
                

Anyone who requires an auxiliary aid or service for effective communication, or a modification of policies or 
procedures to participate in a City program, service, or activity, should contact the City Manager’s Office at 
(319) 286-5080 or email a.wing@cedar-rapids.org as soon as possible but no later than 48 hours before the 
event. 

Citizen Review Board 
City Services Center   |   Greene Square Conference Room, 2nd floor   |   500 15th Avenue SW 

August 19, 2021 | 5:00 p.m. 
 

The Citizen Review Board will hold an in-person meeting on August 19, 2021 at 5:00 p.m.  
 
Any member of the public who would like to observe the meeting virtually can do so, but must pre-register at 
https://cedar-rapids.zoom.us/webinar/register/WN_NSfzN_jaQsmGWmOsdZqwYA.  
PLEASE NOTE: Registration cut-off is 2 hours prior to the meeting. Registrations submitted after the cut-off 
time will not be approved. 
 
Purpose of the Citizen Review Board: 

The purpose of the Citizen Review Board is to ensure fair and professional law enforcement that is 

constitutional, effective, and responsive to the standards, values, and needs of those to be served.   

AGENDA 

1. Call to order 
 

2. Approve July 22, 2021 meeting minutes 
 

3. Introduction to Cameron McEllhiney, National Association for Civilian Oversight of Law Enforcement 

(NACOLE) 

a. Overview of training topics offered by NACOLE 
 

4. Action Items 

a. Review, discuss edits, and adopt CRB By-Laws 
 

5. Discussion Items 

a. Review meeting and training logistics/schedule 

b. Review police datasets 

c. Review CRPD complaint procedure outlined within the ordinance 

i. Making and filing complaints 

ii. Police Department investigation of complaints 

iii. CRB Review of the Police Chief’s Report 

d. Discuss possible ways to conduct community outreach/receive public input 
 

6. Announcements 
 

7. Adjournment 

a. Next meeting date 

b. Future agenda items  

https://cedar-rapids.zoom.us/webinar/register/WN_NSfzN_jaQsmGWmOsdZqwYA


 
 

Citizen Review Board (CRB) 
City Services Center, Five Seasons Conference Room, 500 15th Ave SW 

July 22, 2021 – 5:00 p.m. 

MINUTES 

Committee Members present: Aaron Eddy, Al O’Bannon, Arthur Kim, Dedric Doolin, India Snow-Watt, 
Kelsey Culver, Lovar Davis, Monica Vallejo, Star Smith  
Staff Members present: April Wing, Greg Buelow, Police Chief Wayne Jerman, Police Officer Josh Carter, 
Police Sergeant Jennifer Roberts, Police Sergeant Laura Faircloth,  
 

The meeting was called to order at 5:00 p.m.  

 

April Wing, City staff liaison to the Citizen Review Board (CRB), Officer Josh Carter and Sergeant Jennifer 

Roberts, Police Officer liaisons to the CRB, and Chief Wayne Jerman introduced themselves the to the 

CRB. April Wing asked each of the CRB members to introduce themselves and answer three questions: 

1. What do you think the role/expectations are for the board? 

2. What is one thing you hope to accomplish this year? 

3. What legacy do you hope to leave? 

Responses to the questions included: open to see where the board chooses to go, represent the 

community, be a bridge between the community and the Cedar Rapids Police Department, foster 

relationships between the community and the Cedar Rapids Police Department, reduce the feeling of 

being pulled in two different directions, create a sense of belonging for people who feel like they don’t 

fit in, create tangible actions within a short period of time, establish a legitimate process, lay the 

groundwork for future generations, and work on difficult problems. 

Police Sergeant Laura Faircloth gave an overview of the 30-hour curriculum for the training the Citizen 

Review Board (CRB) members will be required to attend. Training topics include: 

 Structure of the police department 

 Constitutional law, Bill of Rights, state 

and local law 

 Use of force evolution and policies 

 De-escalation training 

 Mental health team 

 Force options, firearms and weapons 

systems 

 Hands-on defense tactics 

 Driving 

 Professional standards 

 

Each member of the CRB must participate in an 8-hour ride-along with a police officer before the 

training and an 8-hour ride-along with a police officer after the training. Sergeant Faircloth brought a 

ride-along sign-up sheet and waivers for members to sign.  

