to
create advancements and appropriately address changes in training and standards for law
enforcement officers. Examples of these efforts can be noted within Act 1207 of 2003 and Act
2136 of 2005. Act 1207 of 2003 required law enforcement agencies to implement mandatory,
annual, racial profiling training. Act 2136 of 2005 required the Commission to adopt a training
module for racial profiling training and to promulgate rules related to racial profiling training.
The Act also gave the Commission authority to review and make recommendations on changes
to agency policies related to racial profiling.
Between 2013 to 2019 CLEST conducted extensive reviews of its rules and regulations allowing
for significant changes related to minimum standards to aid in addressing minimum standards for
handgun and firearm qualifications, training hours, and decertification procedures. Act 497 of
2017 allowed the Commission to grant the agency Director authority to suspend a law
enforcement officer’s ability to act as a law enforcement officer pending review by the
Commission; granted the commission the authority to assess administrative penalties against law
enforcement agencies for non-compliance with CLEST rules, and granted the Commission
authority to subpoena witnesses to testify at an administrative hearing. As a result of the
advancements made since its establishment in 1975, CLEST continues to exceed in its mission
“to encourage increasing the professional competency of law enforcement officers in the State of
Arkansas by providing standards for employment and training.”
Decertification Procedures
As the Task Force began a comprehensive review and analysis of the established processes
related to accountability, discipline, removal, and decertification of law enforcement officers
within the State of Arkansas, the Task Force began with an analysis of the current procedures for
decertification of a law enforcement officer through the Commission on Law Enforcement
Standards and Training (CLEST) (Appendix 11).
Decertification requests are submitted and received through a web form on the Division’s
Records Management System Portal. Requests are processed by administrative staff and
forwarded to the Division’s Attorney and Deputy Director of OLES for review.
Requests that do not meet the threshold for decertification, as determined by applicable state law
and Commission Rules, are returned to the law enforcement agency by letter with a detailed
explanation of the threshold required for decertification. Requests that do meet the threshold are
forwarded to the Commission by memo for consideration at the next regularly scheduled
Commission meeting. The memo to the Commission provides sufficient documentation to
support the request and a brief synopsis of the facts justifying the request.
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At the Commission’s next regularly scheduled meeting, the Commission reviews each memo
packet and votes on whether to proceed to a hearing or dismiss the request. If the Commission
votes to not proceed with the request, the vote is noted in the officer’s file, the law enforcement
agency is notified, and the officer is eligible to continue employment as a law enforcement
officer in the state. If the Commission votes to proceed to a hearing on the request, the vote is
noted in the officer’s file and the law enforcement agency is notified. Following a vote to
proceed to a hearing by the Commission, a packet is sent to the officer consisting of a letter to
the officer, a detailed proposed order in compliance with the Administrative Procedures Act, and
a “Request for Hearing” form (see Appendix 11).
As noted in the letter to the officer, an officer has twenty days following receipt of the letter to
return the Request for Hearing form. Officers that do not request a hearing are decertified at the
next regularly scheduled Commission meeting. Officers that request a hearing are tracked by
Division counsel to be scheduled for a hearing at a later Commission meeting.
Officers that have requested a hearing must be served with a Notice of Hearing at least twenty
days before the hearing. Pursuant to the Administrative Procedures Act, officers may be
represented by counsel and call witnesses on their behalf. Hearings before the Commission are
conducted with a Hearing Officer. Hearings are presented by Division counsel.
Orders are prepared by Division counsel following a hearing. Orders are prepared in compliance
with the Administrative Procedures Act and notify the officer of the action taken by the
Commission. If an officer is not decertified following a hearing, the officer is eligible to continue
working as a law enforcement officer in the state. If, following a hearing, the officer is
decertified, the Division:
1. Revokes all certifications for the officer in the Division’s Records Management System;
2. Adds the officer’s information to a tracking list maintained by the Division; and
3. Reports the officer’s decertification to the National Decertification Index maintained by
the International Association of Directors of Law Enforcement Standards and Training
(IADLEST).
Pursuant to Commission Rule 1034, an individual who has been decertified by the Commission
or by another state or who has surrendered a law enforcement certification in Arkansas or in
another state is not eligible for certification in Arkansas until the Commission, at its discretion
and by majority vote, is satisfied that the individual is eligible for re-certification.
Rule 1034: Decertification
The Task Force reported the following regulations under Rule 1034 regarding the decertification
of a law enforcement officer:
I.

Certificates remain the property of the Commission and the Commission shall have the
power to revoke or recall any certificate, including eligibility for certification, and ability
to act as a law enforcement officer, as provided by law.
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II.

The Commission may revoke the certification, eligibility for certification, or ability to act
as a law enforcement officer of any law enforcement officer after written notice and a
hearing for any of the following reasons:
a. The law enforcement officer was separated from his or her employment due to a
failure to meet the minimum qualifications for employment or appointment as a
law enforcement officer;
b. The law enforcement officer left employment due to conduct or involvement in
any act which is punishable by law;
c. The law enforcement officer was dismissed from employment for a violation of
the Rules or Regulations of the law enforcement agency for which he was
employed;
d. The law enforcement officer resigned while he was the subject of a pending
internal investigation;
e. The law enforcement officer falsified any information required to obtain
certification.
f. The certification was issued in error or mistake by the Division;
g. The individual has ceased to meet the minimum standards for employment or
appointment as established by Rule 1002;
h. Committed a violation of the Law Enforcement Code of Ethics.

III.

The Commission shall notify a law enforcement officer in writing if the Commission
believes there is a reasonable basis for revoking the law enforcement officer’s
certification, eligibility for certification, or ability to act as a law enforcement officer. If
the officer wishes to contest the decertification, the officer may request a hearing within
twenty (20) days of the date of the notice.

IV.

An individual who has been decertified by the Commission or by another state or who has
surrendered a law enforcement certification in Arkansas or in another state is not eligible
for certification in Arkansas until the commission, at its discretion and by majority vote, is
satisfied that the individual is eligible for re-certification. Recommendations to the
Commission from a department head or other authorized entity requesting decertification
of a law enforcement officer shall be supported by a letter of justification or other
documentation as required by the Commission. A detailed outline with further information
regarding decertification, the Administrative Procedures Act, Arkansas Statues, and
Commission Rules can be found in Appendix 11.
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Table 2. State of Arkansas Annual Reported Officer Decertification
Year
Reported Officer Decertifications
2004
17
2005
15
2006
8
2007
6
2008
13
2009
17
2010
17
2011
18
2012
15
2013
12
2014
36
2015
28
2016
25
2017
50
2018
38
2019
40
Total
403

