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By Order of the Police Commissioner 

 
 
POLICY 
 
1. Accountability.  A robust and well-functioning accountability system in which officers are held 

to the highest standards of integrity is critical to the Baltimore Police Department’s (BPD’s) 
legitimacy, and a priority of the Department. A well-functioning accountability system is one in 
which BPD: openly and readily receives complaints reported by civilians and officers and fully, 
fairly, and efficiently investigates them; supports all investigative findings by the appropriate 
Standard of Proof and documents them in writing; holds accountable all officers who commit 
misconduct pursuant to a disciplinary system that is fair, consistent, and provides due process; 
and treats all individuals who participate in BPD’s internal disciplinary process — including 
complainants, officers, and witnesses — with respect and dignity.  

 
2. Limited Protection.  Members of the BPD who serve at the pleasure of the Police 

Commissioner, civilian employees, cadets, police officer trainees, and officers on probation 
(except for allegations of brutality), are not afforded certain processes outlined in this policy . 

 
 
DEFINITIONS 
 
Accelerated Disposition Program (ADP) — A mechanism to expedite the disciplinary process in 
cases where the facts are not in dispute.  The ADP Disciplinary Recommendation is non-negotiable; 
refusal to accept the ADP Disciplinary Recommendation will result in an increased Disciplinary 
Recommendation at a later date if the allegation is Sustained.  The member has seven days to accept 
or reject the ADP Disciplinary Recommendation. 
 
Administrative Hearing — A panel convened of two Command Staff members, and one member of 
equal rank to the employee under investigation, responsible for determining the Outcome of the hearing 
based on a Preponderance of the Evidence. An Outcome is reached by a majority decision. 
 
Beyond a Reasonable Doubt — Evidence that establishes that the alleged misconduct did or did not 
occur to a moral certainty.  The trier of fact must have no doubt, founded in reason, that the alleged 
misconduct did or did not occur.  This is the highest Standard of Proof.  
 
Clear and Convincing Evidence — Evidence that establishes a high probability that the alleged 
misconduct did or did not occur.  This Standard of Proof is higher than Preponderance of the Evidence, 
but lower than Beyond a Reasonable Doubt. 
 
Disciplinary Review Committee —  The Disciplinary Review Committee (DRC) is selected and 
appointed by the Police Commissioner and consists of sworn and civilian members of the BPD and 
BPD Legal Affairs Section. Its purpose is to review the factual findings of any investigation conducted 
by the Office of Professional Responsibility (OPR) and make a recommendation for discipline in 
accordance with Policy 310, Disciplinary/Failure to Appear and Traffic Matrix. 
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NOTE: All Disciplinary Recommendations from the DRC will be reviewed by the Police Commissioner, 
or his or her designee, who will either accept or amend the penalty. 

 
Of the members appointed to the DRC by the Police Commissioner, one will serve as the DRC 
Chairperson. This Chairperson may, when necessary, act unilaterally to carry out the function of 
the entire DRC, or, when exigent circumstances exist and rescheduling of the DRC’s duties will not be 
in the best interests of the BPD, may designate another member of the DRC to act in his/her place. 
The DRC Chairperson may also determine the manner in which an Investigative Casebook and/or 
investigative findings is/are reviewed.  At the discretion of the DRC Chairperson, DRC Committee 
members may review investigative materials individually and then submit a written recommendation, 
meet as a full group, or communicate via any alternative means in order to carry out the function and 
purpose of the DRC. 
 
In the event that a member of the DRC cannot perform the duties to which he/she has been 
appointed, the member must inform the Police Commissioner, in writing, of his/her inability to 
perform or continue as a member of the DRC. 
 
At the sole discretion of the Police Commissioner, or his/her designee, cases may be reviewed by an 
alternative designated Commander or DRC, when the case is of a sensitive nature or deemed to be in 
the best interest of the BPD. 
 
Exonerated —  Where the investigation determines, by a Preponderance of the Evidence, that the 
alleged conduct did occur, but did not violate BPD policies, procedures, or training.  
 