 

A board member inquired if the training was going to occur as one large group or in multiple small 

groups. Staff suggested holding the training as one large group so that everyone can receive the same 

information and be a part of the same conversations and discussions. It was also noted that it is a 

relationship building opportunity for the board members to attend the training together as one group.  

Members began discussions of dates and times that would work for their schedules to attend training. 

April Wing announced she would work with members individually to identify availability. It was noted 

that members will need to be flexible with their schedules in order to fit the 30-hours of training in 



 
 
 
within a relatively short period of time. The ordinance requires the training to be completed within the 

first 6 months of members being appointed and Sergeant Laura Faircloth recommended not stretching 

the training out over several months. She noted much of the training flows together and has a greater 

impact when it can be completed within a few weeks if possible. 

 

April Wing reviewed the CRB duties outlined with section 74.03 of the ordinance. 

 

The board members discussed the frequency in which they would typically meet. They decided to  meet 

monthly and make adjustments as needed. The board identified the next meeting date as August 19 at 5 

p.m. They decided to identify monthly meeting dates on a month-to-month basis at this time due to the 

complexity of members’ schedules. 

 

April Wing opened the floor for nominations for the position of CRB Chair.  Star Smith and Monica 

Vallejo were nominated for the position of CRB Chair. Star Smith received the majority of votes by a 

voice vote of eight to one. April Wing opened the floor for nominations for the position of CRB Vice 

Chair.  India Snow-Watt, Aaron Eddy, and Dedric Doolin were nominated for the position of CRB Vice 

Chair. India Snow-Watt and Aaron Eddy both received four votes and Dedric Doolin received one vote. 

Members conducted a runoff vote for India Snow-Watt and Aaron Eddy. India Snow-Watt received the 

majority of votes by a voice vote of nine to zero. 

 

CRB members reviewed and discussed edits to the draft by-laws. Edits included adding language to allow 
public comment at the discretion of the board as well as offer a virtual meeting option at the discretion 
of the board. April Wing will include the discussed edits and email to the members to review. The board 
will discuss any additional edits and potentially adopt the by-laws at the next meeting.  
 
April Wing announced the City’s annual Boards and Commissions Training will tentatively be held on 
September 21 at 11:30 at City Hall. She noted this training is mandatory for all board and commission 
members who have not attended the training before. The City Clerk’s Office will be confirming the 
training date the beginning of September.  April Wing explained the training will cover topics including 
open meetings and open records law in addition to other topics. 
 
April Wing announced NACOLE (National Association for Civilian Oversight of Law Enforcement) will 
continue to be involved as a consultant to the City throughout the first year. She also noted they will 
offer training to the board as well. Board members asked for an outline of the training. 
 
The next CRB meeting is scheduled for Thursday, August 19, 2021 at 5 p.m. Agenda items will include 
additional discussion of by-laws and possible adoption of the by-laws; review and discussion of duties 
including reviewing police data, community outreach options, and review of the CRPD complaint 
process. 
 
The meeting was adjourned by Chair Star Smith at 6:35 p.m. 
 
Respectfully submitted,  
April Wing 
City Manager’s Office 



National Association for Civilian Oversight of Law Enforcement (NACOLE)  

Training Outline 

 

Subject Description 

Introduction Overview of training 

Civilian Oversight of Law Enforcement: Its History, 
Models, and Overview of Oversight Mechanisms in the US 

This session will provide a brief overview of civilian oversight, its 
history, and the principles behind effective practices 

Conducting Civilian Oversight  
of Law Enforcement: Review of the Cedar Rapids 
Ordinance and Applicable Authorities 

This session will explore the basics of civilian oversight, how it is 
conducted and the basic elements necessary for the day-to-day 
work in the Cedar Rapids context. 

Principles for Effective 
Oversight 

This session will give an overview of the policies and procedures 
that need to be put into place to enable the agency to meet its 
goals and carry out its mandate. 

Effective Practices in the Conducting and Reviewing of 
Investigations 

This session will provide panel members knowledge of what goes 
into an investigation and effective practices in their review. 

Effective, Location-Based Community Outreach and 
Engagement 

This session will discuss methods for effectively engaging 
stakeholders in the oversight development process. 

Recommended Reporting Practices for Civilian Oversight 
Agencies 

This session will discuss what your agency should produce to sustain 
a level of transparency regarding police misconduct and the work 
being done by the agency itself. 

