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Erik J. Bourgerie

Colorado Peace Officer Standards and Training (POST)

Erik J. Bourgerie moved to Colorado in 1989 to attend the University of
Colorado at Boulder, where he earned a Bachelor’s Degree in Political Science.
In 1997, Bourgerie joined the Summit County Sheriff’s Office as a non- certified
detention deputy. In the subsequent years, Bourgerie was selected to attend the
Jefferson County Regional Law Enforcement Training Academy, served as a
detention sergeant, patrol deputy, patrol sergeant, detention division
commander, field training officer, lead arrest control instructor, lead firearms
instructor, and training sergeant. Bourgerie retired from the Summit County
Sheriff’s Office on November 2, 2017.

Throughout his career, Bourgerie has been passionate about training. He first became an arrest
control instructor in 1998 as a PPCT Defensive Tactics Instructor, following his lifelong study of
martial arts. This was soon followed by instructor status’ in PPCT Spontaneous Knife Defense,
Restraint Chair, Law Enforcement Edged Weapons Tactics (LEEWT), Assault Prevention
Workshops, and Krav Maga. Bourgerie became a POST Firearms Instructor in 1999 and gained
POST Full Skill instructor status for firearms in 2002. Bourgerie joined the POST Arrest Control
Tactics Subject Matter Expert Committee in 2003 and was appointed Chair of the committee in 2013.

In October of 2017, Bourgerie was selected as the Director of Peace Officer Standards and Training
(POST), a unit under the Criminal Justice Section of the Attorney General’s Office. In this role,
Bourgerie works with the POST Board to develop training requirements for law enforcement training
academies and in-service training, ensure compliance with POST rules and standards, the
development of online and classroom based instruction, and the administration of approximately $4
million in training grants for law enforcement training. In June, 2019, Bourgerie was elected as the
2" Vice President for the International Association of Directors of Law Enforcement Standards and
Training (IADLEST).




Presidential Commission on Law Enforcement and the Administration of
Justice

Written Testimony
Erik J. Bourgerie, Director
Colorado Peace Officer Standards and Training (POST)

It is an honor and a privilege to have been asked to provide testimony to the
Commission on the very important topic of law enforcement training.

Before becoming the director for Colorado Peace Officer Standards and Training
(POST) in November, 2017, I served in the Summit County Sheriff’s Office for
just over 20 years. Summit County is a smaller, more rural community located
at the very top of Colorado’s Rocky Mountains. During my tenure at the Sheriff’s
Office, I served as detention deputy, detention sergeant, patrol deputy, patrol
sergeant, and detention division commander. At various times I was also the
training sergeant, lead firearms instructor, and lead arrest control instructor,
along with being assigned as a field training officer. I have been an arrest control
tactics instructor for 22 years, and a firearms instructor for 21 years. For 14
years, I was a volunteer Subject Matter Expert on the Arrest Control Tactics
Committee for Colorado POST, with four of those years serving as the committee
chair. I also currently serve as the 2nd Vice President for the International
Association of Directors of Law Enforcement Standards and Training (IADLEST).
IADLEST is the premier organization for peace officer certification and basic
training standards.

Colorado POST sets the minimum standards required for peace officer
certification, including curriculum objectives, learning environment, and
recruit/instructor safety for over 30 law enforcement training academies in the
state, for basic, reserve, and refresher programs. POST also develops and
delivers training for peace officers, as well as distributing approximately $3.8
million annually to defined training regions and individual agencies to enhance
law enforcement training across the state. What training is to be offered is up
the regional training boards, or the individual agencies. POST requires a training



needs assessment be conducted every three years as a condition of receiving the
grant funds and ensures that this needs assessment is being followed in
subsequent grant years. These programs are made possible by a $1.00
surcharge per motor vehicle registration, which has provided a relatively stable
funding source. This surcharge is Colorado POST’s only funding source, and we
cannot accept any general fund monies, by statute.

Colorado, well as other states, have a variety of statutory peace officer positions,
some of which do not require certification from their state POST, or POST-type,
agency. For Colorado, these would include correctional officers that work in
prisons, detention deputies that work in county jails, and district attorney
investigators, as a few examples. For the purposes of this discussion, I will only
be discussing those peace officers that require POST certification, which
primarily include patrol officers and criminal investigators.

For POST certified peace officers, training begins at a basic law enforcement
training academy. These academies are generally part of a law enforcement
agency, local college system, or POST agency. After successful completion of the
academy, training continues within the law enforcement agency where the new
peace officer is paired with a senior training officer. There are numerous models
for this type of on the job training, but the most common is the Field Training
Officer program, or FTO. These training programs are generally 12 to 16 weeks
long, and split up into phases. The trainee’s responsibilities increase over the
course of the training program, starting with observing the training officer to
eventually growing to become the primary officer on calls for service. After
graduating from the FTO program, these peace officers generally become solo
patrol officers and continue their law enforcement education throughout the rest
of their career through training offered by their employer or attending training
outside the agency, commonly referred to as in-service training. In many states,
there are annual or biennial continuing education requirements.