Currently, CLEST is tracking 40 former officers that have been recommended for decertification,
26 of which received a vote to proceed by the Commission in 2020.
In January, 2020, CLEST received 10 requests for decertification. Of those 10 requests, 3 are
currently pending for a hearing. In April, 2020, CLEST received 11 requests for decertification.
Of those 11 requests, 4 are currently pending for a hearing. In July, 2020, CLEST received 9
requests for decertification. Of those 9 requests, 6 are currently pending for a hearing. In
October, 2020, CLEST received 13 requests for decertification. Cases added at the October 2020
meeting are currently within the 20 day time period allowed by CLEST Rule for the individual to
request a hearing. Those that do not request a hearing will be decertified at the Commission’s
meeting scheduled in January, 2021.
Of the 14 remaining cases being tracked, 6 were added in 2019 (2 in January, 2019; 1 in April,
2019; 2 in July, 2019; and 1 in October, 2019) and 6 were added in 2018 (1 in July, 2018 and 5
in October, 2018). The remaining 2 pending cases are currently scheduled for a hearing in
January 2021.
Factors that may impact hearing scheduling include pending criminal or civil litigation,
continuance requests by the individual pending decertification or their legal counsel, and agency
requests to hold hearings pending the outcome of civil service commission and/or circuit court
appeals.
The Task Force recommends that CLEST meet a minimum of six times per year instead of the
current four times per year to aid in speeding up the decertification process.
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Oregon Law Enforcement Decertification Online Database
In June 2020, the State of Oregon established an online database in accordance with 2020 HB
4207, which directed the Department of Public Safety Standards and Training (DPSST) to
establish a public statewide online database of suspensions and revocations of the certifications
of Oregon law enforcement officers. Specifically, this public database includes a detailed list of
public safety professionals who have been revoked or denied their certifications since the
effective date of HB 4207 on June 20, 2020. The public database only contains cases that have
had a final order issued and closed by DPSST. Therefore, final orders are issued only after all
contested case proceedings have reached exhaustion or the deadline to request a hearing has
passed. Records in the database contain the following variable elements: given name, DPSST
number, employing agency, discipline, a link to DPSST Staff reports, and any Final Order
information revoking or denying a public safety certification. Final Order cases that have been
issued prior to June 2020 are accessible through an excel file link; additional information may be
requested by the use of a public service request.
Additional and specific information regarding the State of Oregon’s public database can be
found by utilizing the following link:
(https://www.oregon.gov/dpsst/cj/pages/revocations.aspx?wp9935=p:1#g_dfad2620_4c3f_4230_
aedd_eb2352942f68)
The Task Force recommends that CLEST publish, on its website, adjudicated decertification
records into a public database similar to the process recently established in the State of Oregon
to increase transparency.
Arkansas Code Annotated 12-9-306
The Task Force found that under Commission rules, Part-Time and Auxiliary officers are
required to meet the same minimum standards, including training requirements, to be eligible for
employment as a law enforcement officer. Pursuant to Arkansas Code Annotated 12-9-306, law
enforcement agencies are restricted to two (2) auxiliary law enforcement officers for every fulltime officer employed by the agency. There is not currently the same restriction for part time
officers.
The Task Force recommends the proposal of legislation that restricts the number of part-time
law enforcement officers allowed within a law enforcement agency that resemble the
requirements for auxiliary law enforcement officers under Arkansas Code Annotated 12-9-306.
The proposed legislation would establish the same requirement of one full-time officer for every
two (2) part-time officers employed by the agency. The proposed legislation would clarify and
streamline processes and improve structure and accountability among the law enforcement
community, as well as improve the delivery of services to the citizens of Arkansas.
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Arkansas Code Annotated 12-9-118
Arkansas Code Annotated 12-9-118 addresses the establishment of new or inactive law
enforcement agencies and the required process when seeking approval by the Arkansas
Commission on Law Enforcement Standards and Training.
Arkansas Code Annotated 12-9-118, defined, “inactive law enforcement agencies” as any law
enforcement agency that has existed and operated under a state law or local ordinance in the past,
but that currently does not exist or has not operated for at least one (1) year. The chief executive
officer of an established entity authorized by law to create a new law enforcement agency or
reactivate an inactive law enforcement agency is required to appear before the Arkansas
Commission on Law Enforcement Standards and Training in order to request the creation of the
new law enforcement agency or the reactivation of an inactive law enforcement agency. When
appearing before the Arkansas Commission on Law Enforcement Standards and Training, the
chief executive officer is required to present the required documentation outlined in Appendix
12.
Although the statute states that a chief executive officer authorized by law to establish an agency
must appear before the Arkansas Commission on Law Enforcement Standards and Training, the
Task Force found that establishing a specific full time chief of police within the agency was not
fully addressed within the statute.
In an effort to provide clarity and establish administrative structure and organization, the Task
Force recommends amending Arkansas Code Annotated 12-9-118 to require new or inactive
agencies to employ a full time chief of police to provide clarity and establish administrative
structure and organization.
Arkansas Code Annotated 12-9-602
As established by current guidelines, Arkansas Code Annotated 12-9-602 requires law
enforcement agencies to report resignations, retirements, leave of absences, firings, terminations,
or other separations or changes in an officer’s status to the Commission on Law Enforcement
Standards and Training (CLEST). Specifically, 12-9-602(b)(2) outlines four specific reasons for
separation that must be reported by an agency to CLEST:
1. The law enforcement officer was separated for his or her failure to meet the minimum
qualifications for employment or appointment as a law enforcement officer;
2. The law enforcement officer was dismissed for a violation of state or federal law;
3. The law enforcement officer was dismissed for a violation of the regulations of the law
enforcement agency; or
4. The law enforcement officer resigned while he or she was the subject of a pending
internal investigation.
Although separations due to excessive force and untruthfulness are captured in the existing
elements, the Task Force recommends amending Arkansas Code Annotated 12-9-602 to separate
untruthfulness and excessive force into independent elements.
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Specifically, the proposed legislation by the Task Force creates two additional categories of
reporting requirements for law enforcement agencies when a law enforcement officer separates
from their agency:
1. The law enforcement officer was separated for excessive use of force, and;
2. The law enforcement officer was separated for dishonesty or untruthfulness.
With the proposed amendment to Arkansas Code Annotated 12-9-602, the Task Force believes
that CLEST will be better able to track and report law enforcement officers that have separated
from a law enforcement agency for reasons pertaining to excessive use of force and
untruthfulness.
National Use-of-Force Data Collection
Since the passage of the Violent Crime Control and Law Enforcement Act of 1994, the Attorney
General has been mandated with the responsibility of collecting law enforcement use of force
statistics. Specifically, Title XXI: State and Local Law Enforcement, Subtitle D: Police Pattern
or Practice, Section 210402, states that the Attorney General is responsible for collecting data on
excessive force in the following methods: data collection about the use of excessive force
acquired through law enforcement officers, de-identifiable data that may be connected to victim
or officer personal information, and an annual summary report of the acquired data findings.
Despite this mandate, law enforcement agency participation remains voluntary. Currently, 41%
of all federal, state, local, and tribal officers are represented within the National Use-of-Force
Data Collection.
Findings obtained from the National Use-of-Force Data Collection aid in the development of
best practices and protections towards the privacy of officers and victims. Moreover, this data
collection serves as a detailed nationally representative sample on uses of force among officers
within the United States. Therefore, the overarching goal of National Use-of-Force data is to
increase the representation of law enforcement throughout the nation in an effort to develop
technological solutions and more precise data.
As of June 1, 2020, there were 5,034 (27.19 %) out of over 18,000 of law enforcement agencies
reporting use-of-force data to the FBI. These agencies represent 347,482 (40.4%) out of
approximately 860,000 sworn law enforcement officers nationwide. Participating agencies are
defined as agencies that have released a use-of-force incident or a zero report to the FBI having
an incident occurrence date on or between the selected publication year. For example, if a law
enforcement agency released a zero report to the FBI on January 4, 2020, for December 2019,
then the law enforcement agency will be listed as participating in the National Use-of-Force Data
Collection for the 2019 publishable year. Overall, as of 2020, there were 8,524 agencies
submitting data to the National Incident-Based Reporting System (NIBRS) across 41 certified
state Uniform Crime Reporting (UCR) programs. Of the 8,524 NIBRS agencies, 4,987 agencies
also participated in the National Use-of-Force Data Collection.
Direct engagement with the law enforcement community continues to be the primary focus to
increase participation in the National Use-of-Force Data Collection. With more than 18,000 law
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enforcement agencies across the country, engagement activities throughout 2020 continue to
focus on federal, state, local, tribal, and college and university law enforcement agencies for
increased discussions on the National Use-of-Force Data Collection. These engagements include
state UCR Program Managers, Criminal Justice Information Services (CJIS) Systems Officers,
peer groups, and major law enforcement organizations. As of June 1, 2020, 246 out of the 510
priority agencies that employ 200 or more sworn law enforcement officers reported use-of-force
data to the FBI.
As a result of outreach efforts, state and local law enforcement have given their agencies the
opportunity to request additional information on the data collection, the submission process and
acquiring a Law Enforcement Enterprise Portal (LEEP) account, all while strengthening the
relationship between local law enforcement and the FBI. Due to these efforts, the FBI has been
able to increase participation and track commitment dates. The commitment dates assist in
projecting when the data collection will achieve important participation milestones. Seven states
have provided solid commitment dates indicating that they will begin managing and participating
in the National Use-of-Force Data Collection in calendar year 2020.
Therefore, the Task Force recommends that law enforcement agencies participate in the
National Use of Force Data Collection effort to resemble the recommendation recently published
by the International Association of Chiefs of Police stating that participation “will help law
enforcement, elected officials, and community members better identify and understand the
totality of incidents and trends associated with use-of-force incidents, and other outlying
factors.”
The Use-of-Force portal application, housed within the LEEP, continues to minimize the
resources needed to submit data to the National Use-of-Force Data Collection. Agencies across
the country have been encouraged to utilize the Use-of-Force portal if a means does not currently
exist for their agency. Available on the Use-of-Force portal are help videos, quick start guides,
and frequently asked questions. These resources help reduce the need for onsite training. The
application allows agencies and state programs to manage all aspects of their use-of-force data,
including entering information, running reports, and creating charts.
The Task Force determined that 31 states are currently managing the collection of Use-of-Force
data at the state level. Specifically, 8 of the 31 managing states utilizing the Use-of-Force
program software for collecting and submitting bulk data to the FBI, are utilizing the Use-ofForce system through LEEP. As a result of the new software, the FBI is allowing for
demonstration trials of the Use-of-Force system upon request. The FBI Use-of-Force Program
provided the State of Arkansas with the three methods to submit Use-of-Force data which can be
found within Appendix 13.

41

(C) Study and Analyze the Effectiveness and Sustainability of Community Policing Efforts
The third objective charged by Governor Hutchinson focused on an assessment and analysis of
the effectiveness and sustainability of community policing efforts, including law enforcement
officers living in the communities in which they serve. To address community policing efforts at
the community level, the Task Force studied current community initiatives implemented by law
enforcement agencies throughout the state and administered a statewide survey to measure law
enforcement officers’ and citizens’ views on policing efforts throughout Arkansas. The following
assessment was reported by the subcommittee designated as Team Three.
The Task Force reported the current effectiveness and suitability of community policing efforts
in the State of Arkansas:
 Overview of Community Policing in Arkansas
o Statewide Law Enforcement Community Outreach Programs
o Lonoke County Community Outreach Program
o Arkansas Drug Take Back Day, DEA National Drug Take Back Day Initiative
 Advancing the State of Law Enforcement in Arkansas: Community Policing Survey
o Background and Methodology
o Findings
 Arkansas Citizen Perceptions on Community Policing Efforts
o Community Involvement
o Citizen Law Enforcement Needs
o Perceptions of Law Enforcement in Arkansas Communities
Overview of Community Policing in Arkansas
Policing scholars have found that community policing aids in changing attitudes towards police
and increases positive encounters with law enforcement (Peyton, Sierra-Arvalo, & Rand, 2019;
Williams et al., 2018). Community policing is defined as a philosophy among law enforcement
that promotes organizational strategies, which advocate for the systematic use of partnerships
and problem-solving techniques, to proactively address the immediate conditions that give rise to
public safety issues, such as crime, social disorder, and fear of crime (Williams et al., 2018).
Specifically, community policing efforts have been found to improve citizen attitudes towards
law enforcement, law enforcement legitimacy, and increase an individual’s willingness to
cooperate with law enforcement (Peyton, Sierra-Arvalo, & Rand, 2019).
Therefore, to assess community policing in Arkansas, the Task Force studied community
policing initiatives implemented by law enforcement agencies. The Task Force reviewed the
following community policing initiatives by law enforcement agencies in the state:




Statewide Law Enforcement Community Outreach Programs
Lonoke County Community Outreach Program
Arkansas Take Back Day, DEA National Drug Take Back Day Initiative
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Statewide Law Enforcement Community Outreach Programs
The Task Force studied law enforcement community outreach programs in Arkansas to assess
the effectiveness and sustainability of community policing efforts and the communities they
serve. Following a comprehensive assessment by the Director of the Arkansas Sheriffs
Association, the Task Force reported the following (non-exhaustive) list of current community
policing initiatives recognized statewide by law enforcement agencies:















Shop with a Cop
Participation in Christmas Parades and Parties
Polar Bear Plunge
Roadside Trash Pickup
Career Day
Reading to Children: Arkansas Elementary Schools
Cereal Drive and Bandages for Backpacks Food Drive
Educating Arkansas Communities
o Work-place Violence
o Neighborhood Crime Watch
Presence in Arkansas Schools
o Drug Programs
o Cyber Bullying Awareness
o Active Shooter Scenarios
Supporting Communities
o Food Delivery
o Pantry Box
Arkansas Sheriffs’ Association
o Arkansas Sheriffs’ Youth Ranches
o Drug Program (2019-2020)
o Red Ribbon Grant (2019-2020)
Community Programs
o Church Security Training
o Safety Programs in Schools
o Project Life Saver
o Citizens Academy
o Softball Tournaments
o Toy Drive
o Tip A Cop
o Law Enforcement Torch Run
o Christmas Brings Hope
o Business Security
o Attend Birthday Parties
o Drug Education Programs
o Food Drives for the Elderly
o Prescription Drop off for the Elderly
o Haunted Houses
o Bullying Programs
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o
o
o
o
o
o
o
o
o
o
o
o
o
o
o
o
o

Cyber Crime Education
Cops For Kids
Senior Citizen Welfare Checks
Work Release Programs
Special Olympics
Community Clean up
Coat Drives for Kids
PACT Program
Summer Fan Program
Make A Wish
Easter Egg Hunts
Trunk or Treat
Kindness Week
Inside Out Dad Program
Women’s Self Defense
Cook for Communities
School Outreach Programs

Lonoke County Community Outreach Program
Outside of statewide community policing efforts, the Task Force also reported the Lonoke
County Community Outreach Program. The Lonoke County program focuses on a variety of
programs aimed at increasing community trust among law enforcement. Specifically, Lonoke
County reported the following initiatives under their community outreach program:




