Minimum Training Standards for Civilian Oversight 
Practitioners and Review Panel Members 

This session will discuss not on the training necessary for effective 
oversight but the different outlets and ways in which training may 
be obtained 

Identifying and identifying  challenges and opportunities  
Discussion of local expectations and the desired outcomes of 
oversight implementation-what is the end goal? 

 



 
 

DRAFT 

City of Cedar Rapids Citizen Review Board By-Laws 

Members of the Citizen Review Board are guided by Municipal Code Chapter 74 - Citizen Review Board 

and other supporting procedures. 

Article I: Declaration of Purpose and Intent. 

Section I: Purpose  

The City of Cedar Rapids established the Cedar Rapids Citizen Review Board to be sufficiently 

independent for the following purposes: 

1. To ensure fair and professional law enforcement that is constitutional, effective, and responsive 

to the standards, values, and needs of those to be served; 

2. To ensure investigations into claims of inappropriate conduct by sworn police officers are 

conducted in a manner that is fair, thorough, and accurate; 

3. To provide review of police investigations into citizen complaints; 

4. To ensure accountability with respect to complaints of officer misconduct; 

5. To ensure public safety accountability, bolster confidence in police, increase and improve public 

cooperation, and make our community safer for everyone; 

6. To assist in identifying and analyzing trends in policing whose origins may be rooted in bias or 

other systematic phenomena, and upon discovery of these trends, to assist the City and Cedar 

Rapids Police Department (hereinafter referred to as the “CRPD”) in developing solutions to 

ensure the fair and equitable treatment of citizens; 

7. To increase citizens’ understanding of law enforcement policies, procedures, and operations 

through additional transparency created through the complaint and investigations review 

process; and 

8. To create an additional conduit for communication between the CRPD and the Cedar Rapids 

community through outreach to community and law enforcement. 
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Section II: Intent 

The Cedar Rapids City Council intends that: 

1. Internal accountability within the CRPD is a valid public purpose, and the CRPD should perform 

its own investigations into claims of inappropriate police conduct. 

2. If a complaint is asserted against the Cedar Rapids Chief of Police the City Manager will 

investigate the claim and report to the CRB as the Chief would pursuant to Chapter 74, and to 

the City Council.  

3. Findings of the CRB are intended to be used only as provided pursuant to Chapter 74.  

4. The CRB may only review complaints about the conduct of police officers. The CRB is not 

intended to be a court of law, a tort claim process or other litigation process. No action of the 

CRB may be deemed to diminish or limit the right of any person to file a claim or a lawsuit 

against the city; 

5. The CRB shall not interfere with or diminish the legal rights of sworn police officers, including 

those rights protected under the civil service laws, or any other state or federal law. Similarly, 

the CRB will respect the rights of privacy and freedom from defamation shared by complainants 

and witnesses, as well as those same rights enjoyed by police officers under the law; and 

6. Complaints will be investigated in a fair, thorough, and accurate manner. Investigations will 

follow procedures outlined in the CRPD’s Department Directives, as well as applicable state and 

federal law. 

Article II. Board Structure and Training Requirements 

Section I: Membership 

CRB will consist of nine (9) voting members appointed by the Mayor with input from and the approval of 

the City Council. Members of the CRB will serve without compensation, and be chosen to broadly 

represent the diversity of the City by way of, including but not limited to, cultural, gender, and 

geographic diversity. 

1. Voting members will be selected in conformance with the following: 
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a. The overall membership of the CRB will include a minimum of five (5) voting members 

who identify as people of color. 

b. The Mayor shall appoint members of the CRB, with advice and consent from the City 

Council, according to the following, some combination of which will also conform to the 

composition standard in section 74.02(A)(1)(a): 

i. Three (3) voting members will be selected from applications submitted by the 

general public; 

ii. One (1) voting member will be an attorney licensed to practice law in the state 

of Iowa, although this member may not serve as legal counsel for the CRB; 

iii. Three (3) voting members will be selected from applications submitted by 

individuals who are employed by, or active volunteers in a group with a 

designation pursuant to Iowa Code Section 501(c)(3) (2020) , and that is focused 

on advocacy of, and racial justice for, underrepresented citizens of Cedar 

Rapids, with a limit of one (1) member per organization; and 

iv. Two (2) voting members will be appointed by the Mayor from nominees who 

are employed by, or are active volunteers in a service provider or company that 

works with underrepresented segments of the population in the areas of mental 

health, physical health, homelessness, food insecurity, or similar social issues. 