Many discussions around law enforcement training revolve around the in-service
training peace officers receive but can ignore the training received at the law
enforcement training academy. We must recognize, however, the importance of
the basic academy training. The training received at an academy is the very
foundation for that peace officer’s entire career. As Lt. Col. (Ret.) Dave Grossman
points out in this book On Combat, during critical incidents, we don’t rise to the
occasion, we fall to our level of training.

While on a motorcycle ride with a good friend of mine, who happened to be a hair
salon owner, I was surprised to find the large discrepancy between the mandated
minimum training for peace officers as compared to mandatory training
minimums for other professions. In Colorado, we require a minimum of 556
hours of training at the basic law enforcement training academy. In order to
become a licensed cosmetologist in Colorado, one must have a minimum of 1,500
hours of training. Compared nationally, Colorado is in the bottom third of hourly



academy training requirements. However, even the states with the highest
hourly training requirements top out at about 1,000 hours. There are a variety
of pressures to limit the number of basic training hours. Among these are the
desire to get recruits to their hiring agency quickly in order to fill needed
positions, or to stay within timelines set up by the local college systems.

More important than the number of training hours required is the quality of
training offered. Unfortunately, many academy and in-service training programs
rely on lecture-based learning. We know that this teaching method is not as
effective in teaching adult learners, but it is less expensive than the better
alternatives. Improving the quality of this fundamental training will increase
overall performance by peace officers.

While lecture based training may be appropriate for certain, limited topic areas,
it vital for the law enforcement profession that we move away from this teaching
methodology to embrace modern, evidence based adult learning concepts. These
concepts should include a building block method in determining in what order
to teach topic areas. As an example, before one can learn how to respond to an
active shooter, they must first master the fundamental techniques of building
clearing, tactical movements with and without partners, and firearms usage.
Basic concepts should be instructed through facilitated discussions, allowing
the adult learner to take ownership in discovering the knowledge, as well as
creating a more in-depth understanding. These discussions can help develop
critical thinking skills and can be the foundation for problem-based learning.
After the general topic is learned, putting it in to practical application via
scenario-based learning helps to engrain the knowledge.

Done correctly, scenario-based learning will consist of non-law enforcement
actors that follow a predetermined script, along with a grader to give feedback
on what the student did well, and areas in which they could improve. Making
these scenarios as realistic as possible is essential in preparing our peace officers
for what they will encounter on the job. As the academy progresses, the
complexity of these scenarios should increase. For example, at the beginning of
the academy, the learning topics and accompanying scenarios would focus on
property crimes with cooperative subjects. As the academy progresses, scenarios
should become more complex, such as domestic violence calls. Our current
training method fails both our peace officers and our domestic violence victims.
The first-time new peace officers encounter the complexity, emotions, and
dangers inherent in a domestic violence call is when they are in the field and
lives are truly on the line. How do we expect our peace officers to treat these
victims with the compassion and dignity they deserve when this is their first
exposure to this type of situation, and they have been told for hours during
training how dangerous these types of calls are? Being exposed to these factors
in a safe and realistic training environment, while armed with training weapons
and where the use of force may or may not be required during resolution of the



scenario, allows the trainees to make mistakes and receive any needed guidance,
including on how they interact with victims.

Over time, these scenarios should be as realistic as can happen in a training
environment, including writing reports; identifying, documenting, and collecting
evidence; verbal communication, and piecing together knowledge learned over
various courses. Realistic scenario-based learning, and the subsequent
feedback from the observer, can increase the trainee’s emotional intelligence.
While this type of training is much more resource intensive, graduates will likely
be more “street ready” than today’s trainees. This can result in less required
training time in the FTO program, due to trainers being able to focus on agency
specific items, such as radio usage, geography, agency policy, and form
completion, as opposed to trying to teach them communication skills and call
handling.

Currently, testing primarily consists of completing a written, knowledge-based
exam. However, this testing method tends to only measure “book knowledge”,
which is one small part of what a peace officer needs to be successful. While we
should not do away with the current written testing, we should add in testing of
the “soft skills”, such as verbal communication, de-escalation, and decision
making.

I recommend the Commission create national guidance on the use of
modern adult learning concepts to increase the core competencies required
for law enforcement, including critical thinking, emotional intelligence,
and decision making under stress, but using problem-based learning and
realistic scenarios, to name a few. This guidance should contain a blueprint
on how to develop and implement these types of courses, as well as
examples of possible scenarios, grading forms, actor scripts, and other
associated documents.

