
 

The Aberdeen Police Department 

Policies & Procedures Manual 

Chapter Contents  
 

Page 1 of 1 

Chapter 05 Rules of Conduct & IA (Internal Affairs) 

(Click on Section) 

Section 01  Oath of Office & Code of Ethics 

Section 02  Rules of Conduct 

Section 03  Internal Affairs & Internal Investigations 

Section 04  Internal Complaints Against Personnel 

Section 05  Public Complaints Against Officers 

Section 06  The Disciplinary Matrix 

Section 07  Administrative Hearing Board 

Section 08  Progressive Discipline 

Section 09  Grievances 

Section 10  Harassment, Discrimination, and Retaliation – Whistleblower Prohibition 

Section 11  Bias Policing 

Section 12  Social Media and Social Networking 

Section 13  Personnel Early Identification System (PEIS) 





















































mailto:iau@aberdeenmd.gov




























































 

The Aberdeen Police Department 

Policies & Procedures Manual 
 

Chapter 05 Rules of Conduct & Internal Affairs GO 23-014, 09/06/2023 

Section 08 Progressive Discipline Supersedes GO 14-111 
CALE  26.1.4, 26.1.5, 26.1.8, 26.3.7, 35.1.6, 35.1.9  

 

Page 1 of 5 

A. Policy 

1. It is the policy of this Department: 

a. To initiate positive, corrective action for improper conduct while, and at the same time, 

protect officers from unwarranted criticism for properly discharging their duties; and 

b. To resolve administrative infractions and performance issues by fairly applying the 

appropriate disciplinary or non-disciplinary action.  

B. Definitions 

1. Non-Punitive Discipline – Reminders to an employee of expected performance or behavior, 

not inflicting, involving, nor aiming at punishment. 

2. Verbal Warning – Oral reminder to an employee of expected performance or behavior, not a 

punishment, recorded by the supervisor to track improvement. 

3. Formal Written Counseling (FWC) – A form of counseling given to employees who have 

violated Department policy. 

a. FWC is the least severe form of disciplinary action, serving as a warning for violations.  

b. Further violations of the same or similar conduct may result in more severe discipline.  

c. A copy of the formal written counseling shall be placed in the officer’s personnel file. 

4. Remedial Training – Training designed to correct the behavior of officers who have failed to 

perform their duties with the skill, knowledge and/or ability expected and/or required of them 

or have otherwise demonstrated a need for additional training. 

5. Progressive Discipline -The process of using increasingly severe steps or measures when an 

employee fails to correct a problem after being given a defined, reasonable opportunity to do 

so. 

C. Duties of Supervisors 

1. To observe the conduct and appearance of officers and civilian employees under their 

supervision. 

2. To detect instances when corrective actions are necessary.  

3. To determine the most effective methods of corrective action, understanding the employee’s 

personality traits. 

4. To let employees know how they are performing by discussing their work performance, not 

only when performance evaluations are due, but on a regular basis as entries are made in the 

supervisor employee’s Blue Team notes. 

D. Authorization Levels  (26.1.5) 

1. All Supervisors are authorized to 

a. Administer documented verbal counseling; 

b. Administer a documented personnel counseling record; and 

c. Recommend and/or conduct remedial training. 

2. Lieutenants and above are authorized additionally to: 
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a. Administer emergency suspension of employees. 

b. Administer written reprimands; 

c. Investigate complaints of employee misconduct, subject to review and approval of the 

Chief of Police;  

d. Offer and impose discipline, upon review and approval of the Chief of Police; 

e. Rule complaints against officers as unfounded when a suitable investigation determines 

the complaint to be malicious, baseless, deliberately false, or frivolous. 

1) The lieutenant shall document the circumstances and forward to CID, with no 

further action taken.  

E. Verbal Counseling (26.1.4b) 

1. Supervisors shall use verbal counseling and coaching whenever possible, especially when the 

employee may not be aware of a problem or has a personal issue that is affecting his/her 

work. 

2. Supervisors shall use verbal counseling to: 

a. Help the employee correct or improve specific skills, knowledge, or behavior  

b. Get the employee back on track after inappropriate behavior or substandard work 

performance. 

c. Allow the employee to correct an issue before it becomes a serious problem 

3. Verbal Counseling Procedure 

a. Prepare specific examples, to discuss with the employee; 

b. Meet privately with the employee; 

c. Discuss the issues; 

d. Give the employee the opportunity to discuss and address the issues; 

e. Tell the employee to improve, and give examples; and 

f. Note and date the discussion in the in Blue Team to: 

1) Provide proof that the employee was notified about the issue; and 

2) Track the employee’s progress; and 

g. Notify the CID Commander about the verbal counseling in Blue Team for the PEIS. 