2. Refer to C.R.M.C. 74.02 (2) for additional minimum qualifications for voting members of the 

CRB.  

Section II: Police Officer Liaisons to the Board 

1. Two (2) police officers will be appointed to serve by the Chief as liaisons to the CRB, ensuring at 

least one (1) of the officers will be available to attend all meetings with only one (1) officer in 

attendance in closed sessions, at the discretion of the CRB to serve as a resource. Police officer 

liaisons will serve as a technical resource and subject matter experts at the discretion of the CRB 

and serve as a communication conduit between the CRPD and the CRB. The police officers 

appointed by the Chief shall serve a two-year term ending on June 30 in even-numbered years. 

Refer to C.R.M.C. 74.02(3)(C) for a complete list of qualifications.  
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Section III: Terms of Membership 

1. The term of office of each member of the CRB will be 3 years. A member chosen to fill a vacancy 

otherwise than by expiration of a term will be appointed for the unexpired term of the member 

whom the new member is to succeed. A member is eligible for reappointment, but may not 

serve more than 2 consecutive 3-year terms.  

2. Members who miss 3 consecutive meetings or 4 meetings within 12 months will be considered 

to have resigned and a vacancy created. 

3. If a member is unable to complete that member’s term for any reason, or is unable to complete 

the required training established in 74.02(B) of the ordinance outlined below in Section VII, the 

Mayor shall appoint, with input from and the approval of the City Council, a new member to 

complete the term. Such new member may then be eligible to be reappointed for no more than 

one (1) additional full consecutive term, if the member has served eighteen (18) months or 

more of the original term, and no more than two (2) additional full consecutive terms, if the 

member has served less than eighteen (18) months of the original term. 

Section IV: Offices, Duties, and Terms of Office 

1. The CRB will annually elect a Chairperson and a Vice-Chairperson from among its members.  

2. The Chairperson and Vice-Chairperson may serve for no more than 2 consecutive 12-month 

periods.  

3. The election of officers will be held at the first regularly scheduled meeting after the first of the 

year. 

4. The Chair shall preside at all meetings, call meetings, assign duties to members, appoint 

subcommittees, establish the agenda for meetings in consultation with staff, and act as a liaison 

to the City Council. 

5. The Vice Chair shall, during the absence of the Chair, have and exercise all of the duties and 

powers of the Chair. 

6. In the event of a vacancy in the office of Chair, the Vice Chair shall automatically assume the 

office of Chair for the remainder of the unexpired term. In the event that a vacancy in the 

office of Vice Chair, a new Vice Chair shall be elected at the next meeting of the Citizen Review 

Board to serve the remainder of the unexpired term. 
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7. In the event that all officers expect to be absent from a Citizen Review Board meeting, the 

Chair shall appoint another member to serve as Chair pro tern. In the event no Chair pro tern 

was appointed, the members present shall elect one of their attending members to chair the 

meeting. 

Section V: Subcommittees and Task Forces 

1. The CRB may create subcommittees to perform specific tasks in furtherance of the duties 

assigned by the City Council or as necessary to address administrative and procedural 

matters. Members of the subcommittees shall be current members of the CRB and be 

appointed by the Chair. 

2. At the request of the City Council,  the Chair shall appoint CRB members to serve on joint 

task forces with representatives of other organizations. 

3. Committees and subcommittees are not authorized to speak for the Board on any policy matters 

or on matters beyond the scope of the specified subjects assigned to the committee or 

subcommittee. Upon the completion of an assigned task, the committee or subcommittee shall 

report to the Board. 

4. Statements regarding the committee or sub-committee issued for the information of the public 

shall be issued through the Board. 

Section VI: Meetings 

1. Meetings shall be scheduled as necessary to accomplish the tasks assigned to the CRB by 

these bylaws. Special meetings may be called by the Chair or the City of Cedar Rapids. 

2. An agenda shall be prepared for each meeting by the staff. At the conclusion of each 

meeting, the Chair shall entertain suggestions from the membership for the next meeting’s 

agenda. 

3. A majority of the CRB members shall constitute a quorum for the transaction of business. 

Vacant positions shall not be counted in determining the quorum requirement. Affirmative 

votes by a majority of the members present and voting at any meeting at which a quorum exists 

shall be necessary to adopt any measure. 