Along with lack of awareness around these evidence based adult learning
concepts, the main stumbling block for implementation is resources. Many
agencies, and especially law enforcement training academies, do not have the
resources to hire actors or to create realistic training environments. I
recommend the creation of a national training grant available to law
enforcement training academies to implement and deliver these training
concepts, as well as to improve and/or create training facilities. This
funding could also assist law enforcement agencies, especially the small and
rural agencies, by decreasing the cost of sending a recruit to an academy.
Additionally, any training infrastructure created at academies through this
program could be used by local law enforcement for their in-service training.
While Hogan’s Alley at the FBI Academy is the gold standard in law enforcement
training facilities, there are parts of Colorado where we have no choice but to
rent out a restaurant in order to host a training course.



While we know these concepts are effective in teaching adult learners, we do not
yet have any studies documenting the effects these training concepts have in a
law enforcement environment. It is important to scientifically validate these
training methods for law enforcement, to ensure that the results match the
expectations. And if not, we need to learn that in order to reassess our training
methods. Therefore, I recommend that the Commission direct that a
scientific based study be conducted to assess the effectiveness of these
instructional methodologies and their impact on uses of force, complaints
leveled on peace officers, internal affair investigations, retention, and
termination rates.

The basis for any academy curriculum is a job task analysis, in order to ensure
a scientific basis for the covered topics. Out of necessity, the majority of these
topics are of local concern and should be determined by a local job task analysis.
However, there are certain topics that overlap for the entire nation. I
recommend the Commission direct a national job task analysis be
completed in order to ascertain these topics of common interest for law
enforcement training academies across the nation. Once the topics of
common interest are identified, lesson plans and other instructional items can
be developed and distributed to academies and POST organizations nationwide.
This would allow for standardization of training on certain topics, such as dealing
with developmental disabilities, racial bias, and other areas of national concern.

Lastly, it is also vitally important that only qualified individuals attend the law
enforcement training academies, and work as peace officers. In Colorado, we
recently discovered, via notification by potential hiring agencies, that two
certified peace officers who were actively working for law enforcement agencies
had potentially disqualifying criminal histories. Due to the limitations of the
verbiage and interpretation on CJIS records in 28 CFR 20.3(b), Colorado POST
was unable to receive information on these prior offenses. These two peace
officers worked for over three years each, before POST became aware of their
criminal histories. This situation plays out daily across the nation, and in nearly
every state. I recommend a change a change in the verbiage of 28 CFR
20.3(b) to include the certification of peace officers as part of the definition
of Administration of criminal justice. Allowing POST organizations access to
this vital information would prevent ineligible individuals from attending a law
enforcement training academy, leaving space for only qualified individuals, as
well as ensuring only qualified individuals serve our communities as peace
officers.
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Sheriff Bradshaw, Palm Beach County - Sheriff Ric Bradshaw is a career law
enforcement professional responsible for leading the largest law enforcement
agency in Palm Beach County. Sheriff Bradshaw has a successful track
record of forty-nine (49) years in law enforcement. He rose through the ranks
of the West Palm Beach Police Department and in 1996 was appointed Chief
of Police. On January 4, 2005, Sheriff Bradshaw was sworn in as Sheriff of
Palm Beach County. Sheriff Bradshaw is the thirteenth sheriff to serve as the
county's chief law enforcement officer since the agency's origin in 1909. The
Palm Beach County Sheriff's Office has six departments - Legal Affairs, Law
Enforcement Operations, Community Operations, Corrections, Support Services, and
Administrative Services. The Palm Beach County Sheriff's Office is comprised of 4,200 employees
and approximately 5,000 volunteers. Sheriff Bradshaw has extensive knowledge and training in all
aspects of law enforcement with special emphasis on Domestic Security, Field Operations and
community based policing. His excellent inter-personal and communication skills demonstrate
competence as a leader who "gets things done," yet maintains a balance between assertiveness and
diplomacy while always remembering that his first and foremost duty is to keep citizens safe.

Sheriff Ric Bradshaw is Chairman of the Florida Sheriffs Emergency Task Force for Region 7, a
member of the Executive Board of the FBI's Joint Terrorist Task Force, Chairman of Regional
Domestic Security Task Force for Region 7, the Palm Beach County Chiefs of Police, member of
the Medicaid and Public Assistance Fraud Strike Force, Law Enforcement Planning Council,
Police Executive Research Forum, Florida Sheriff's Association and has been designated Who's
Who in Academic Excellence in America.