(35.1.9a) 

F. Personnel Counseling Record (26.1.4b) 

1. Supervisors shall advise non-probationary employees in writing, immediately, when it is 

determined that their performance is unsatisfactory.  (35.1.6) 

a. If unsatisfactory performance continues, this information should be included in the 

performance evaluation; 

b. Timely written notification of unsatisfactory performance is not immediately required 

when notification could compromise an on-going investigation.  
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2. Supervisors shall complete Form 76 – Personnel Counseling Record to discuss and correct 

job problems. 

3. Supervisors shall formally counsel employees concerning job-related matters, and to remain 

aware that circumstances other than the job itself, including family or other personal matters, 

may be having an impact on performance.  

a. Counseling takes place at the Sergeants’ level; serious matters may require counseling 

at the Division or Department level. 

b. Supervisors may utilize other employees as counselors when the other employees have 

specialized areas of experience and expertise.  

c. A variety of counseling resources are available through the Employee Assistance 

Program (EAP).  

4. A formal counseling session shall be held as soon as possible following the conclusion of an 

investigation. 

a. The session may be conducted by the person assigned as the employee's supervisor at 

the time of infraction or may be conducted by the Chief of Police or his designee with 

the employee's supervisor present. 

b. The incident shall be discussed with the employee, pointing out the deficiencies in the 

employee's actions.   

c. The employee shall be given the opportunity to state his/her views on the matter and to 

suggest corrective action to prevent future occurrences. 

d. If the employee refuses to acknowledge receipt of the form, the person conducting the 

session shall write "Refused to Sign on the employee’s signature line.   

e. The original shall be forwarded to the Sr. Administrative Specialist and a copy shall be 

given to the employee. 

f. The Supervisor shall submit a copy of the documentation to the CID Commander for 

the PEIS. (35.1.9a) 

5. Form 76 – Personnel Counseling Record Maintenance (26.1.8)   

a. The original form shall be maintained in the employee's personnel file.   

b. After three years, the employee may request that the counseling form be removed.  

G. Remedial Training  (26.1.4a) 

1. Policies and Procedures Manual Chapter 15.01 Training includes basic criteria for remedial 

training. 

2. Additional Criteria includes but not limited to the following: 

a. To improve an employee’s skill, knowledge, or behavior 

b. After verbal counselling’s have been unsuccessful 

c. When deficiency cannot be self-corrected by the employee 

d. To avoid terminating the employee for lack of skill or other compelling reasons 

3. Supervisor Procedure 
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a. Discuss the issue with the Training Coordinator 

1) Determine, with the Training Coordinator, if remedial training is a method of 

improving the employee’s performance. 

2) Identify and locate, with the Training Coordinator, the required course of training. 

b. Meet with the employee and give the employee the notice of remedial training. 

c. Direct the employee where to go for training. 

d. The fact that the employee has undergone remedial training may be mentioned in future 

documentation of unacceptable job performance in the specific area in which remedial 

training was offered.  

e. If an employee refuses or fails to attend a remedial training program after being 

required to do so, he or she will be subject to disciplinary action. 

f. Submit the notice and the results of the remedial training course to the Sr. 

Administrative Specialist for placement in the employee’s personnel file.  (w) 

H. Written Reprimand  (26.1.4c) 

1. Criteria of a written reprimand includes but is not limited to the following: 

a. Employee demonstrates a continuing pattern of behavior involving repeated mistakes, 

misconduct, transgressions, neglect of duty, or other violations of the Rules of Conduct; 

b. The employee has deliberately or flagrantly violated a law, rule, regulation, procedure, 

or standards of conduct;  

c. The employee’s conduct impairs the achievement of the Department’s mission or brings 

the Department into disrepute;  

d. The employee’s conduct represents a continuing pattern of disregard for the rules, 

regulations, and standards of conduct required of police officers; and 

e. The employee received lesser applications of disciplinary action and had failed to 

correct the employee’s conduct. 