Roadside Trash Pick-up
Sheriff’s Municipal Work Partnership
Community Crime Watch
Cook for Our Community
Active Shooter Training
Polar Bear Plunge
Business Security Education
Toy Drive
Community Clean-up (i.e. parks, schools, cemeteries, and fair grounds)
Public Outreach Speaking Events
PACT Program
Summer Fan Drive
Lonoke County Fair
Reading to Schools
County Road Crew
Holiday Meal Drive
Kickball Tournaments
Red Ribbon Week
Parades
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Arkansas Drug Take Back Day, DEA National Drug Take Back Day Initiative
In addition to local, city, and state community policing efforts the Task Force also identified the
Arkansas Drug Take Back Day initiative, as a result of the Office of National Drug Control
Policy’s (ONDCP) National Drug Control Strategy, which called for an increase in prescription
drug return and disposal programs to curb prescription drug abuse (Drug Enforcement
Administration, Diversion Control Division, 2019).
In 2010, a coalition led by the State Drug Director, the Attorney General, both Arkansas Districts
of the U.S. Attorney’s Office, and numerous federal, local, and state agencies, prevention
professionals, and private organizations, developed an education program to encourage everyone
to “Monitor, Secure, and Dispose” their prescription medications. As part of the “Monitor,
Secure, and Dispose” effort, the coalition organized Arkansas’s participation in the U.S. Drug
Enforcement Administration’s (DEA) National Prescription Take-Back Initiative, and take back
events took place on September 25, 2010, April 30, 2011, October 29, 2011, April 28, 2012,
September 29, 2012, April 27, 2013, October 26, 2013, April 26, 2014, and September 27, 2014.
The DEA announced the discontinuation of the national initiative in September 2014, but an
Arkansas take back event under the leadership of partners within the state was held on April 25,
2015. Following this initiative, the DEA reinstated the program nationally, and events since have
been held on September 26, 2015, April 30, 2016, October 22, 2016, April 29, 2017, October 28,
2017, April 28, 2018, October 27, 2018, April 27, 2019, and October 26, 2019 (Drug
Enforcement Administration, Diversion Control Division, 2020).
Since the implementation, there have been a total of 18 successful Arkansas Drug Take Back
Day events due to the commitment, dedication, and effort of the Arkansas law enforcement
community, its partners, and the multi-agency coalition. The 19th Drug Take Back Day resulted
in a total collection of 19.48 tons of medication in Arkansas, resulting in a grand total 413,457
pounds (206.73 tons) in the State of Arkansas since the program’s implementation. Specifically,
Arkansas has remained in the top 15 in the amount of medications collected since the first DEA
National Drug Take Back Day event on September 25, 2010. Though the state is 33rd in
population with slightly more than 3 million people, Arkansas ranks 2nd nationally in pounds
collected per capita and 9th in total weight collected. Moreover, Arkansas ranked 6th nationally
in the amount of law enforcement agencies participating in the semi-annual Drug Take Back Day
with 197 agencies, and ranked 21st in the number of Drug Take Back Day collection sites with
91 DEA registered locations. The Task Force found that Arkansas continues to lead the fourstate DEA region (Alabama, Arkansas, Louisiana, and Mississippi) accounting for 65% of all the
medications collected, in addition to averaging more participating law enforcement agencies than
the other three states combined (Drug Enforcement Administration, Diversion Control Division,
2020).
As a result of the importance of community involvement and success of established Arkansas
community policing initiatives, the Task Force recommends that law enforcement recruits be
required, during training, to accumulate a certain number of hours within local communities, to
observe and interact with community members. CLEST will credit officers with training hours
for their participation in community engagement events.
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Advancing the State of Law Enforcement in Arkansas: Community Policing Survey
Law enforcement officers represent a critical component of maintaining public safety in
Arkansas. With law enforcement being charged with serving and protecting communities, it is
important to recognize that effective law enforcement is contingent on citizen trust and reporting
(Schilling, 2020). Therefore, in order for law enforcement to protect and serve effectively, they
must recognize and adhere to the needs of their communities.
Communities in Arkansas are comprised of people from different races, ethnicities, genders,
ages, and education levels. Therefore, to address the needs of citizens and reestablish trust
among law enforcement, the Task Force administered a statewide survey to citizens in Arkansas
to capture demographic trends regarding perceptions of law enforcement.
Methodology
The Task Force focused on how law enforcement agencies can better engage and serve Arkansas
communities. This assessment of law enforcement and the communities they serve consisted of a
statewide citizen survey. Specifically, this survey consisted of respondents’ level of agreement to
statements regarding various aspects of community policing and mental health, as well as an
option to relay any encounters they have had with law enforcement.
The survey was comprised of citizen perceptions on the following components:
 Community Policing
o An extensive evaluation of citizen perceptions of community policing in their
communities by demographics (i.e. race, age, sexual orientation, gender,
education, and geographical location)
 Community Involvement
o An extensive evaluation of citizen perceptions of law enforcement officer’s
efforts towards community service by demographics (i.e. race, age, sexual
orientation, gender, education, and geographical location)
 Psychological Evaluation
o An extensive evaluation of citizen perceptions of the implementation of a re-entry
evaluation and counseling for officers who experience traumatic events, an inperson psychological evaluation follow up at years 3, 5, 7, and 10 of service by
demographics (i.e. race, age, sexual orientation, gender, education, and
geographical location)
This survey has been reviewed by two different academics of two different disciplines, as well as
the Department of Public Safety. The community survey was virtually distributed by
municipalities and organizations across Arkansas between September 25, 2020 and October 16,
2020.
Survey Findings
Results of the community perception survey on community policing revealed differences in
community needs in the following areas:
46





Community Involvement
Citizen Law Enforcement Needs
Perceptions of Law Enforcement in Arkansas Communities

Specifically, the Task Force found distinct differences, discussed in the subsequent section, on
current community policing efforts and emerging needs in cultural and racial demographics
throughout the State of Arkansas.
Arkansas Citizen Perceptions on Community Policing Efforts
To assess community policing efforts and needs outside of the present law enforcement
initiatives, the Task Force gathered findings from both law enforcement administrators (n=74)
and citizen perception of law enforcement (n= 2112). The Task force reported that 63 (85.1%)
law enforcement administrators across Arkansas mandate or encourage community service
initiatives in their agencies focused on community engagement and establishing trust among
citizens (See Table 3).
Table 3. Law Enforcement Administrator Community Policing Efforts
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To assess citizen’s perceptions of law enforcement and their community efforts, the Task
Force began its analysis by reviewing the demographic breakdown of the State of Arkansas by
race and ethnicity (See Table 4).
Table 4. State of Arkansas Race/Ethnicity Breakdown
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79%
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20%
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1.20%

0.40%

2.20%

0%
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Black/African American

Hispanic/Latino

American Indian and Alaskive Native

Native Hawaiian and Other Pacific Islander

Two or More Races

By reviewing the racial and ethnic breakdown of the State of Arkansas (United States Census
Bureau, 2020), it allowed for the Task Force to fully assess citizen needs for advancing the state
of law enforcement in regard to community policing efforts.
Community Involvement
To assess citizen perceptions on law enforcement involvement in their communities, the Task
Force reported distinct differences in perceptions with regard to demographical breakdown. To
address these differences, the Task Force reported the survey findings by white and minority
communities.
Of the citizens (n=2112) that participated in the statewide survey, 47.8% of citizens that selfidentified as African American/Black and 44.1% of citizens who self-identified as
Hispanic/Latino/Latinx reported that they either disagreed or strongly disagreed with the
statement “Police Officers in my community treat all people of different racial and ethnic
backgrounds equally,” when compared to the 31.3% of White participants.
Outside of distrust, the Task Force also found that 32.8% of citizens that self-identified as
African American/Black reported that they disagreed or strongly disagreed with the statement
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“Law enforcement officers in my communities interact well with people in my neighborhood,”
when compared to the 11.3% of White citizens. Given the racial makeup of Arkansas,
disproportionality in law enforcement perceptions found by the Task Force is vital to
understanding best practices for establishing community trust (See Table 4).
Therefore, the Task Force findings on law enforcement officers in the State of Arkansas did
display that law enforcement officers are adequately addressing the community needs of citizens,
yet minority citizens are experiencing disproportionate rates of distrust in law enforcement and
negative law enforcement encounters.
Citizen Law Enforcement Needs
To assess the current needs of citizens, the Task Force also assessed citizens’ perceptions of their
public safety needs regarding law enforcement.
The Task Force reported that out of the citizen participants (n=2112), 73.1% of respondents
agreed or strongly agreed with the statement “If all people in my community had access to
mental health services, crime rates would decrease.” Arkansas citizens are reporting a high need
for mental health services and access to increase public safety. Therefore, ALETA’s
implementation of Crisis Intervention Training remains an effective community policing effort
established by the State of Arkansas.
Outside of CIT, 82.3% of Arkansas citizens agreed or strongly agreed with the following
statement, “Law enforcement officers should live in the communities in which they serve” (See
Table 5).
Table 5. Citizen Perception of Law Enforcement Needs: Reside in Communities

17.70%

82.30%

Agree or Strongly Agree

Disagree or Strongly Disagree
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In comparing citizens needs with law enforcement administrators (n= 74), 41.9% (n= 31) require
their law enforcement officers to live in their agency’s jurisdiction (See Table 6).
Table 6. Law Enforcement Officers Reside in Agency Jurisdiction