4. Minutes shall be kept of all meetings. 

5. Public comment shall be allowed at the discretion of the board. 
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6. A virtual meeting option shall be offered at the discretion of the board. 

Section VII: Training Requirements for Board Members 

As a requirement for service, before they may be eligible for appointment, voting members of the CRB 

must agree to complete the following training: 

1. Complete a training course that is a minimum of, but not limited to, thirty (30) hours with a 

curriculum as determined by the Chief to be completed within six (6) months of appointment; 

2. In addition, each voting member must receive an additional ten (10) hours of training per year 

with a curriculum as determined by the Chief; and 

3. Each voting member must accompany an on-duty police officer employed by the CRPD for a 

minimum of sixteen (16) hours per year and for a minimum of four (4) hours per occasion. 

 

Article III. General Powers and Duties. 

Section 1: Powers and Duties 

The CRB will have the following powers and duties to: 

1. Require, receive and review quarterly reports from the Chief, including data such as traffic stops 

and arrests with breakdowns of the attending demographic information by race and ethnicity; 

2. Review police data to identify areas for improvement and create a baseline for each area and 

keep track of progress; 

3. Appoint a member of the CRB to serve on any Police Chief Candidate selection committee, and 

appoint additional members of the CRB, as needed, to provide 20% representation on the 

committee; 

4. Oversee a monitoring system for tracking of complaints lodged against sworn police officers 

with either the CRB, the CRPD, or the City Clerk to give the City Council sufficient information to 

assess the overall performance of the CRPD in these matters and to assess the performance of 

the CRB in the fulfillment of its duties; 



 
 

DRAFT 
5. Develop, implement, and from time to time amend as necessary, a program of community 

outreach aimed at soliciting public input from the broadest segment of the community in terms 

of geography, culture, ethnicity, and socio-economics. The CRB will report its community 

outreach efforts to the City Council on an annual basis. As a part of this program, the CRB must 

hold at least one community forum each year for the purpose of hearing views on the policies, 

practices, and procedures of the CRPD, review police practices, procedures, and written policies 

as those practices and procedures relate to the CRPD’s performance as a whole, and report its 

recommendations, if any, to the City Council, City Manager and Police Chief; and 

6. Engage in a long-term planning process through which it identifies major problems or trends, 

evaluates the efficacy of existing law enforcement practices in dealing with the same, and 

establishes a program of resulting policy suggestions and studies each year. The CRB will review 

and analyze policy, analysis studies, and trend data collected or developed by the CRPD, and by 

majority vote, recommend policies relating to training programs and procedures or other 

matters related to the CRPD. The CRB’s policy recommendations will be submitted to the Chief 

and to the City Council. The Chief will respond in writing within 45 days to any such policy 

recommendations by the CRB, and indicate whether they will be followed through Department 

Directives or should be adopted as policy by the City Council or explain any reasons why such 

policy recommendations will not be followed or should not be adopted. 

Refer to C.R.M.C. 74.04 and CRB procedures for guidance on citizen complaints of alleged police 

misconduct.    

Section 2: Expectations 

Board members shall adhere to the following expectations: 

1. Attendance. Members shall make every effort to attend, whether in person or virtually, all 

meetings of the Board and meetings of Board committees on which they serve.  

2. Participation. Members shall review all materials provided at or in advance of meetings of the 

Board and its committees. Each member shall sufficiently familiarize themselves with the 

business of the Board in order to facilitate active and effective participation in the deliberations 

of the Board and of each subcommittee on which they serve. 
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3. Commitment. Members shall demonstrate an interest in the purposes and activities of the 

Board and must be willing to donate their time and support in furtherance of the Board and its 

purposes and activities.  

4. Responsiveness. Members shall respond to requests for information or input in a timely 

manner. 

5. Training. Members shall complete their required training outlined within Chapter 74. 

6. Conflicts of Interest. The Board members are subject to Article VI of the Home Rule Charter, 

Section 6.01- Conflicts of Interest. If a member has an actual or potential conflict of interest, the 

member shall promptly inform the Chair of the Board (or, if the Chairperson of the Board has 

the conflict, then the Vice-Chair). Members shall recuse themselves from any discussion or 

decision by the Board or a Board committee that involves or affects their personal, business, or 

professional interests. 