2. Procedure 

a. A supervisor shall prepare, in writing, specific examples of the employee’s 

unsatisfactory performance or conduct and recommendations for improvement. 

b. Meet privately with the employee. 

c. Present the written notice or reprimand to the employee and read the document aloud to 

the employee. 

d. Give the employee the opportunity to discuss and address the issues. 

e. Define the actions that should be taken to improve the employee’s performance or 

conduct. 

f. Have the employee sign and date the document. 

g. If the employee refuses to acknowledge receipt of the form, the person conducting the 

session shall write "Refused to Sign" on the employee’s signature line. 
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h. Give the employee a copy of the document. 

i. Submit the written reprimand to the Sr. Administrative Specialist for placement in the 

employee’s personnel file. (26.1.8) 

j. If unsatisfactory performance continues, this information may be included in the 

performance evaluation. 

k. The Supervisor shall submit a copy of the documentation to the CID Commander for 

the PEIS. (35.1.9) 

I. Suspension (26.3.7)  

1. An officer may be relieved from duty by a supervisor.  

a. The relief from duty may be a temporary administrative action pertaining to an 

employee's physical or psychological fitness for duty or an action pending disposition 

of an internal affairs investigation. 

2. The supervisor shall notify his/her lieutenant; and the Chief of Police shall be notified 

through the chain-of-command. 

3. The officer shall surrender to the Administrative Lieutenant or designee: 

a. Department issued firearm; 

b. Badge;  

c. Aberdeen Police Department identification card; 

d. Maryland police officer certification card; and 

e. Assigned vehicle. 

4. Where an officer’s police powers are suspended for medical or psychological reasons, not 

associated with the disciplinary process, an emergency suspension review hearing is not 

required.   

a. These cases shall be promptly reviewed by the Department Physician and, when 

necessary, referred to an appropriate specialist to obtain a fitness for duty evaluation. 

5. The Chief of Police shall notify the Sr. Administrative Specialist to prepare a personnel order 

with instructions for each action: 

a. Suspension – Name of Officer, police powers suspended, and Effective Date; and 

b. Return to Duty – Name of Officer, police powers restored, and Effective Date. 

6. The officer shall not exercise police authority until those powers have been restored by the 

authority of the Chief of Police. 

7. The Sr. Administrative Assistant shall place copies of the appropriate personnel orders in the 

employee’s personnel file. (26.1.8) 
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A. Policy 

1. Grievance procedures are in place to protect the employee’s rights and promote a more 

harmonious work environment.   

2. Supervisors and employees are encouraged to talk with each other to establish and maintain 

good communication channels, eliminate misunderstandings, and promote good working 

relationships. 

3. It is a violation of City of Aberdeen and Aberdeen Police Department (APD) policies and 

procedures for an employee to go directly to the Mayor or members of Council to seek relief 

or support on any personnel-related issue. 

4. Violation of this policy and procedure will result in disciplinary action up to and including 

termination of employment. 

B. Grievance Procedure 

1. Subjects that are grievable:  (22.4.1a) 

a. Job-Related concerns; 

b. Work Atmosphere concerns; and 

c. Unjust Treatment of the employee (except for Counseling or Disciplinary actions not 

associated with citizen complaints) 

2. The employee should first discuss the problem or concern with his/her Supervisor.  (22.4.1b) 

3. The Supervisor will carefully analyze and attempt to resolve the concern within 5 days of 

receiving the complaint. (22.4.1c) 

4. If the employee is not satisfied with the Supervisor’s response, the employee may choose to 

submit the concern through a formal, documented Grievance Process. 

5. The Deputy Chief is responsible for coordination of grievance procedures and for the 

maintenance and control of grievance records. (22.4.2) 

C. Documented Grievance Process 

1. The Employee must submit a signed, written statement of the grievance (Form #37) to the 

Chief of Police through the chain of command. (22.4.1b) 

The statement shall include:  (22.4.1d) 

a. A statement of the grievance and the facts upon which it is based; 

b. Significant times, dates, and actions taken relative to the grievance; 

c. An allegation of the specific wrongful act and harm done; and 

d. A statement of the remedy or adjustment sought. 

2. The Supervisor shall: (22.4.1e) 

a. Acknowledge receipt of the written grievance by noting time, date, and initials of the 

person receiving the grievance; 

b. Forward, within one day, a copy of the written grievance, with time, date, and initials, 

to the Chief of Police through the chain of command; and  
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c. Within 5 days of receiving the written grievance: 

1) Analyze the grievance; and 

2) Prepare and submit a signed, written decision to the employee. 