Sheriff Bradshaw's educational experience includes Bachelor of Science Degree-with honors in
Human Resources Management and a Master’s of Science in Administration with honors-with a
specialization in Emergency Management, he also graduated from the Administrative Officers
Course at the Southern Police Institute, University of Louisville in Louisville, Kentucky.

Sheriff Bradshaw is married to Dorothy and has four children. He enjoys hunting and golf.
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May 13, 2020

Good afternoon Commissioners and thank you for the opportunity to speak with you today on the issue
of training and retention of Law Enforcement executives. My name is Ric Bradshaw, | am the Sheriff of
Palm Beach County in Florida. | have been in Law Enforcement for 50 years, | was a Police Chief for the
largest municipal police department in the County before being elected as Sheriff in 2004. Palm Beach
County Sheriff’'s Office (PBSO) has 4300 employees and handles 1.3 million calls for service each year,
with a budget of $755 million dollars. Palm Beach County is the largest county east of the Mississippi
River in the United States, land wise, and has 1.6 million people.

Problem: The issue as | see it is that in general there is a lack of proactive police management training in
agencies around the Country. Many agencies have older experienced officers that are heading into
retirement and this will create upper level vacancies that will often be filled with officers that have little
or no formal leadership or management training (Schafer,2010). Agencies are not willing to spend the
time nor the money to develop future leaders and the organizational culture does not breed the leaders
needed to ensure the organization maintains a high level of excellence.

Discussion:

| think there is a set off questions each organization should ask themselves to determine if they are
properly addressing the issue.

1). What is the organization doing related to leadership development in terms of time, effort and
training?

2). What type of leadership development program does the organization employ?
3). How does the organization determine who is offered leadership training?

4). At what point in time in a career of an officer does leadership training begin?
5). What leadership traits are required in the organization?

6). How does the organization determine funding for leadership training?

7). Does the organization fully communicate the value of education and reward it?

| have always believed that education combined with experience is the key to professional leadership
and provides the future leader with the 360-degree view of what his responsibilities are and how to
achieve them. | also believe that the education must be formal, meaning the university setting, and
peer to peer setting such and the FBIl academy.

At the Palm Beach County Sheriff’s Office (PBSO), leadership training starts with the basic recruit coming
out of the Police Academy. In-service training containing modules dedicated to leadership are in every
training session.



The reasoning behind this it to train people how to take control of situations on the street and
effectively resolve them. The more you prepare your officers the higher level of service you provide and
safer the working conditions are created. The human capital theory states that increased performance
by individuals from investments in education improves organizational performance and efficiency
(Schultz 1961).

Education is stressed from the minute a recruit comes on board and it is communicated both in word
and policies, that the path to promotion is education. Points for education are awarded in the
promotional process, and no one will be promoted to the rank of Captain or above unless they have a
Master’s Degree. This includes the civilian positions within the organization as well. On the last
promotional exam, 60% of the people taking the exam had AA degree or higher, with 36% having a
Master’s Degree. To further enforce this concept and idea, the agency pays for an employee’s
education up to the Master’s Degree level and provides time to accomplish this task. The training
budget for PBSO is 2.2 million, a sizable investment but one that is necessary to provide quality service
and develop employees.

Identifying the future leaders in the organization is essential so the organization can nurture and provide
additional training in those individuals. Some traits associated with leaders are: (a) High energy and
stress tolerance, (b) self-confidence, (c) emotional maturity, (d) personal integrity, (e) high achievement
motivation, (f) a low need for affiliation with others,(Green& Roberts,2012).

These traits become identifiable as an officer/civilian progresses through the organization and is placed
in different assignments and or situations. Personality traits are relevant to leadership because the
challenges of leadership positions can cause the individual to rely more on actions and competencies
that they are most comfortable with during stress.

Once we have identified our future leaders we continue to make sizable investments in them by sending
them to the very best schools that we have found, some examples are: the FBl academy, the Southern
Police Institute, Police Executive Research Forum’s Senior Management Institute, and Harvard’s Senior
Executive School. All of these schools are expensive and demand time away from the job, but they are
all an excellent investment in Human Capital and without question enhance the employee’s ability to
lead.

Recommendations

(1). Be willing to ask the questions necessary to assess your organization to determine if you are
properly addressing the training needs to develop your executives.

(2). Be willing to invest in the Human Capital in your organization and realize it’s benefits not only your
employees but to the people you serve.



(3). Ensure that leadership training is continuous learning and development based on mutual
commitment between the agencies senor leaders and the junior leaders to promote competency and
relevance for tomorrows workforce.

In conclusion, it is my firm belief that if organizations adopt those recommendations that the long term
benefit is well worth the time and investment. | have seen it work in my organization and we are well
prepared to provide excellent leaders capable of moving the organization forward and maintaining a
properly trained workforce.

Thanks you again for the opportunity to speak with you today.