With citizens reporting that they want officers living in the communities they serve, it is
beneficial for law enforcement agencies to encourage their officers to live within the agency’s
jurisdiction to increase public safety in the communities they serve.
Perceptions of Law Enforcement in Arkansas Communities
To assess the current needs of citizens, the Task Force also assessed citizens’ perceptions of the
presence of law enforcement in their community.
The Task Force reported that Arkansas communities are experiencing different encounters with
law enforcement with regard to racial and ethnic background. The Task Force found that 40.7%
of citizens that self-identified as African American/Black reported having a negative experience
with law enforcement compared to 20.2% of White citizens. Specifically, Black citizens in
Arkansas were twice as likely to report having a negative encounter with law enforcement
compared to their White counterpart.
Outside of negative encounters with law enforcement, the Task Force reported that 29.2% of
citizens that self-identified as African American/Black disagreed or strongly disagreed with the
following statement, “When I see law enforcement in uniform in my community, I feel safe,”
compared to 12.4% of White citizens. Specifically, minority individuals are twice as likely to
report feelings of unsafety with law enforcement being present in their communities when
compared to White citizens in Arkansas.
Additionally, 56.7% of citizens that self-identified as African American/Black agreed or strongly
agreed with the following statement, “If I were approached by a law enforcement officer having
committed no offense, I would feel scared,” compared to 22.2% of White citizens. Specifically,
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minority individuals were more than twice as likely to express feelings of fear when
encountering a law enforcement officer in their community when compared to White citizens in
Arkansas.
While the Task Force recognizes that officers living in the communities they serve can be
effective, obstacles remain when reestablishing trust between law enforcement and minority
communities. This recurring engagement may help reestablish trust between citizens and law
enforcement regarding minority communities in the State of Arkansas. To aid in building
community trust, law enforcement agencies throughout the State of Arkansas may benefit from
on-going collaboration efforts within minority community organizations on reestablishing
community trust with minority communities. The Task Force identifies minority community
organizations as community leaders, community outreach programs, non-profit organizations,
faith based programs, and businesses. Examples of minority community organizations were
identified in the provided resource links.
(Resource Links: https://www.arkansasedc.com/community-resources/Minority-and-WomenOwned-Business-Enterprise-Resources/directory; https://diversitynwa.com/;
https://www.arcf.org/guidestar/)
Therefore, the Task Force recommends that law enforcement agencies develop intentional efforts
with minority community organizations (community leaders, non-profit programs, faith based
programs, businesses, etc.) to assess the needs of minority communities to rebuild trust to
increase public safety for all citizens in Arkansas.
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(D) Analysis of Standards, Requirements, and Obstacles for Recruitment, Hiring, and
Retention of Law Enforcement Officers
The final objective charged by Governor Asa Hutchinson was to study and analyze the standards,
requirements, and obstacles for recruitment, hiring, and retention of law enforcement officers.
This assessment included resiliency programs, educational opportunities, and compensation and
benefit packages available to law enforcement officers.
Law Enforcement throughout the United States, in addition to the State of Arkansas, has reported
long-standing issues regarding recruitment, hiring, and retention. To gain a better understanding
of the obstacles faced by law enforcement agencies across the state, the Task Force administered
a survey to law enforcement administrators in an effort to fully analyze and compare current
initiatives that may advance the state of law enforcement in Arkansas.
The Task Force found that law enforcement administrators (n= 74) throughout the state are
experiencing issues in recruitment stemming from a lack of qualified applicants (81.1%), low
salary (89.2%), inadequate insurance and retirement benefits (28.4%), low morale in the law
enforcement profession (39.2%), inadequate funds pertaining to filling vacant positions (13.5%),
and media scrutiny (32.4%) (See Table 7).
Table 7. Recruitment Obstacles
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Additionally, the Task Force found similar obstacles for retaining officers in the state related to
low salary (95.9%), inadequate insurance and retirement benefits (31.1%), low morale in the law
enforcement profession (33.8%), lack of support from community (20.3%), media scrutiny
(21.6%), and lack of support and trust in the agency (16.1%). More concerning among
administrators is the inability to retain qualified law enforcement officers due to strenuous hours
and losing law enforcement officers to higher paying positions (16.2%) (See Table 8).
Table 8. Retention Obstacles

To address the concerns related to standards, requirements, and obstacles for recruitment, hiring,
and retention of law enforcement officers expressed by law enforcement administrators, the Task
Force conducted the following assessments:









State of Arkansas Law Enforcement: Retention, Recruitment, and Hiring Obstacles
Arkansas Commission on Law Enforcement and Standards and Training (CLEST)
o Qualification for Employment: CLEST Rule 1002
o Psychological Examination: CLEST Rule 1002
State of Arkansas Law Enforcement: Health Insurance Coverage
Law Enforcement Resiliency Programs
o The Department of Public Safety Wellness Unit
o The Arkansas Law Enforcement Assistant Program (ARLEAP)
o Conway Police Department Health and Wellness Program
o Little Rock Police Department Wellness Unit
Law Enforcement Educational Opportunities
o Peace Officer Loan Repayment Assistant Program, Texas Senate Bill 16
o Federal Public Service Loan Forgiveness Program (PSLFP)
o Arkansas National Guard Student Loan Repayment, § 12-62-503
Arkansas Law Enforcement Retirement Systems
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o Arkansas Public Employees Retirement System (APERS)
o Arkansas Local Police and Fire Retirement System (LOPFI)
o Arkansas State Police Retirement System (ASPRS)
State of Arkansas Law Enforcement: Retention, Recruitment, and Hiring Obstacles
To assess retention, recruitment, and hiring obstacles faced by Arkansas law enforcement, the
Task Force gathered information from Arkansas law enforcement administrators, as well as the
Arkansas Department of Commerce on law enforcement officer entry level salaries.
Overwhelmingly, law enforcement administrators (n=74) reported that low salary and agency
funding (95.6%) were the biggest hurdles facing their agencies, resulting in the inability to
recruit, hire, and retain officers. Further, the Task Force reported that the majority of
administrators were unable to provide salary increases to their law enforcement officers in areas
of educational advancement (98.6%), certificate pay (77%), special assignment pay (i.e. SWAT,
Bomb, ERT, K-9, etc.) (97.3%), or signing bonuses (100%). With law enforcement salary,
incentives, and education being directly related to increasing officer retention and hiring
qualified applicants (Schuck & Rabe-Hemp, 2018), advocating for better salaries for law
enforcement officers throughout the State of Arkansas may aid in increasing retention and
improving law enforcement job satisfaction.
The Task Force conducted an analysis with the Arkansas Department of Commerce (2020) to
compare 2019 law enforcement officer entry salaries with the 2019 average statewide wage in
Arkansas (µ=$42,690; $20.52 hourly), highlighting the need for increased law enforcement
officer pay. Specifically, the Arkansas Department of Commerce reported that the average
wage for law enforcement officers (n= 6,100) was $40,750 annually (µ=$ 19.50 hourly), with
an average wage for entry level law enforcement officers of $28,610 annually (µ=$ 13.76
hourly). (See Table 9).
Table 9. Statewide Law Enforcement 2020 Salary Comparison
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Following the analysis from the Arkansas Department of Commerce (2020), the Task Force
conducted a comprehensive examination of county law enforcement officer entry salaries
(n=75) in comparison to the average statewide salary in Arkansas. The Task Force separated
county entry salaries by population class throughout the state to better determine the
disproportionality in deputy officer pay in an effort to offer recommendations for recruitment,
retirement, and retention. The seven classifications were as followed:









Classification 1: (0-9,999)
o Woodruff, Nevada, Searcy, Lafayette, Newton, Montgomery, Cleveland, Monroe,
Dallas, Prairie, and Calhoun
Classification 2: (10,000- 19,999)
o Randolph, Scott, Clay, Franklin, Stone, Lawrence, Bradley, Sharp, Perry, Fulton,
Lee, Cross, Drew, Van Buren, Arkansas, Izard, Jackson, Little River, Lincoln,
Chicot, Marion, Madison, Howard, Sevier, Pike, Desha, and Grant
Classification 3: (20,000-29,999)
o Phillips, Yell, Johnson, Cleburne, St. Francis, Hempstead, Carroll, Clark,
Ouachita, Logan, Conway, Columbia, Polk, Poinsett, and Ashley
Classification 4: (30,000-49,999)
o Baxter, Hot Spring, Miller, Mississippi, Boone, Greene, Independence, and Union
Classification 5: (50,000-69,999)
o Lonoke, Critten, Crawford, and Pope
Classification 6: (70,000-199,999)
o Jefferson, Sebastian, White, Faulkner, Saline, Garland, and Craighead
Classification 7: (200,000 +)
o Benton, Washington, and Pulaski

Of the seven population classes reported throughout Arkansas, the Task Force found that in
Classification one, all agencies (n=11, 100%) reported an average entry salary (µ=$30,425.91)
below the state average salary (µ=$42,690). Specifically, counties under Classification One
(n=11, 100%), were $12,264.09 below the state average (See Table 10).
Table 10. Classification One Entry Salary Comparison
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Under Classification Two, all agencies (n=27, 100%) reported an average entry salary (µ=
$31,016.63) below the state average salary (µ=$42,690). Specifically, counties under
Classification Two (n=27, 100%), were $11,673.37 below the state average (See Table 11).
Table 11. Classification Two Entry Salary Comparison

Under Classification Three, all agencies (n=15, 100%) reported an average entry salary (µ=
$32,757.80) below the state average salary (µ=$42,690). Specifically, counties under
Classification Three (n=15, 100%), were $9,932.2 below the state average (See Table 12).
Table 12. Classification Three Entry Salary Comparison
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Under Classification Four, all agencies (n=8, 100%) reported an average entry salary (µ=
$33,631.25) below the state average salary (µ=$42,690). Specifically, counties under
Classification Four (n=8, 100%), were $9,058.75 below the state average (See Table 13).
Table 13. Classification Four Entry Salary Comparison

Under Classification Five, all agencies (n=4, 100%) reported an average entry salary (µ=
$32,785.75) below the state average salary (µ=$42,690). Specifically, counties under
Classification Five (n=4, 100%), were $9,904.25 below the state average (See Table 14).
Table 14. Classification Five Entry Salary Comparison
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Under Classification Six, all agencies (n=7, 100%) reported an average entry salary (µ=
$37,094.14) below the state average salary (µ=$42,690). Specifically, counties under
Classification Six (n=7, 100%), were $5,595.86 below the state average (See Table 15).
Table 15. Classification Six Entry Salary Comparison

Under Classification Seven, all agencies (n=3, 100%) reported an average entry salary (µ=
$38,715) below the state average salary (µ=$42,690). Specifically, counties under
Classification Seven (n=3, 100%), were $3,975 below the state average (See Table 16).
Table 16. Classification Seven Entry Salary Comparison
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Although, the Task Force did identify an entry salary increase for county law enforcement
officers as the county population increased, all entry salaries for law enforcement officers
remained substantially below the 2019 average salary in Arkansas. Outside of the
comprehensive analysis, the Arkansas Department of Commerce (2020) reported below
average salaries for law enforcement officers at all levels of employment when compared to
the average salary in Arkansas. This disparity noted by the Task Force assessment highlights
the difficulties faced by agencies when discussing entry obstacles regarding salary.
Following the state-wide comprehensive assessment of law enforcement salaries and law
enforcement administrator data, the Task Force recommends the following regarding salary
compensation to law enforcement officers:
1. The Task Force recommends that state, local, and county governing bodies
reappropriate funding to ensure that entry salaries for law enforcement officers are
equivalent to or above the average annual wage in Arkansas.
2. The Task Force recommends that incremental salary increases for law enforcement
officers be equivalent to their years of service, rank, and responsibilities.
3. The Task Force recommends the proposal of legislation that exempts a portion of an
active full-time law enforcement officer’s salary from state income taxes.
Arkansas Commission on Law Enforcement and Standards and Training (CLEST)
To address employment standards for law enforcement officers, the Task Force conducted a
comprehensive review of the qualifications for law enforcement employment and psychological
examination requirements established by CLEST, in addition to surveying law enforcement
administrators throughout the State of Arkansas.
Qualifications for Law Enforcement Employment: CLEST Rule 1002
CLEST Rule 1002 outlines the requirements for initial and continued employment as a law
enforcement officer in the State of Arkansas. Rule 1002 provides that, in order to be eligible for
law enforcement employment, an individual must:
1. Be a citizen of the United States;
2. Be at least 21 years old;
3. Be fingerprinted and a search initiated of state and national fingerprint files to disclose
any criminal record;
4. Be free of a felony record (Felony convictions are disqualifiers pursuant to Arkansas
Code Annotated 12-9-106);
5. Be of good character as determined by a thorough background investigation;
6. Be a high school graduate or have passed the General Education Development (GED) test
(Note, home school diplomas must be approved individually);
7. Be examined by a licensed physician and meet all physical requirements;
8. Be interviewed personally prior to employment by the department head or their
representative to determine such things as the applicants: motive, appearance, demeanor,
attitude, and ability to communicate;
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9. Be examined by an individual licensed to practice psychiatry or psychology and qualified
to perform such evaluations in the State of Arkansas, who, after examination finds the
officer to be competent and recommends the agency hire the individual;
10. Possess a valid driver’s license;
11. Successfully complete a CLEST firearms qualification and review departmental policies,
specifically policies covering the use of force, criminal law, and emergency vehicle
operations;
12. Successfully complete a minimum of twenty-four (24) hours of CLEST-certified training
annually (to include firearms qualification and racial profiling. Note that annual racial
profiling training is required by Arkansas Code Annotated 12-12-1404); and
13. Be free of a misdemeanor domestic violence conviction in accordance with federal law
(Federal law prohibits a person with a misdemeanor domestic violence conviction from
carrying a firearm).
When comparing the current established qualifications by CLEST for law enforcement officers
within the State of Arkansas, law enforcement administrators (n= 69; 91.9%) reported that the
minimum standards established by CLEST ensured the hiring of the highest quality candidates
for law enforcement (See Table 17). Of the 6 (8.1%) administrators that requested
improvements, these administrators suggested that CLEST raise minimum standards for training
to include regional based training, riot control, and understanding how to communicate with the
public on social media platforms (i.e. Facebook, Twitter, Instagram, etc.).
Table 17. CLEST Qualification Adequacy
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Psychological Examination: CLEST Rule 1002
In addition to qualifications for law enforcement employment, CLEST Rule 1002 outlines the
psychological examination requirements for initial and continued employment as a law
enforcement officer in the State of Arkansas. CLEST Rule 1002 requires the following for
psychological examinations (CLEST Rule 1002, Section i):
(i) Be examined by an individual licensed to practice psychiatry or psychology and
qualified to perform such evaluations in the State of Arkansas, who after examination
finds the officer to be competent and recommends the agency hire the individual.
(i)