3. The Employee will respond to the Supervisor, in writing, within 5 days, with a signed 

agreement or disagreement.  

a. If the employee does not respond, the Supervisor shall follow-up until there is a 

response, talk to the employee, give the employee another copy of the decision, and 

encourage the employee to respond. 

4. The Supervisor shall forward his/her written decision, within one day after receiving the 

employee’s response, and the employee’s written response to the Lieutenant.  

5. The Lieutenant shall: (22.4.1e) 

a. Forward the grievance package to the Chief of Police through the chain of command, if 

the Employee agrees with the Supervisor; 

b. Acknowledge receipt of the written grievance by noting time, date, and person 

receiving the grievance, if the Employee disagrees with the Supervisor; 

c. Forward, within one day, the written grievance and Supervisor’s decision to the Chief 

of Police through the chain of command; and  

d. Within 5 days of receiving the written grievance:  

1) Analyze the grievance and the Supervisor’s decision; and 

2) Prepare and submit a written decision to the employee. 

6. The Employee will respond to the Lieutenant, in writing, within 5 days, with agreement or 

disagreement.  

1) If the employee does not respond, the Lieutenant shall follow-up until there is a 

response, talk to the employee, give the employee another copy of the decision, 

and encourage the employee to respond. 

7. The Lieutenant will forward, within one day, the Lieutenant’s written decision and the 

employee’s written disagreement to the Deputy Chief.  

8. The Deputy Chief shall: (22.4.1e) 

a. Acknowledge receipt of the written grievance by noting time, date, and person 

receiving the grievance; 

b. Forward, within one day, the written grievance to the Chief of Police; and  

c. Within 5 days of receiving the employee’s written disagreement with previous 

decisions:  

1) Analyze the grievance and the previous decisions; and 

2) Prepare and submit a written decision to the employee. 

9. The Employee will respond to the Deputy Chief, in writing, within 5 days, with agreement or 

disagreement.  
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a. If the employee does not respond, the Deputy Chief shall follow-up until there is a 

response, talk to the employee, give the employee another copy of the decision, and 

encourage the employee to respond. 

10. The Chief of Police shall: (22.4.1e) 

a. Acknowledge receipt of the written grievance by noting time, date, and person 

receiving the grievance; and 

b. Within 5 days of receiving the employee’s written disagreement with previous 

decisions: 

1) Analyze the grievance and the previous decisions; and 

2) Prepare and submit a written decision to the employee. 

11. The Employee will respond to the Chief of Police, in writing, within 5 days, with agreement 

or disagreement. 

a. If the employee does not respond, the Chief of Police shall follow-up until there is a 

response, talk to the employee, give the employee another copy of the decision, and 

encourage the employee to respond. 

12. If the employee responds with disagreement, the Chief of Police will, within one day of 

receiving the employee’s written disagreement, submit the original written grievance with all 

written decisions to the City Manager.  

13. The City Manager will: (22.4.1e) 

a. Acknowledge receipt of the written grievance by noting time, date, and person 

receiving the grievance; and 

b. Within 30 days of receiving the employee’s written disagreement with previous 

decisions: 

1) Reject the grievance by noting rejection on the grievance and returning the 

package to the Chief of Police; or 

2) Accept the grievance; and 

a) Analyze the grievance and the previous decisions; and 

b) Prepare and submit a written decision to the Chief of Police, who will 

forward the written decision, within one day, to the employee.   

14. If the City Manager accepts the grievance, the City Manager’s decision is final. 

15. If the City Manager rejects the grievance, the decision of the Chief of Police is final. 

D. Annual Documented Analysis of Grievances  (25.1.3) 

1. The Deputy Chief shall analyze the grievances and the grievance procedure, even if there is 

an absence of reported grievances, and shall submit the analysis in a written report to the 

Chief of Police. 
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A. Policy  (26.1.3) 

1. Incidents of retaliation, sexual harassment, discrimination, and/or harassment based on age, 

ancestry, color creed, marital status, mental or physical disability, pregnancy, national origin, 

race, religious affiliation, belief or opinion, sex, sexual orientation, or any other non-merit 

factor, are prohibited.  

2. This policy shall apply in all situations where personnel interact with others, and: 

a. The employee is acting as a representative of the Aberdeen Police Department 

b. The employee is on duty or during work hours; or 

c. Where the individual’s actions or comments may be interpreted as those of this 

Department employees or the Aberdeen Police Department itself. 