7. Confidentiality. Closed session proceedings and deliberations of the Board are confidential. All 

discussions, correspondence, and minutes/records of closed sessions are deemed confidential 

documents and will not be released to the public. Each member shall maintain the 

confidentiality of information received in connection with their service as a member in 

accordance with the provisions of Iowa Code Section 21.5 – Closed session. 

Article IV. Amendments 

These Bylaws may be amended at any meeting of the Board by vote as set forth in Article 2, Section 6, 

provided that written notice of such amendments shall have been given at least five days prior to such 

meeting and the amendments are not inconsistent with the City Charter, Cedar Rapids Municipal Code, 

Iowa State Code, or other governing law. 
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POLICY/PURPOSE:   

The purpose of this directive is to establish guidelines and procedures for receiving, reporting, 
investigating, and adjudicating allegations of department employee misconduct.  

  

It is essential that the entire community have confidence in the administration that supervises the 
exercise of police authority. This requires procedures for adequate and expedient processing of all 
complaints against department employees including anonymous complaints. [26.2.1] 

  

The Chief of Police is charged with the responsibility and has the authority to maintain discipline within 
the department. Accordingly, he must ensure that internal investigations are conducted according to the 
fundamental principles of fairness, and that department employees are afforded all of their rights. The 
Chief’s office will be responsible for maintaining the records of all complaints, both minor and major in 
nature and assure that the files and records are secure. [26.2.2] 

  

All employees will comply with department rules, regulations, directives, and orders. All employees will be 
held strictly accountable for properly exercising the authority they have been given to protect the rights, 
lives, and property of all individuals. At the same time, department employees must be protected against 
false allegations of misconduct. This can only be accomplished through a consistently thorough 
investigative process. Prompt, thorough investigations will be conducted into all complaints to establish 
facts that can absolve the innocent and identify the guilty. 

 

DEFINITION:   

Complaint – A complaint is defined as any alleged misconduct made against an employee, whether it 
involves a violation of policy, procedure, code of ethics, state or federal law, or other recognized standard 
of conduct.   

 

Complaint Source – Complaints will be accepted from any source.  A complaint may be received by the 
department in person, by telephone, by e-mail, by letter or anonymously.  No employee shall attempt to 
discourage, interfere, influence or delay an individual from making a complaint. 

 

Coaching – A form documenting a verbal correction given for minor policy violations.  The form will be 
placed in the employee’s disciplinary file.  This is not punitive in nature. [26.1.4b] 

 Refer to the Disciplinary System directive 

 

Disciplinary Action – A complaint which could result in the termination, demotion, suspension or receipt of 
a written reprimand by the affected employee (See Disciplinary System directive for further details). 
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Informal Inquiry – means a meeting by supervisory personnel to interview an officer who is the subject of 
an allegation, for the purpose of resolving the allegation.  An Informal Inquiry is further defined as a minor 
incident that would most likely not result in disciplinary action being taken. 

 

Interview- means the questioning of an officer who is the subject of a complaint if such complaint may be 
the basis for seeking the termination, demotion, suspension or receipt of written reprimand of an officer.  
Interview does not include questioning as part of an informal inquiry or questioning related to minor 
infractions that may result in coaching.  

 

Line Investigation - An investigation referred to the division commander for assignment to the affected 
employee’s supervisor.  

 

Internal Investigation - A formal administrative investigation assigned to Professional Standards for 
investigation of serious allegations of misconduct (i.e. allegations of corruption, brutality, misuse of force, 
breach of civil rights and criminal misconduct). [26.3.1b] 

 
DOCUMENTING AND ACCEPTING COMPLAINTS:  [82.2.2b] 

All Cedar Rapids Police Department (CRPD) employees will be required to accept and forward to a 
supervisor any complaint that comes to their attention.  

 

An attempt should be made to refer all complaining persons and related correspondence to a command 
officer or the supervisor of the named employee. If the complainant will not talk to anyone else the 
receiving employee will complete a complaint form. 

 

All complaints should be submitted in writing on the Personnel Complaint Report (CRPD Form #333). If 
the complaining party refuses to reduce their complaint to writing, the receiving employee or supervisor 
will document the allegation on a complaint form. The written complaint will be forwarded to the Chief’s 
Office. [26.3.2] 

 

Improper or illegal acts which are observed or learned of internally will be documented on a complaint 
form. 