All applicants will be examined to determine emotional stability.

(ii)

No person will be eligible for certification if they have any condition listed
in the Diagnostic and Statistical Manual, 5th edition (DSM-5) of the
American Psychiatric Association which would limit the police officer’s
ability to cope with the stress of modern-day police work such as:
(A) Any organic mental disorder or organic brain syndrome that currently
results in impairment in memory, cognitive functions, judgment and
personality.
(B) Any substance use, whether legal or illegal, which impairs social or
occupational functioning due to an inability to control use or stop
taking the substance and the development of serious withdrawal
symptoms after cessation or reduction in substance use. Previous
substance use should be in remission for three (3) years.
(C) Any psychotic reaction showing disturbance in content of thought
involving delusions, fragmented thoughts, distortions of reality,
breakdown of ego defenses or hallucinations. Any previous psychotic
episodes should be in remission for three (3) years and be currently
evaluated as showing no residual symptoms.
(D) Any neurotic disorder such as excessive anxiety, panic, or convulsions
which would indicate that irrational behavior would occur under
stress.
(E) Any impulse control problem, particularly with anger, having resulted
in husband/wife or child abuse or revealed in explosive outbreaks.
(F) Any environmental stresses such as divorce, loss of job, business
difficulty, or death in family can result in maladaptive reactions
resulting in either impairment in social or occupational functioning
that are in excess of a normal and expected reaction.
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(G) Any personality disorder showing a pervasive and unwarranted
suspicion and mistrust of people, hypersensitivity, emotional coldness
and aloofness resulting in an ability to make and maintain
relationships. Any history of continuous and chronic antisocial
behavior.
(H) Behavior disorders as evidenced by:
1. Frequent encounters with law enforcement agencies or
antisocial attitudes or behavior which, while not a cause for
rejection under this rule are tangible evidence of an impaired
characterological capacity to adapt to the demands of law
enforcement service.
2. Behavior disorders where it is evident by history and objective
examination that the degree of immaturity, instability,
personality inadequacy and dependency will seriously interfere
with the performance of law enforcement duties as
demonstrated by repeated inability to maintain reasonable
adjustment in school, with employers and fellow workers, and
other social groups.
(iii)

Procedures:
(I) An actual interview and psychometric evaluation will be utilized.
1. The employing agency will determine the examiner to be
utilized.
2. Applicants will complete any preliminary history forms
required by the examiner. The applicant will provide the
examiner with a release of information to the potential
employing authority.
3. The results of the first examination will be binding. When the
original examiner determines that additional tests are needed,
the additional tests or interviews will be considered a part of
the original examination. If extenuating circumstances exist
that create a doubt as to the validity of the results of the first
examination, the employing agency may petition the
Commission for the approval of a second examination to be
administered by a different examiner.
4. The psychometric evaluation shall include such standardized
tests as the Minnesota Multiphasic Personality Inventory, or
others that may be necessary such as Bender Gestalt and
Rorschach or the equivalent of each test as are appropriate and
are validated by proper authority to evaluate personality traits
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and other mental health characteristics. These tests will be
interpreted by licensed qualified individuals to ensure results.
5. During the diagnostic interview, the examiner will evaluate
each individual sufficiently for any evidence of disorganized or
unclear thinking, of unusual thought control; of undue
suspiciousness or of apathy or “strangeness” and any
discovered evidence will be noted. Any unusual emotional
expression such as depression, expansiveness, withdrawal or
marked anxiety, which is out of keeping with the content of the
interview will be noted and carefully evaluated.
(iv)

The results of the evaluation will be recorded. A report of the evaluation
will be forwarded to the employing agency. The report will be signed by a
licensed psychologist or psychiatrist designating the applicant as
RECOMMENDED or NOT RECOMMENDED. The results of tests or
interviews administered by licensed psychological examiners must be
reviewed and countersigned by either a licensed Psychologist or
Psychiatrist. The Form F-2b or equivalent should be used.

When comparing the psychological examination requirement under Rule 1002 by CLEST for
law enforcement officers within the State of Arkansas, law enforcement administrators (55.4%)
suggested that officers should undergo periodic psychological evaluations throughout their
careers in an effort to ensure that officers continue to meet the established qualifications for
employment throughout their career.
After reviewing CLEST Rule 1002, in conjunction with the statewide survey, the Task Force
recommends that CLEST work with subject matter experts to ensure that CLEST Rule 1002
provides the following assessments: comprehensive psychological assessments including:
aggression, implicit and racial bias pre-screening; physical fitness assessments; extensive
character, employment, and criminal background investigations; and current bias assessments to
better evaluate that law enforcement candidates are physically, emotionally, and mentally fit to
serve.
Further, the Task Force recommends that CLEST conduct a study on the necessity for officers to
be periodically revaluated throughout their service at years 3, 7, and 10.
State of Arkansas Law Enforcement: Health Insurance Coverage
To address law enforcement responses in catastrophic events and health insurance benefits for
law enforcement throughout the State of Arkansas, the Task Force administered a statewide
survey to law enforcement administrators (n= 74).
Of the 74 surveyed law enforcement administrators, 69 (93.2%) stated that they offer health
insurance for law enforcement officers, in which an officer’s responsibility to pay insurance
ranged from 0% to 62% (See Table 18).
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Table 18. Law Enforcement Officer Health Insurance Coverage

Further, 68 (91.9%) of the law enforcement administrators that reported having health insurance
coverage, 19 (27.9%) administrators reported that they offer health benefits that extend to cover
an officer’s spouse and children (See Table 19).
Table 19. Law Enforcement Health Insurance Extended Benefits

Policing scholars have reported that consistent exposure to acute and chronic stress faced by law
enforcement officers, serve as a risk factor for anxiety, sleep problems, depression, and suicidal
ideation (Gershon et al., 2008; Violanti et al., 2014). With law enforcement representing a highly
stressful occupation accompanied with unpredictable exposure to critical incidents, violence,
chronic stress, job dissatisfaction, and societal expectations, officers may be at risk for
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significant negative health outcomes (Christopher et al., 2018). It is imperative for law
enforcement officers to have adequate health insurance to offset negative health outcomes.
Additionally, law enforcement officers and their dependents should participate in an annual
wellness assessment. These assessments can ensure that an officer’s health, as well as, peer and
support networks are not impacting an officer’s ability to perform their duties effectively. These
assessments are also beneficial for officers and their dependents to identify and mitigate any
undiagnosed health concerns.
Therefore, the Task Force recommends that state, local, and county governing bodies reappropriate funding to provide health care coverage for full-time law enforcement officers and
their dependents who participate in an annual wellness assessment. Annual wellness assessments
should not be required for dependents who are minors.
Law Enforcement Resiliency Programs
Since 2015, there have been 13 law enforcement officers killed in the line of duty in the State of
Arkansas. These officers were feloniously murdered (10 of the 13 due to being shot or physically
assaulted), or died from inadvertent gunfire (1), an automobile crash (1), or a vehicle pursuit (1).
Catastrophic events associated with emergency service personnel, such as law enforcement, are
not uncommon within the United States. Previous studies have established that approximately
87% of all emergency service personnel will experience a critical incident causing an
extraordinary reaction at least once within their career (Kureczka, 2002). Situations such as
catastrophic accidents and use of lethal force are commonly recognized as acute stressors among
law enforcement, as well as repetitive exposure to stressful interpersonal interactions with the
public, committed responsibility to public trust and welfare, the continuous requirement to
maintain calm and de-escalate high emotions, and instances of physically stressful interactions.
Consequently, instances of catastrophic events, stressful situations, and instances of lethal force
are not uncommon among on-duty officers and have resulted in increased levels of poor health
outcomes in areas of mental and physical health related to chronic cumulative stress. The
American Heart Association found that the average age for a law enforcement officer to suffer a
heart attack was 49 when compared to the normal 67 average among the general population as a
result of early onset of cardiovascular disease (Virani, et al., 2020). Findings from the Task Force
displayed that the majority of law enforcement agencies (n=52; 70.3%) in Arkansas require a
debrief meeting for law enforcement officers who experience a critical event such as, but not
limited to, an officer involved shooting, child death, or multiple fatality crash (See Table 20).
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Table 20. Law Enforcement Agency Critical Event Debrief