3. This Department has a zero tolerance for retaliation against whistleblowers: 

a. Who make good faith complaints or disclosures of misconduct against another 

employee or volunteer; 

b. Who report discrimination, harassment, or gender bias; or 

c. Who are witnesses reporting, testifying, or supporting a complaint of discrimination, 

harassment or gender bias. 

4. Violations will result in disciplinary action as appropriate, which may include termination. 

5. This policy shall prevail in all matters of employee relations, including, but not limited to: 

a. Opportunities for employment; 

b. Promotion; 

c. Transfer; 

d. Education and Training;  

e. Supervision; 

f. Performance appraisals; 

g. Internal investigations; and 

h. The processes for discipline, demotion, and termination. 

B. Definitions 

1. Discrimination  

a. All forms of illegal prejudice; 

b. Expressions of racial/ethnic/religious insults and epithets; 

c. Gender based derogatory comments; 

d. Sexual harassment; and 

e. Retaliation against a complainant for filing a complaint of discrimination. 

2. Good Faith – The reasonable belief that an employee of the Department has purposely 

committed a violation of departmental policy, procedures, rules, or laws. 
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3. Harass - to disturb or irritate persistently.   

a. Harassment may be present in varying degrees and is generally applied or defined by 

the individual or group affected.   

b. The term “harass” is the most commonly applied term in a discriminatory manner; 

however, other terms, i.e., hound, badger, bother, pester, plague, bait, torment, etc. may 

easily be substituted.   

c. Harassment may include but is not limited to: 

1) Using words, phrases, or gestures which may be interpreted as derogatory or 

demeaning; 

2) Posting/distributing literature, bulletins, cartoons, or other written material which 

may be interpreted as derogatory or demeaning; 

3) Mimicking, imitating, or miming oral or physical characteristics considered 

stereotypical of individuals or groups of individuals which may be interpreted as 

derogatory or demeaning; 

4) Participating in and/or encouraging any retaliatory acts directed at individuals or 

groups exercising these rights against such discriminatory acts; 

5) Condoning any such activities; and 

6) Retaliating against a complainant for complaining of being harassed. 

4. Retaliation – Deliberate, purposeful actions or failures to act, directed against employees or 

volunteers that cause, or that could reasonably be expected to cause, physical harm, property 

damage, significant emotional stress, or otherwise negatively affect another person’s terms or 

conditions of employment or that could seriously impair the efficiency, safety or 

effectiveness of that person, this Department, or both. Such adverse actions may take many 

forms, including but not limited to: 

a. Giving unfair evaluations;  

b. Initiating a disciplinary action;  

c. Giving excessive punishment for a disciplinary infraction; 

d. Failing to back or assist another officer;  

e. Giving unfavorable assignments; 

f. Bullying; 

g. Making persistent offensive comments; 

h. Making threats; 

i. Intimidating; 

j. Making false accusations; 

k. Isolating;  

l. Ostracizing; or 
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m. Committing acts that malign or disparage an individual’s reputation. 

5. Serious Acts of Misconduct – Deliberate acts or failures to act that could reasonably form 

the basis for significant disciplinary action against an employee.  

a. Such disciplinary action would be reasonably likely to adversely affect that person’s 

terms or conditions of employment up to and including termination service. 

6. Sexual Harassment - unwelcome sexual advances, requests for sexual favors, or other 

verbal or physical conduct of a sexual nature when: 

a. Submission to such conduct is made either explicitly or implicitly a term or condition 

of an individual’s employment; 

b. Submission to or rejection of such conduct by an individual is used as the basis for 

employment decisions affecting such individual; or 

c. Such conduct has the purpose or effect of interfering with an individual’s work 

performance or creating an intimidating, hostile, or offensive working environment. 

d. Sexual harassment need not necessarily involve a male supervisor and a female 

subordinate.   

1) It may also apply in reverse.   