Member — An employee of the Baltimore Police Department (BPD). Includes all sworn officers and 
commanders, civilian personnel, probationary officers, trainees, and persons in appointed positions. 
 
Not Sustained —  Where the investigation is unable to determine, by a Preponderance of the 
Evidence, whether the alleged misconduct occurred.  
 
Outcome — One of four possible findings rendered by the trier of fact at the conclusion of an 
Administrative Hearing.  The possible Outcomes are Sustained, Not Sustained, Exonerated, or 
Unfounded. 
 
Preponderance of the Evidence — Evidence that establishes it was more likely than not (51% / 49%) 
that the alleged misconduct did or did not occur.  Preponderance of the Evidence is a lower Standard of 
Proof than Clear and Convincing Evidence.   
 
Standard of Proof — The level of certainty and degree of evidence necessary to establish if the 
alleged misconduct did or did not occur.  The Standard of Proof to determine if alleged misconduct did 
or did not occur is Preponderance of the Evidence. 
 
Sustained — Where the investigation determines, by a Preponderance of the Evidence, that the 
alleged misconduct did occur.  
 
Unfounded — Where the investigation determines, by Clear and Convincing Evidence that the alleged 
misconduct did not occur or did not involve the employee under investigation. 
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GENERAL 
 
1. OPR will initiate investigations in accordance with its Standard Operating Procedures (SOP), 

and/or have administrative oversight authority for all internal investigations of Level 3 uses-of-
force,  allegations of misconduct or wrongdoing, or alleged/suspected violations of BPD Policy 
by any member of the BPD, sworn or civilian.  

 
2. The Equal Opportunity and Diversity Section (EODS), Human Resources Section (HRS) shall 

investigate all alleged/suspected violations of Policy 1701, Equal Employment Opportunity and 
Diversity by any member of the BPD, sworn or civilian. 

 
3. The Chief, OPR or any Command member holding the rank of captain or above, is designated 

as the appropriate law enforcement official to bring an act (that gives rise to charges) to the 
attention of the BPD.  This notice is accomplished via direct communication to the Command 
member, the Command member being present during and having knowledge of the act, or entry 
of the act into BlueTeam or IAPro by any member of the BPD. 

 
4. BPD will ensure that disciplinary charges for Sustained allegations of misconduct are 

consistently applied, fair, and based on the nature of the allegation, the evidence, and that 
mitigating and aggravating factors are identified and consistently applied and documented. 

 
5. Where, after OPR conducts a misconduct investigation and an officer’s actions are found to 

violate policy, BPD shall ensure appropriate charges are brought and/or corrective action is 
taken. 

 
6. The Police Commissioner has the ultimate authority to issue a Final Order setting forth 

discipline that may be levied at the conclusion of a BPD Administrative Hearing. 
 
 
REQUIRED ACTION 
 
Chief, Office of Professional Responsibility 
 
1. For sworn officers, not members of the BPD who serve at the pleasure of the Police 

Commissioner, civilian employees, cadets, police officer trainees, and officers on probation 
(unless investigated for brutality), if the case appears viable for charges: 

 
 1.1. Recommend what violation(s) should be Sustained; 
 
 1.2. Refer the case to ADP, if appropriate; 
 
 1.3. Submit the Charging Document and Investigative Report to the Legal Affairs 

 Section for review for legal sufficiency; and 
 
 1.4. Submit the Investigative Casebook and Charging Document to the Office of 

 Administrative Hearings (OAH). 
 
2. For sworn probationary officers and police officer trainees, if the case appears viable for 

charges: 
 
 2.1. Recommend what violation(s) should be Sustained; 



Policy 308 GENERAL DISCIPLINARY PROCESS Page 4 of 23 

 
 

 2.2. Refer the case to ADP, if appropriate; and 
 
 2.3. Submit the Investigative Casebook and a Disciplinary Recommendation in accordance 

 with Policy 310, Disciplinary/Failure to Appear and Traffic Matrix, to the Police 
 Commissioner or his/her designee. 