With law enforcement officers presenting themselves as a vulnerable population for many
physical and mental health concerns, law enforcement leaders should recognize the need to
address these emerging challenges through investing in the health and safety of department
personnel. One area that may aid in increasing wellness among law enforcement is the
implementation of health and wellness programs emphasizing a focus on improving officers’
physical and emotional health in an effort to yield positive outcomes for law enforcement
officers, their agencies, and the communities they serve.
To combat these detrimental impacts associated with the law enforcement work environment, as
well as the existing health conditions among officers, agencies across the nation, including the
State of Arkansas, are developing and implementing programs aimed at increasing officer
wellness in areas of mental and physical health. Despite the implementation of wellness units for
law enforcement officers, agencies are finding that an officer’s view of the world, support
system, and physical health can be a contributing factor to their susceptibility for a negative
health diagnosis. This implementation of wellness units is aiding in the removal of the longestablished stigma associated with law enforcement officers on “asking for help,” and agencies
are beginning to develop and understand the mechanisms that help address officer wellness and
increase employee retention. For example, a healthy lifestyle (i.e. diet, exercise, and proper sleep
maintenance) can provide a significant reduction in an officer’s chance of developing a negative
health diagnosis.
The Task Force reported that 87.8% (n= 65) of law enforcement administrators did not have a
resiliency or wellness program in place for their officers (See Table 21). Despite the absence of
resiliency programs throughout the state, agencies did state that “resiliency programs were one of
the greatest needs” and that the difficulty in expanding these programs was due to “program
budgets and inability for providing resources".
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Table 21. Arkansas Law Enforcement Wellness Units

Of the law enforcement agencies (12.2%) that have implemented health and wellness units, law
enforcement administrators (n= 74) reported that wellness programs within agencies were
focused on the following wellness categories: physical fitness (83.3%), mental (58.3%), financial
(50%), and spiritual (41.7%). Administrators reported that these resiliency programs were
successful (83.3%), suggesting that officers that have participated in the resiliency programs
were more likely to handle stressful situations correctly, as well as recover from on-duty injuries,
illness, and missteps, increasing their ability to make it to retirement (See Table 22).
Table 22. Law Enforcement Resiliency Program Success

In addition to the success of resiliency programs, law enforcement agencies throughout the state
reported that participation in resiliency programs is predominantly voluntary for officers (n=12,
80%), compared to three programs (20%) that were required by their agency. Of those that have
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implemented voluntary and mandatory (n= 14) resiliency programs, the majority of officers
(78.6%) were receptive to the established program (See Table 23).
Table 23. Law Enforcement Officer Receptiveness

Following the statewide assessment of resiliency and wellness programs available to officers, the
Task Force identified four established resiliency programs in detail. The four programs consisted
of three wellness unit programs created and implemented by local law enforcement and first
responder affiliated organizations, as well as a one emerging resiliency program by the
Department of Public Safety (DPS). The following four programs are discussed below:
Department of Public Safety (DPS) Wellness Unit
The DPS Wellness unit is a new and emerging unit within the State of Arkansas. Specifically,
this unit replicates current resiliency programs offered to law enforcement officers across the
nation in its focus on wellness. The Task Force has outlined the objectives of the DPS Wellness
Unit in areas of its primary focus, pathway for development, and selection process for peer
support members, below:
Primary focus of DPS Wellness Unit:
• Critical incident stress
• Suicide prevention and awareness
• Substance abuse education
• Emotional survival training
• Financial wellness
• Physical fitness
• Nutrition
• Spiritual wellness
DPS Pathway Development:
 Identifying and enhancing existing wellness resources
 Develop and provide wellness education
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Develop and train Peer Support Network
Collaborate with academic institutions on innovative [law enforcement] studies
Develop partnerships with health and wellness providers
Staying abreast of wellness program best-practices through research and education
Serve as an advocate for employees enduring personal or professional difficulties

Peer Support Members Selection Characteristics:







Nonjudgmental. Individual who knows how to make people feel cared for and who
understands that the role of the wellness team is supporting others, not passing
judgment on them
Compassionate. Individual who is empathetic and cares for others
Experienced. Individual who is familiar with the department and has a personal
understanding of the stress associated with working in a law enforcement agency
Proven legitimacy. Individual whom members of the department already gravitate
toward when they are seeking assistance, advice, or support
Trustworthy. Individual who does not gossip about others
Demonstrates wellness. Individual who attends to his or her own emotional and physical
health and models that for others

The Arkansas Law Enforcement Assistance Program (ARLEAP)
The Arkansas Law Enforcement Assistance Program (ARLEAP) was established in 2018 and
continues to serve first responders throughout the State of Arkansas. Specifically, ARLEAP aims
to serve all first responders which includes: law enforcement, fire, emergency management
personnel and other first responder agencies in and around the State of Arkansas. Moreover,
agencies include any state, federal, private, and local first responder personnel. ARLEAP works
collaboratively with Law Enforcement Assistance Program (LEAP) partners from surrounding
states to expand wellness assistance outside of the State of Arkansas, through the implementation
of critical incident stress management, critical incident debriefings, and post critical incident
seminars.
ARLEAP is comprised of volunteer staff, with no paid personnel. Therefore, individuals serving
as staff within ARLEAP strive to utilize a staff that dedicates their own personal time and
resources and is a part of the first responder workforce. The goal of ARLEAP is to utilize past
and present first responders to increase participation, an understanding of job-related obstacles,
and trust among current first responders suffering from critical incidents and increased stress
both in and outside of the work environment. Therefore, ARLEAP represents itself as an
unaffiliated organization that continuously recruits volunteer first responders from all agencies
throughout the State of Arkansas to increase and advocate program participation.
Conway Police Department Health and Wellness Program
The Conway Police Department Health and Wellness Program represents an emerging resiliency
program within the State of Arkansas. The Conway Police Department recognizes that being a
law enforcement officer is a position involving unique dynamics stemming from job
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responsibilities and the overall work environment and job responsibilities, allowing for
circumstances that may produce detrimental effects on an officer’s health and wellness.
Therefore, this unit strives to provide support to the employees of the Conway Police
Department in developing and maintaining a healthy lifestyle. Goals of the Conway Police
Department Health and Wellness Program aim to reduce the stress inherent in the law
enforcement profession through providing support and resources to law enforcement to assist in
the management of their own health and wellness. The program focuses on five core areas of
health: mental, physical, financial, spiritual, and domestic. Stressors and needs in these five
areas are addressed through education, access to resources, in-house services, and regular
training. Additionally, new officers are provided with a mentor for the first two years of service
to better acclimate new officers to this line of work, as well as to help address needs within these
five core areas of health.
Little Rock Police Department Wellness Unit
The Little Rock Police Department Wellness unit represents a relatively small and recent
resiliency program within the State of Arkansas that strives to remove the stigma of mental
health treatment among law enforcement officers to ensure resiliency through improving mental
and physical health, job satisfaction, and longevity. This wellness unit focuses on an overarching
mission statement comprised of three tenants: education, the wellness outreach initiative, and
officer trauma awareness. Specifically, the Little Rock Police Department Wellness Unit mission
statement is as outlined below in detail:
“The Wellness Unit will develop and foster an environment within the Little Rock Police
Department where employees will begin and end their careers in good health, both physically
and emotionally. The Wellness Unit has drawn information and programs from the Indianapolis
Wellness Model, the 6th Pillar of 21st Century Policing, and other agencies and will continue to
pursue the newest and most innovative knowledge, research, and understanding to ensure the
best possible outcome for employees serving the citizens of Little Rock.”
The first tenant of the Little Rock Police Department Wellness Unit mission statement is defined
as education. Education represents the foundation of the law enforcement profession. To achieve
this goal the wellness unit utilizes education programs regarding the physical and emotional tolls
that address the obstacles unique to a career in law enforcement. This education includes support
for new officers and supervisors, particularly in areas of job stress, emotional events, family
stress, and the dangers associated with the work environment. Outside of job stress and work
environment, this resiliency program also assists in financial education, general health, physical
fitness, and other holistic practices that work together to build well-rounded, competent officers
to better ensure public safety.
The second aspect of the wellness unit is identified as the wellness outreach initiative. This
initiative focuses on mitigating the negative effects stemming from the profession in law
enforcement through the incorporation of individual line offices, front-line supervisors, and
other law enforcement professions. Each of these individuals work to recognize emerging issues
with at-risk employees and provide assistance to address and prevent future harm to law
enforcement employees’ health, family, and career. By incorporating a robust peer support team
and full-time
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wellness staff, this initiative allows for employee support referrals on a daily basis to identify a
variety of circumstances ranging from poor decision making related to sleeping habits,
relationship support, counselling after traumatic incidents, or emotional trauma. Following this
employee referral, the wellness unit responds to each at-risk law enforcement officer through
individualized treatment and voluntary participation, in which employees are encouraged to take
responsibility and access the services and expertise offered. Therefore, the Wellness Unit
outreach initiative does not represent itself as a departmental disciplinary consideration, rather
employees are to take advantage of the system through voluntary participation. Outcomes from
this initiative have been found to significantly influence employee retention, holistic wellness,
general health, and save officer lives.
The final component of the Little Rock Wellness Unit is to increase trauma awareness among
law enforcement professionals. Traumatic events within law enforcement can be compromised
of, but not limited to, traffic fatalities, death of a child, an injury or death to a law enforcement
partner or friend, and job-related suicide. Studies focused on law enforcement have noted that
law enforcement officers die by suicide on the job at a rate 3.5 times greater than that of the
overall workplace suicide deaths (Tiesman et al., 2015) and are 2.4 times more likely to die by
suicide than by homicide (Office of Community Policing Oriented Policing Services, 2015). As a
result of job-related stressors, law enforcement officers are at-risk for developing disorders that
terminate their careers and social support such as marriage. Little Rock Police Department
Wellness Unit works to address this increase of exposure to trauma experienced by law
enforcement by conducting critical incident stress debriefings with personnel. These debriefings
are conducted by an in-house peer support team and have been a very positive aid in mitigating
the present traumatic effects suffered by officers within their agency. Additionally, the wellness
unit has partnered with outside support such as law enforcement agencies throughout the State of
Arkansas and mental health practitioners in the central Arkansas area to coordinate and establish
relationships to determine practitioners that can best assist law enforcement needs.
The Task Force recognized that it may be beneficial to offer re-entry psychological evaluations
and counseling for officers who have been or are exposed to traumatic events. To address the
emerging health risks associated with the law enforcement profession and the Task Force’s
extensive review of the development and establishment of the resiliency programs throughout the
State of Arkansas, the Task Force recommends that the Arkansas Department of Public Safety, in
conjunction with existing programs, develop and administer a robust, state-wide wellness and
resiliency program available to the Arkansas law enforcement community to include officers,
jailers, dispatchers, coroners, and civilian staff.
Law Enforcement Educational Opportunities
To assess the available educational opportunities available to law enforcement officers
throughout the State of Arkansas, the Task Force examined the current state of educational
requirements and advancement among law enforcement administrators. Findings from a
statewide assessment revealed that, overwhelmingly, law enforcement agencies are unable to
offer individuals reimbursement for college courses. Specifically, law enforcement
administrators (n= 74) reported that 91.9% (n= 68) were unable to offer reimbursement for
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college courses compared to the 8.1% (n= 6) that were able to offer educational opportunities
(See Table 24).
Table 24. Law Enforcement Agency Educational Reimbursement

Of the agencies (8.1%) that were able to offer reimbursement, administrators reported that
educational reimbursement consisted of courses that were applicable for the job description,
local community college tuition waivers, scholarships, and outside organizational funding.
Outside of the following identified educational opportunities, of the 74 law enforcement
administrators, 73 (98.6%) reported that they were unable to offer incentives for educational
advancement related to higher education once a law enforcement officer has completed the basic
educational requirements (See Table 25).
Table 25. Law Enforcement Agency Educational Advancement