2) Pressure can be directed by a person of either sex against a person of the opposite 

or same sex or from a co-worker or a supervisor. 

e. The victim need not be the person harassed but could be anyone affected by the 

offensive conduct. 

f. The following is a partial list of the types of activities which could be considered sexual 

harassment depending on the facts and circumstances: 

1) Unwanted or offensive physical touching; 

2)  “Off color” jokes; 

3) Unwanted, unwelcome, and unsolicited propositions; 

4) Offensive language; 

5) Holding up to ridicule a member of one sex to others; 

6) The placement of sexually explicit material in the work areas, desks, etc.; 

7) Notes and other messages either signed or anonymous placed on bulletin boards, 

in lockers, in desks, etc.; 

8) The required wearing of particular types of clothing or the inference that wearing 

particular types of apparel will enhance one’s career; 

9) Attempted transfer, demotion, dismissal, etc. after refusing or resisting sexual 

advances; 

10) Requesting or ordering employees to perform tasks which are not part of their job 

specifications, such as: 

a) making coffee; 
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b) obtaining lunch; and 

c) doing personal shopping for supervisors; 

11) Demeaning comments or actions; 

12) Unwanted, unwarranted, and unsolicited advances on- or off- duty, when such 

action relates to the employee-employer relationship; and 

13)  Non-verbal suggestive or insulting noises, leers, whistles, or gestures. 

7. Whistleblower – an individual who exposes any kind of information or activity involving 

any serious acts of misconduct, violation of regulation, statute, contract or policy, or 

unethical behavior such as fraud or waste against the Department. 

a. The alleged misconduct may be a violation of a law, rule, regulation and/or a direct 

threat to public interest, such as fraud, health and safety violations, and corruption. 

C. Responsibilities 

1. Persons in authority, e.g., supervisors, commanders, etc. who have knowledge of a 

retaliation, discrimination, harassment, or sexual harassment incident/situation will initiate 

action or ensure that the appropriate actions relative to such an incident are taken. 

2. Failure to take the appropriate actions will result in disciplinary action. 

3. Victims and/or persons who have knowledge of a retaliation, discrimination, harassment, or 

sexual harassment incident/situation are encouraged to initiate the appropriate action to 

address the situation. 

D. Reporting Retaliation, Discrimination and/or Harassment Situations  (26.1.3) 

1. Employees should promptly report incidents of perceived discrimination, harassment and/or 

retaliation.  

2. The Employee shall submit a written statement of the complaint (Form #37) to the 

Supervisor, or if the alleged wrongdoer is the employee’s supervisor, to the next person in the 

chain of command. The statement should include:   

a. A statement of what took place; 

b. Significant times, dates, and actions taken; and 

c. An allegation of the wrongful act and harm done. 

E. Processing Complaints of Discrimination, Harassment and/or Retaliation 

1. The Supervisor or other person to whom the complaint is submitted shall: 

a. Acknowledge receipt of the written complaint by noting time, date, and person 

receiving the complaint; 

b. Review the reporting procedure with the aggrieved employee and the accused 

employee’s supervisors; 

c. Initiate an immediate preliminary inquiry within 10 days, or sooner if circumstances 

require more immediate action; and 
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d. If the behavior complained of constitutes retaliation, discrimination, harassment and/or 

sexual harassment or other serious misconduct, the supervisor shall forward the 

complaint to the Deputy Chief or designee, who shall: 

1) Ensure that an investigation is conducted and, if appropriate, disciplinary actions 

are taken; 

2) Ensure that the Internal Affairs investigator meets with the accused to prevent a 

potential continuing course of unwanted conduct; 

a) The Internal Affairs investigator shall: 

i. Advise the accused that if the alleged conduct/behavior is occurring, 

that it is not appropriate and must cease immediately; and 

ii. Advise the accused not to commit any retaliatory acts; 

3) Monitor personnel affected by the investigation to prevent continuation of the 

conduct in question, or retaliation for actions taken to resolve it; 

4) Maintain personal contact with the victim to alleviate fear and to ensure that 

everything possible is being done to resolve the complaint; 

5) Contact the victim at frequent intervals (no greater than 15 days) to inform of case 

progress and upon completion of the investigation its disposition; and 

6) After disposition, make follow-up contact with the victim within 60 days, to 

ensure that there has not been continuation of improper conduct, threats of 

retaliation, or retaliation. 
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A. Policy 

1. It is the policy of the Aberdeen Police Department and the responsibility of all employees: 

a. To protect the rights of all individuals regardless of race, religious belief, gender, sexual 

orientation, ethnicity, or economic status;  

b. To treat all individuals with dignity, equality, and fairness, regardless of race, religious 

belief, gender, sexual orientation, ethnicity, or economic status; and  

c. To ensure that all official actions where an individual's freedom to move about is 

hindered is based upon reasonable suspicion or probable cause. 