 
3. For sworn appointed commanders, if the case is viable for charges: 
 
 3.1. Recommend what violation(s) should be Sustained;  
 
 3.2. Refer the case to ADP, if appropriate; 
 
 3.3. Submit the Investigative Casebook and a Disciplinary Recommendation in accordance 

 with Policy 310, Disciplinary/Failure to Appear and Traffic Matrix, to the Police 
 Commissioner or his/her designee; and 

 
 3.4. Ensure the appeal of any recommended or imposed discipline is in accordance with the 

 Baltimore Public Local Laws, if applicable. 
 
4. For sworn members, provide written notification to both the employee under investigation  and 

any complainant(s) of the final disposition of all allegations, including those that may be 
closed as “Exonerated,” “Not Sustained,” or “Unfounded.” For civilian members notification will 
only be provided to the member.  

 
5. Retain all records and completed casebooks for all internal investigations. 
 
6. Maintain a system (e.g., IAPro, BlueTeam, or similar application) capable of tracking the 

progress of OPR investigations to ensure they are conducted in a timely and efficient manner. 
 
Supervisor, Office of Administrative Hearings  
 
Upon receipt of a completed Investigative Casebook from OPR: 
 
1. Ensure it contains all necessary documentation, records, etc;   
 
2. Act as a liaison between the Legal Affairs Section, OPR, and the Police Commissioner and/or 

his/her designee for matters of discipline and Administrative Hearings; 
 
3. Administratively track the case;  
 
4. Forward the casebook to the DRC Chairperson; 
 
5. Serve the employee under investigation with the Charging Document; 
 
6. If the Disciplinary Recommendation is accepted by the employee under investigation, forward 

the Investigative Casebook to the Police Commissioner or his/her designee for approval. 
 
 6.1. Once approved by the Police Commissioner or his/her designee, contact HRS to ensure 

 the appropriate Human Resource Order (HRO) is issued for the member reflecting the 
 discipline imposed (e.g., loss of leave, transfer, demotion, etc.).  
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 6.2. Verify that the discipline has been administered and complete Form 155, Certification of 
 Completion of Disciplinary Action (See Appendix C) and forward it to HRS. 

 
7. If the Disciplinary Recommendation is rejected by the employee under investigation, or if the 

employee under investigation wishes to review the Investigative Casebook, forward a copy of 
the Investigative Casebook to the attorney representing the employee under investigation. 

 
8. Schedule Administrative Hearings when an employee under investigation rejects a Disciplinary 

Recommendation and elects to have an Administrative Hearing. 
 
 8.1. Ensure the appropriate personnel (two Command Staff members, and a member of 

 equal rank to the employee under investigation) are available to act as an Administrative 
 Hearing Board. 

 
 8.2. Designate an Administrative Hearing Board Chairperson.  
 
Chairperson, Disciplinary Review Committee 
 
1. Upon receipt of an Investigative Casebook from OAH, review the factual findings from OPR, 

along with all Sustained charges. 
 
2. Determine a Disciplinary Recommendation in accordance with Policy 310, Disciplinary/Failure 

to Appear and Traffic Matrix, so as to ensure discipline is consistent and progressive. 
 
3. Upon completion of the DRC’s review of a particular case, return the Investigative Casebook, 

Charging Document and Disciplinary Recommendation to OAH, for service upon the employee 
under investigation: 
 

Employee Under Investigation 
 
When served with a Charging Document from the OAH or OPR:  
 
1. Accept the Disciplinary Recommendation, sign and check the appropriate box on the Charging 

Document indicating your acceptance, and sign the Acceptance of Disciplinary Action, Form 
402 (See Appendix B); or 

 
2. Reject the Disciplinary Recommendation, sign and check the appropriate box on the Charging 

Document requesting an Administrative Hearing; or 
 

3. Request Legal Affairs modify the Disciplinary Recommendation.  The Legal Affairs Section may 
agree to modify the Disciplinary Recommendation to a lesser disciplinary option (settlement), or 
choose to retain the Disciplinary Recommendation originally presented to the employee under 
investigation. Upon being notified of Legal Affairs decision: 

 
 3.1. Accept the modified Disciplinary Recommendation (see 1 above), or 
 
 3.2. Reject the modified Disciplinary Recommendation (see 2 above). 
 
4. An employee under investigation may choose to review the Investigative Casebook prior to 

making a decision to accept or reject the Disciplinary Recommendation.  Submit requests in 
writing via an Administrative Report, Form 95, via official channels, to the Supervisor, OAH. 
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 4.1. The employee under investigation has 10 business days to review the contents of the 
 Investigative  Casebook and make a determination to accept or reject the Disciplinary 
 Recommendation. 