To address educational obstacles associated with recruitment, hiring, and retention, the Task
Force assessed and identified a variety of educational opportunities focused on loan forgiveness
that were readily available to law enforcement officers within and outside the State of Arkansas.
Educational opportunities were identified as: Peace Officer Loan Repayment Assistance
Program, Texas Senate Bill 16, Federal Public Service Loan Forgiveness Program (PSLFP), and
the
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Arkansas National Guard Student Loan Repayment Program, § 12-62-503. Following this
extensive review of educational opportunities, the Task Force has identified a set of
recommendations to aid in the recruitment, hiring, and retention of law enforcement officers
within the State of Arkansas.
Peace Officer Loan Repayment Assistance program, Texas Senate Bill 16
Texas Senate Bill 16, entitled the “Peace Officer Loan Repayment Assistance Program,” was
signed by Governor Abbot on June 10, 2019, with an effective date of September 1, 2019.
The act directed the Texas Higher Education Coordinating Board (THECB) to
establish the program and rules by December 1, 2019.
Currently, the Peace Officer Loan Repayment Assistance Program has no specific established
revenue source. Language in the act itself does specifically allow for designated “donations” and
“gifts,” so that a private individual or group could endow the program or at least supplement the
funding. Therefore, funding is on a “to be determined” basis, which will take place each
legislative session for the subsequent biennium.
The Peace Officer Loan Repayment Assistance Program allows for private education loans
issued by banks and other entities. However, there is a provision in the Texas Senate Bill that
the loan must not be subject to any other loan repayment plan.
Eligibility Requirements and Key Information:












Outstanding balances and interest loans may be paid off up to a maximum of $20,000 per
officer, as funding allows
The loan repayment assistance program is not retroactive; eligibility is limited to
applicants with an initial appointment as a peace officer that began on after September 1,
2019
In the first year of the program (September 2019 to September 2020), applications will be
selected on a first-come-first-served basis until funds are exhausted. After the initial
program year, priority will be given to previous recipients and initial applications will
again be selected on a first-come-first-served basis
An applicant must agree to five years of continuous full-time employment as a Texas
peace officer after the date of initial application:
Eligible peace officers are those specified under Texas Code of Criminal Procedure, Rule
2.12
Recipients are required to submit renewal applications every year showing eligible
service for the previous year
To be eligible for repayment assistance, the loan must be evidenced by a promissory note
which required the loan proceeds to be used to pay for the cost of attendance at an
eligible Texas institution for a semester/term that ended in the five years immediately
preceding the individual’s initial appointment as a peace officer
Loan must not be in default at the time of the peace officer’s application
Applicant must not have an existing service obligation (from some other assistance
program, etc.)
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Applicant must have earned at least 60 semester credit hours, or the equivalent, at an
eligible institution of higher education in Texas prior to initial appointment as a peace
officer
Applicant must be currently employed, and have completed at least one year of
employment, as a full-time peace officer in Texas
Applicant must not be subject to repayment through another student loan repayment or
loan forgiveness program, or as a condition of employment
Applications for loan repayment assistance based on service as an eligible peace officer
from September 1, 2019 – August 31, 2020 (the initial year period) will not be available
until September 1, 2020
Eligible educational loans may have been issued by a public or private lender. However,
loans from private individuals or credit card debt are ineligible

Federal Public Service Loan Forgiveness Program (PSLFP)
The Federal Public Service Loan Forgiveness Program (PSLFP) pertains to any U.S. federal,
state, local, or tribal government agency that is considered a government employer. This includes
employers such as the U.S. military, public elementary and secondary schools, public colleges
and universities, public child and family service agencies, and special governmental districts
(including entities such as public transportation, water, bridge district, or housing authorities).
Unlike the Peace Office Loan Repayment Assistance Program, PSLFP remains more restrictive
with regard to both federal and William D. Ford Federal Direct Loan Program loans (many if not
most subsidized and unsubsidized federal education loans are not actually issued as a William D.
Ford loan; that usually requires reconsolidation through the U.S. Dept. of Education). Further, in
addition to public service requirements, the PSLFP also requires 10 years (120) of prior payments
by the applicant under an eligible repayment plan.
Eligibility Requirements and Key Information:
•

•
•

Must employed by a U.S. federal, state, local, or tribal government or not-for-profit
organization;
o Qualifying employment includes:
 Government organizations at any level (U.S. federal, state, local, or tribal)
 Not-for-profit organizations that are tax-exempt under Section 501(c)(3) of
the Internal Revenue Code
 Serving as a full-time AmeriCorps or Peace Corps volunteer also counts as
qualifying employment for the PSLFP Program.
o Non-qualifying employment includes:
 Labor unions
 Partisan political organizations
 For-profit organizations, including for-profit government contractors
Work full-time for that agency or organization;
Have Direct Loans (or consolidate other federal student loans into a Direct Loan);
o Eligible loans include:
 William D. Ford Federal Direct Loan (Direct Loan) Program
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o






Non-Eligible loans include:
 Federal Family Education Loan (FFEL) Program
 Federal Perkins Loan (Perkins Loan) Program
 Any student loans from private lenders
Repay your loans under an income-driven repayment plan;
Make 120 qualifying payments:
o After Oct. 1, 2007;
o Under a qualifying repayment plan;
o For the full amount due as shown on your bill;
o No later than 15 days after your due date; and
o While you are employed full-time by a qualifying employer
Qualifying payments cannot be made while loans are in the following:
o An in-school status,
o The grace period,
o A deferment, or;
o A forbearance

Arkansas National Guard Student Loan Repayment Program, § 12-62-503
The Arkansas National Guard Student Loan Repayment Program established by the Army
National Guard provides repayment for academic loans for qualified applicants who are eligible
members of the Arkansas National Guard in amounts of up to one thousand dollars ($1,000) in
principal per annum or five hundred dollars ($500) per semester; including all related accrued
interest, up to a maximum total loan principal of five thousand dollars ($5,000).
Eligibility Requirements and Key Information:
•

•

Eligible members must enlist for at least six (6) years in a unit identified as a high
readiness unit by the Adjutant General and have completed training and been awarded a
military occupation specialty or Air Force skill code before payment may be made
A soldier or airman of the Arkansas National Guard may attend a state-supported
institution of higher education tuition-free if the soldier or airman:
o Is an Arkansas resident;
o Has completed initial active duty training and is in good standing as an active
soldier or airman of the Arkansas National Guard;
o Has been accepted to and is enrolled in a state-supported institution of higher
education as a student in good standing;
o Completed and submitted to the United States Department of Education a Free
Application for Federal Student Aid (FAFSA);
o Submitted applications for:
 Federal and state grants and scholarships for which the soldier or airman is
eligible; and grants and scholarships awarded by the state-supported
institution of higher education in which the soldier or airman is enrolled;
 Is enrolled in a program of study leading to an undergraduate degree;
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 Has not received a bachelor's degree;
To remain eligible to receive the tuition-free benefit under this section, a soldier or
airman:
o Shall maintain satisfactory academic progress as determined by the statesupported institution of higher education in which the soldier or airman is
enrolled; and
o Shall not drop more than six (6) semester credit hours during the period in which
the soldier or airman receives the tuition-free benefit under this section unless
dropping the courses is necessitated by a:
 Mobilization that interrupts the enrollment of the soldier or airman in the
state-supported institution of higher education; or
 Medical reason approved by the Adjutant General
Payments for the tuition-free benefit under this section shall be made directly to the statesupported institution of higher education on behalf of and for the benefit of the soldier or
airman in a manner established by rule of the Adjutant General

Following this extensive review of the educational opportunities offered to first responders,
government local, state, and federal workers, and the Army National Guard, the Task Force
recommends the following to increase recruitment, hiring, and retention among law
enforcement officers within the State of Arkansas:
1. The Task Force recommends the proposal of legislation and funding to support a loan
forgiveness program for law enforcement officers similar to the program recently
enacted in Texas. The alternative to this recommendation is that the Federal Public
Service Loan Forgiveness Program be amended to allow for forgiveness eligibility
following 12 months instead of 120 months of qualifying payments for law enforcement
officers.
2. The Task Force recommends the proposal of legislation and funding to allow for a fulltime certified law enforcement officer to attend a state-supported institution of higher
education tuition-free similar to the legislation for soldiers or airman in the Arkansas
National Guard.
Arkansas Law Enforcement Retirement Systems
The Task Force found various retirement benefit packages available to law enforcement officers
throughout the State of Arkansas. Specifically, three packages directly pertained to law
enforcement officers: Arkansas Public Employees’ Retirement System (APERS), Arkansas
Local Police and Fire Retirement System (LOPFI), and Arkansas State Police Retirement System
(ASPRS). Each of the following packages are discussed in detail below, as well as
recommendations directly related to retirement benefits.
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Arkansas Public Employees’ Retirement System (APERS)
Law enforcement officers employed by counties or some state agencies fall under this retirement
system. APERS for law enforcement officers can be contributory or non-contributory based on
the date of hire. The criteria for receiving benefits are as follows: (APERS Contributory or NonContributory Handbook 2009)
Unreduced Benefits Contributory and Non-Contributory:
•
•

•

•

An Arkansas State employee must vest in the retirement system after 5 years of service
in both contributory and non-contributory plans.
Under the Non-Contributory plan, an employee may retire with unreduced benefits at:
o Age 65 with 5 actual years of service credited in the System(s); or
o Any age with 28 actual years of service credited in the System(s); or
o At least 55 years of age with 35 credited years of service in the System(s); or
o At various ages for a public safety officer (hired before July 1, 1997). The full
age is 65 reduced one month for each two months of public safety credited
service, but not less than age 55 (the full age may go as low as age 52 for a
sheriff or deputy sheriff, provided specific requirements are met).
Under the Contributory plan (members with contributory service BEFORE January 1,
1978), a member is eligible for full benefits at:
o Age 65 with 5 actual years of service credited in the System(s); or
o Age 60 with 20 actual years of service credited in the System(s); or
o Any age with 28 actual years of service in the System(s).
Under the Contributory plan (members with contributory service after June 1, 2005) , a
member is eligible for unreduced benefits at:
o Age 65 with 5 actual years of service credited in the System(s); or
o Any age with 28 actual years of service in the System(s).

Reduced Benefits Contributory or Non-Contributory
•

•

•

Reduced benefits can be taken if:
o At age 55 with at least 5 years of service; or
o At any age with 25 years of service.
o The reduction is taken from either age 65 or 28 years of service – whichever is
less. If 28 years is used, the reduction is 1% for each month away from 28 years
of service. If age 65 is used, the reduction is ½ of 1% for each month early that
you retire prior to age 65.
Under the Non-Contributory Plan
o Multipliers used to calculate annuity varies on when dates of service begin. The
multiplied is either 1.72% or 1.75%
Under the Contributory Plan
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o The multipliers for the contributory plan (after July 1, 2005) are 2.03% and
2.00%.
All employees are eligible for the Deferred Retirement Option Plan (DROP) after 28
years of actual service. DROP defers up to 75% of yearly benefits into an interestbearing account (63% for 28 years of service increasing to 75% at 30 years). The DROP
account must terminate after 84 months of participation.