2. Bias Policing is prohibited.  (1.2.9a) 

a. Officers are prohibited from any biased policing in traffic contacts, field contacts, and 

in asset seizure, forfeiture efforts and all other incidents. 

3. This policy does not prevent officers from relying upon race as a part of a description where 

specific suspect is sought. 

B. Definition 

1. Biased Policing – the selection of an individual(s) for enforcement action based whole or in 

part on a trait common to a group, without actionable intelligence to support consideration of 

that trait. 

a. This includes, but is not limited to race, ethnic background, national origin, gender, 

sexual orientation/identity, religion, economic status, age, cultural group, or any other 

identifiable characteristics.   

C. Justifiable Searches & Seizures 

1. Investigative detentions, traffic stops, arrests, searches, and property seizures by officers will 

be based on a standard of reasonable suspicion or probable cause.  

2. Officers must be able to articulate specific facts and circumstances that support reasonable 

suspicion or probable cause for investigative detentions, traffic stops, arrests, nonconsensual 

searches, and property seizures. 

D. Supervisors Responsibility 

1. Supervisors shall ensure that all personnel in their command are familiar with the content of 

this policy and are operating in compliance with this policy. 

E. Corrective Action Required 

1. Violations of this policy, or portions of this policy, shall result in counseling, remedial 

training and/or disciplinary action described in Chapter 5.04 Disciplinary Procedures. 

F. Training   (1.2.9b) 

1. The Training Coordinator is responsible for ensuring that affected personnel receive: 

a. Documented Initial instruction on the prohibition against bias-based profiling; and 

b. Documented Annual training to reinforce previous training and to develop new skills to 

enhance police-citizen contacts. 
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2. The Department’s training program shall include biased policing issues and any legal 

updates. 

G. Annual Report   (1.2.9c) 

1. The Patrol Commander shall prepare for the Chief of Police a documented annual 

administrative review of agency practices including citizen concerns and any corrective 

measures taken. 

a. The review should indicate whether policy, training, equipment, or disciplinary issues 

should be addressed. 
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A. Policy 

1. This Department endorses the secure use of social media to  

a. Enhance communication, collaboration, and information exchange;  

b. Streamline processes; and  

c. Improve productivity.  

2. This policy outlines expectations of sworn and non-sworn employees pertaining to their use 

of social media and social networking and the direct effect such use has upon the reputation 

and perception of this Department. 

3. Employees should consider the possible adverse consequences of Internet postings, such as 

future employment, cross examinations in criminal cases and public as well as private 

embarrassment. 

4. Employees should be aware that privacy settings and social media sites are constantly in 

flux, and they should never assume that personal information posted on such sites is 

protected. 

5. Any online actions by a Department employee that detract from the mission of the 

Department, or reflect negatively on a sworn officer's position, will be viewed as a direct 

violation of this policy. 

B. Definitions 

1. Avatar – a computer user's representation of himself/herself or alter ego. 

2. Blog – A series of entries, either written by one person or a group of people, to an online 

journal, usually posted in chronological order, like a diary. Blogs can allow comments to 

entries or not. 

3. Blogging – to read, write, or edit a shared on-line journal. Blogging can also encompass the 

act of commenting -- and engaging with other commenters -- on any blog, including one 

operated by a third party. 

4. Comments – responses to a blog post, news article, social media entry or other social 

networking post. 

5. Commenting – the act of creating and posting a response to a blog post, news article, social 

media entry or other social networking post. Commenting can also entail the act of posting 

an original composition to an unrelated post or article. 

6. Forum – an online discussion site. 

7. Handle – the name of one's online identity that is used most frequently. It can also be the 

name of one's Twitter identity. 

8. Identity – An online identity, internet identity or internet persona that a social networking 

user establishes. This can be a real name, alias, a pseudonym or a creative description. 

9. Internet – a computer network consisting of a worldwide network of computer networks that 

use the TCP/IP network. 
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e. Voluntary or mandatory referral for professional counseling (35.1.9h); and/or 

f. Reassignment. 

D. Evaluation of the System (35.1.9e) 

1. The CID Supervisor shall write an annual evaluation on the system's effectiveness of the 

PEIS and may propose changes and improvements. 

2. The CID Commander shall submit the written Evaluation through the chain of command to 

the Chief of Police. 
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