 
 4.2. If the decision is not made within 10 business days of you, or your representative’s 

 receipt of the Investigative Casebook, the DRC’s Disciplinary Recommendation will be 
 considered to have been rejected and an Administrative Hearing will be conducted on 
 the scheduled date. 

 
Chairperson, Administrative Hearing  
 
1. Hear the facts of the case as presented by the Legal Affairs Section and council representing 

the employee under investigation. 
 
2. Conduct all Administrative Hearings in accordance with the Administrative Hearings Rules of 

Procedure (see Appendix A). 
 
3. Ensure the following documents are forwarded to the OAH within seven days of the conclusion 

of a BPD Administrative Hearing: 
 
 3.1. A written summary of the Administrative Hearing’s proceedings. 
 
 3.2. A finding of fact. 
 
 3.3. A verdict sheet. 
 
 3.4. All exhibits and evidence admitted in the Administrative Hearing. 
 
Director, Human Resources Section 
 
Whenever an employee under investigation has accepted and completed a Disciplinary 
Recommendation, ensure that a copy of the related Form 155, Certification of Completion of 
Disciplinary Action (See Appendix C), is added to the member’s personnel file upon receipt. 
 
 
RESCISSION 
 
Remove and destroy/recycle General Order C-08, General Disciplinary Process, dated 26 August 2011, 
Policy 306, Command Discipline dated 10 April 2015 and General Order C-3, Departmental 
Administrative Disciplinary Process dated 1 July 1977 and all amendments. 
 
 
APPENDIX 
 
A. Administrative Hearings Rules of Procedure 
B. Acceptance of Disciplinary Action  
C. Certification of Completion of Disciplinary Action, Form 155 
D. Disciplinary Process Flow Chart 
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ASSOCIATED POLICIES 
 
Policy 302,  Rules and Regulations 
Policy 304,  Suspension Procedures 
Policy 307,  Civilian Review Board Complaint Procedures 
Policy 309, Civilian Disciplinary Process 
Policy 310,  Disciplinary/Failure to Appear and Traffic Matrix 
Policy 724,  Performance Review Board 
Policy 1701,  Equal Employment Opportunity and Diversity 
 
 
COMMUNICATION OF POLICY 
 
This policy is effective on the date listed herein.  Each employee is responsible for complying with the 
contents of this policy. 
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Appendix A 
 
Hearing Board Guidelines, pg.1 
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Appendix A 
 
Hearing Board Guidelines, pg. 2 
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Appendix A 
 
 Hearing Board Guidelines, pg. 3 
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Appendix A 
 
Hearing Board Guidelines, pg. 4 
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Appendix A 
 
Hearing Board Guidelines, pg. 5 
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Appendix A 
 
Hearing Board Guidelines, pg. 6 
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Appendix A 
 
Hearing Board Guidelines, pg. 7 
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Appendix A 
 
Hearing Board Guidelines, pg. 8 
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Appendix A 
 
Hearing Board Guidelines, pg. 9 
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Appendix A 
 
Hearing Board Guidelines, pg. 10 
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Appendix A 
 
Hearing Board Guidelines, pg. 11 
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Appendix A 
 
Hearing Board Guidelines, pg. 12 
 

 
 



Policy 308 GENERAL DISCIPLINARY PROCESS Page 20 of 23 

 
 

Appendix A 
 
Hearing Board Guidelines, pg. 13 
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Appendix B  
 
Acceptance of Disciplinary Action  
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Appendix C 
 
Certification of Completion of Disciplinary Action, Form 155 
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Appendix D 
 
Disciplinary Process Flow Chart 
 

 