Disability Retirement:





Must have 5 years of service to apply to disability benefits and at least 18 of the 24
months of service immediately preceding occurrence of disability.
To qualify for disability with the Arkansas Public Employees Retirement System, the
employee must be found eligible for Federal Social Security Disability Benefits because
you are totally and permanently disabled.
Employees within ten (10) years of normal retirement age (for most members that is at
least 55 years of age) may receive reduced benefits pending approval of your disability.
If approved for disability, benefits are effective the month after approval of the
application.

Arkansas Local Police and Fire Retirement System (LOPFI)
Law enforcement officers employed by municipalities are members of this retirement system.
LOPFI is a contributory system. The criteria for earning benefits are as follows (System A. L.,
2020):
•
•
•

•

•

Contributions by employees are 2.5% if the employer pays into Social Security.
Contributions by employees are 8.5% if the employer does not pay into Social Security.
Employees hired on/after July 1, 2013 vest after 10 years of service (Prior to July 1, 2013
vesting period was 5 years).
Employees may retire with unreduced benefits after:
o At any age after 28 years of credited service, or
o At age 55 with at least 20 years of credited service, or
o At age 60 with at least 5 years of credited service, or
o At age 60 with at last 10 years of actual LOPFI service credit.
Reduced benefits can be taken:
o At age 50 with at least 20 years of service;
o At any age with at least 25 years of paid service;
o Full benefit reduced by one half of one percent for each month the member is
younger than 55.
Multipliers used in calculating a normal annuity in LOPFI is 2.94%.
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All employees are eligible for the Deferred Retirement Option Plan (DROP) after 28
years of actual service. DROP defers 75% of yearly benefits into an interest-bearing
account. The DROP account must terminate after 84 months of participation.
Disability Retirement
Duty: No service credit requirement
o 65% of final average pay
Non-Duty: 5 years of service credit. Hired on/after July 1, 2013, 10 actual years of
service.
o Benefit is computed on actual years of service.

Arkansas State Police Retirement System (ASPRS)
Law enforcement officers employed by the Arkansas State Police are members of this noncontributory retirement system. There are 2 types of retirement plans within this system: Tier I
and Tier II. Employees hired before April 3, 1997 belong to the Tier 1 retirement plan. All
employees hired on or after April 3, 1997 belong to the Tier II plan. There are less than 50
employees left on the Tier I system. To receive benefits from the Tier II system, the following
criteria must be met (System A. S., 2009):
•
•
•

•
•
•

Employees vest after 5 years of service.
Any employee with 30 actual years of service can retire at any age.
Any employee who has more than 5 years of service but less than 30 years of actual
service can retire with a reduced benefit of the required age of 65 reduced by seventyfive one hundredths (.75) of a month for each month of actual service but in no event
younger than age 55.
The rate of reduction for early retirement is ½ of 1% for each month the employee
retires before the full benefit age of 65.
The multiplier used for Tier II retirement is 2.475%.
All employees are eligible for the Deferred Retirement Option Plan (DROP) after 30
years of total service. DROP defers 72% of yearly benefits into an interest-bearing
account. The DROP account must terminate after 84 months of participation.

Disability Retirement:






Must have 5 years of service to apply to disability benefits (waived if you receive
Workers’ Compensation for a disability arising solely and exclusively out of an injury in
the course of your employment with the Department.
Medical examination required
Approval by Board of Trustees of ASPRS
Accrued benefit at disability. Each member’s benefit will be computed from the same
formula applied to a set of facts unique to that member, such as (1) final average salary,
and (2) total years and months of credited service according to the contributory
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provisions of A.C.A. § 24-6-214 or the noncontributory provisions of A.C.A § 24-6-227
and A.C.A § 24-6-406, as applicable. However, a Tier I member’s disability pension
shall not be less than twenty percent (20%) of his or her final average compensation.
There is no such provision for Tier II members.
All of the above retirement systems have a Social Security windfall built in where, after age 62,
benefits are reduced to offset Social Security payout. Each system also has a variety of payout
options and death benefits. However, penalties are severe for employees who choose to receive
benefits earlier than the age requirement.
When comparing Arkansas age requirements for law enforcement retirement benefits to national
findings, the National Institute of Health suggests that the average life expectancy of a law
enforcement officer is 21 years lower than that of the average male in the U.S. population
(Violanti, et al., 2013). According to the Center for Disease Control (CDC), the average life
expectancy in the United States of America is 78 (Arais & Xu , 2019). The above facts,
accompanied with the difficulties and scrutiny of the profession, force law enforcement officers
in Arkansas to make difficult decisions as it relates to their career choice, financial decisions,
overall health, and, most importantly, their families. Thus, long-term benefits offered to officers
should aim to attract good job candidates, rather than potentially deter them from the profession
of law enforcement.
As a result of the extensive review, the Task Force recommends the following regarding
retention, compensation, and benefit packages offered to law enforcement officers in the State of
Arkansas:
1. The Task Force recommends the proposal of legislation that the first fifty percent (50%)
of benefits received by a law enforcement officer of this state from an individual
retirement account or the first fifty percent (50%) of retirement benefits received by a law
enforcement officer of this state from public or private employment-related retirement
systems, plans, or programs, regardless of the method of funding for these systems, plans,
or programs, be exempt from the state income tax, with no age requirement.
2. The Task Force recommends that actuary studies be conducted on all applicable
retirement systems to determine the cost and feasibility to reduce actual service for law
enforcement officers to no more than 25 years with at least a 3% multiplier. Specifically,
actuary studies should include separating law enforcement officers from civilian
employees in APERS.
3. The Task Force recommends that actuary studies be conducted on all applicable
retirement systems to determine the cost and feasibility of allowing law enforcement
officers who medically retire due to work related injuries to receive equivalent retirement
benefits as if the law enforcement officer reached full retirement eligibility.
4. The Task Force recommends that law enforcement agencies provide long-term disability
insurance for all law enforcement officers.
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Conclusion
In response to ongoing efforts to improve training, community trust, and accountability among
law enforcement nationwide, understanding and examining the best approaches to law
enforcement training, policy, accountability, standards, and establishing citizen trust is
imperative to the State of Arkansas. Law enforcement agencies throughout the state continually
strive to incorporate best methods for ensuring public safety and are committed to researching
and implementing training and procedures that advance law enforcement officers and the
communities they serve.
The Task Force acknowledges this report as a collaborate effort among citizens and law
enforcement as a guide to aid in the process of enhancing law enforcement practices.
Understanding the current standards, training, policy, and operations toward ensuring public
safety remains crucial when addressing the future of law enforcement and the communities they
serve. The work produced from the Task Force will continue to evolve and remain innovative, as
will the state’s utilization of best law enforcement practices to ensure public safety for all
Arkansas citizens. As such, the efforts of the Task Force, from June 12th to date represent the
first step in advancing the state of law enforcement in Arkansas, as well as needed
recommendations that assist in enhancing agencies statewide.
The recommendations developed in this report come as a result of the extensive work and
collaboration between citizen advocates, law enforcement officers, stakeholders, and city,
county, and state government officials. The Task Force sought to produce recommendations that
were achievable, culturally aware, innovative, and necessary to ensure public safety and advance
law enforcement agencies across the state. All are intended to bring knowledge and provide
opportunities for improvement in law enforcement throughout the State of Arkansas.
The Task Force recognizes that researching, analyzing, and implementing best practices and
resources for law enforcement is vital to the future of agencies throughout the state. Moreover,
the State of Arkansas will continue to expand awareness and implementation of effective law
enforcement programs focused on establishing community trust, resiliency, retention, and quality
training. This will ensure that Arkansas law enforcement agencies continue to advance following
the work of the Task Force.
Finally, this Task Force would like to thank and acknowledge Governor Hutchinson for
appointing this task force to study and provide opportunities for the advancement of law
enforcement in the State of Arkansas. The Task Force would also like to thank the countless
individuals that contributed their time, resources, and knowledge to ensure that this report is a
thorough and comprehensive analysis of the state of law enforcement in Arkansas. Specifically,
the Task Force thanks Mary Hughes for her tireless work in preparing and finalizing this report.
We appreciate that the state has taken an interest in addressing the needs of both citizens and law
enforcement officers to ensure that the State of Arkansas produces the highest quality law
enforcement officers and agencies.
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o.

III.

Attempt to hire and retain only the best officers.

OFFICER STEPS TO TAKE TO AVOID RACIAL PROFILING

Slide#47-48

1.

Be sure that each stop has a basis for the stop that is legal, clear and
explainable.

2.

Don't conduct any search unless real probable cause for a search exists.

3.

Identify yourself and give the reason for the stop.

4.

If you stop based on a description and you are obviously dealing with
someone who is not the suspect explain the reason for the stop and
apologize for the inconvenience.

DATA COLLECTION

Slide#45-46

1.

The wording of Act 2136 of 2005 clearly indicates that there will be some
form of data collection implemented by the task force.

2.

Try to find the easiest and shortest method to collect the needed data.

3.

Never try to short cut the data collection. Bad data can harm you and your
agency.

4.

Do not use the requirement of data collection as an excuse for not doing
your job.

5.

Make use of the data. Properly handled data can show how effective our
actions are and give a clear presentation of officer and agency
perform a nee.

CONCLUSION
During this block of instruction, we have examined the current data available on Racial
Profiling and looked at the actions required by Act 1207 of 2003 and subsequent
legislation.
If we apply this data to our current enforcement practices, we can see what changes
need to be made and how these changes can enhance our ability to effectively do our
job.
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Arkansas Code Annotated 12-9-118
12-9-118. New or inactive law enforcement agency-Approval by commission required
Definition
a) As used in this section, "inactive law enforcement agency" means a law enforcement
agency that existed and operated under a state law or local ordinance in the past but that
currently does not exist or has not operated for at least one (1) year.
b) The chief executive officer of an entity authorized by law to create a new law
enforcement agency or reactivate an inactive law enforcement agency shall appear before
the Arkansas Commission on Law Enforcement Standards and Training to request the
creation of the new law enforcement agency or reactivation of the inactive law
enforcement agency and present the law and documentation regarding:
(1) The funding mechanism, funding source or sources, and current budget proposal
for the law enforcement agency;
(2) The proposed or enacted law enforcement agency policies, including without
limitation policies regarding:
(A)
Use of force;
(B)
Vehicle pursuit;
Professional conduct of law enforcement officers to be employed
(C)
by the law enforcement agency;and
Biased-based policing;
(D)
(3) The administrative structure and organizational chart of the law enforcement
agency;and
(4) Any other information or documentation required by the commission.
c) After the appearance and presentation under subsection (b) of this section, the
commission shall approve or disapprove the request to create the new law enforcement
agency or reactivate the inactive law enforcement agency.
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