 

COMPLAINTS MADE BY JUVENILES: [82.2.2b] 
If a juvenile would indicate they want to make a complaint against an officer, officers shall take the 
complaint in the same manner as if it was filed by an adult.    Once a complaint is taken, an attempt must 
be made to notify the juvenile’s parent or guardian concerning the complaint and the circumstances 
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involved.  In most circumstances, this notification should be completed by the commander investigating 
the complaint and should be documented in the final report.  Standard investigative procedures will take 
place. 
 
MISCONDUCT NOT BASED UPON A COMPLAINT:   

If someone calls, writes, or personally appears to “let us know” that an employee did or said something of 
a non-serious or inconsequential nature, and the person does not want to be re-contacted, it will be 
considered an item of concern and can be handled as an “informal inquiry” outside of this process. 

 
COMPLAINT CONFIDENTIALITY 
When a complaint is made, it shall be treated as confidential. Information about the complaint SHALL 
NOT BE DISSEMINATED TO OTHER EMPLOYEES, including the accused employee. Once a complaint 
has been processed, it shall be the assigned investigator who determines the appropriate timing of 
notification of the accused employee. No other employee shall make this notification. 
  
*Complaints and internal investigations are part of an employee’s personnel record and confidential by 
law (State Code of Iowa 22.7(11(5)), therefore complaints and investigation shall not be discussed or 
shared with anyone.  
 

AFTER RECEIPT OF A COMPLAINT:   

All written complaints shall go directly to the Chief of Police. It shall be the Chief of Police who determines 
whether an investigation is called for and what type of investigation will be conducted. No complaint shall 
be considered complete until final disposition is approved by the Chief of Police. [26.3.1a] 

 

After reviewing a complaint, the Chief of Police will make a determination whether a line or internal 
investigation will be done.  

 

Prior to any formal disciplinary action being taken, all written complaints will be forwarded to the Chief of 
Police for distribution and/or for final disposition. 

 

ASSIGNMENT OF COMPLAINT TRACKING NUMBERS:  
Once a complaint is made and an investigation is assigned, a case number will also be assigned by the 
Professional Standards Division.  
 
Allegations that are major violations of policy and procedures shall be investigated by the Professional 
Standards Division. All investigations assigned to the Professional Standards Division shall be assigned a 
Professional Standards case number i.e. PS2016-01. 
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Complaints that are assigned to a Line Investigation shall be assigned to a Lieutenant or above for 
investigation.  Complaints assigned to a Line Investigation shall be assigned a LI designation case 
number i.e. LI2016-01. 
 
Line Investigations are administrative investigations assigned to the affected employees supervisor for 
investigation. Should a Line Investigation reveal serious policy violations, criminal violations or if 
assistance is needed, the Professional Standards will be contacted for guidance. 
 
COMPLAINT ACKNOWLEDGEMENT NOTIFICATION: [26.3.4a]   

All complaints require contacting the complainant. 

   

Once a determination is made as to the type of investigation to be conducted, the investigating officer will 
send a letter and/or make a documented phone call to the complainant verifying receipt of the complaint, 
the investigative process, the expected time-line for completion, and the assurance that they will be 
contacted as to the results upon conclusion of the investigation.  

 

NOTIFICATION TO THE EMPLOYEE(S) UNDER INVESTIGATION:   

All employees who are being investigated for a line or internal investigation will be notified in person and 
in writing of the allegations prior to an interview.  The written notice shall be provided in a timely manner 
but shall not impede an investigation.     

 

All employees who are subjects of a complaint which may result in disciplinary action will be advised of 
their administrative rights.  See Employees Rights and Responsibilities Pertaining to Administrative 
Investigations form (CRPD # 738). [26.3.5] 

 Employee’s responsibilities: 

o The employee may be ordered to appear before the Investigator(s) at a reasonable time 
and place for questioning. 

o The employee may be ordered to provide a written account of his/her actions regarding 
the investigation and fully cooperate with the Investigators. 

o Refusal to answer questions may subject the employee to administrative discipline, up to 
and including termination. 

o The employee must be forthcoming, truthful, and complete in their responses. 

  

 Investigator’s responsibilities 

o An interview of the officer who is subject of a complaint which may result in disciplinary 
action shall be audio recorded.    
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o Should an employee be questioned regarding a criminal investigation, normal criminal 

investigative questioning procedures shall be in effect such as Miranda warning if the 
employee is the focus of a criminal investigation.  When and if Miranda is given to a 
department employee shall be up to the discretion of the criminal Investigators. 

o The employee will be notified in writing of the results of the investigation and the final 
determination finding. 

 

ADMINISTRATIVE LEAVE OF ABSENCE: [22.1.2a; 26.3.7]  

Any command or supervisor has the authority to impose a fully paid administrative leave of absence upon 
a subordinate when it appears that an employee is physically or emotionally unable to discharge their 
duties or when the employee has committed a violation necessitating immediate suspension pending the 
outcome of an investigation, if applicable. An emergency administrative leave of absence shall last until 
the next regular work day of the Chief of Police. The involved commander may require the subordinate to 
relinquish his/her badge, firearm(s), and other official police credentials. The commander will contact the 
respective Division Captain and/or his/her designee reference the administrative leave of absence as 
soon as possible.  

 

The commander or supervisor imposing such a suspension shall submit a written report to the Chief of 
Police via the chain of command as to the incident and action taken prior to the Division Captain reporting 
for work. 

 

A member receiving an administrative leave of absence shall be required to report to the Chief’s Office on 
the next business day at 0900 hours unless otherwise directed by a commander.  

  

INTERNAL AFFAIRS FUNCTION:   

The Chief of Police shall designate a person to act on his or her behalf who is responsible for the 
administration of the department's internal affair functions. Due to the sensitivity and impact of internal 
affairs matters, it is imperative that the Chief of Police receive all pertinent information directly. During 
internal affairs investigations, the Chief’s Professional Standards Investigator has the authority to report 
directly to the Chief of Police. [26.2.3] 

 

A position backup has been established in case the Professional Standards Investigator is not capable to 
conduct an investigation.  During line investigations, the appropriate Division Captain has the authority to 
report directly to the Chief of Police. The Chief of Police may establish a special internal affairs unit as a 
part of Professional Standards to perform internal duties. These functions include: 
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 Supervising and controlling the investigation of all complaints against department employees. 

Receiving, documenting, and maintaining files on all information pertaining to all complaints 
against employees (these files will be maintained in a secure area).  

 When mandated, maintaining the confidentiality of all internal affairs investigations and records. 

 
ASSIGNING THE COMPLAINT FOR FOLLOW-UP/INVESTIGATION:   

Once referred back to the appropriate division by the Chief of Police, line investigations will generally be 
assigned by the Division Captain back to the supervisor of the employee(s) of whom the complaint is 
directed for follow-up action and reporting. 

  

 Internal investigations will be assigned to Professional Standards for follow-up assignment and 
reporting. 

 The investigator(s) assigned to investigate a complaint against a department member will: 

o Contact all complainants and witnesses as soon as possible, attempting to ensure that 
complainants and witnesses are not unduly inconvenienced.  

o If attempts to contact a complainant and/or witness is unsuccessful, all attempts to 
contact the person, and the means of communication used (telephone, correspondence, 
personal visit) shall be documented in the final report of the investigation.  

o The assigned Investigator should conduct as complete an investigation as possible using 
all proper investigative procedures appropriate for his/her investigation. 

o When interviewing the accused employee regarding an allegation of misconduct, the 
assigned interviewer must remain aware of the accused employee's rights, as defined by 
administrative rule and by law (See “Peace Officers Bill Of Rights”).  

 

 Whenever an employee is subjected to an interview within the scope of this section, the interview 
shall be conducted with the following considerations:  

o The interview shall take place at the police facility. 

o All interviews shall be conducted at a reasonable time of day. Whenever the nature of 
the alleged incident and the work schedule allows, the interview shall be conducted 
when the affected member is normally scheduled to work. If an interview is conducted 
while an employee is off duty, the employee shall be compensated as provided by law, 
or as provided in the applicable collective bargaining agreement. 

o The employee under investigation shall be informed of the name of the officer in charge 
of the investigation, the interviewer, and all witnesses to be present during any 
interviews except at a public administrative proceeding. 

o Interview sessions shall be of reasonable duration and shall allow the employee 
interviewed reasonable periods of rest and for personal necessities. 
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o The employee being interviewed shall not be subjected to professional or personal 

abuse, including offensive language. 

o An officer shall have the right to have legal counsel present, at the officer’s expense, 
during the interview of the officer.  

o The officer shall have the right, at the officer’s expense, to have a union representative 
present, or if not a member of a union, the officer shall have the right to have a 
representative present.  NLRB v. J. Weingarten Inc. 

o An officer under investigation will be informed of the nature of the investigation before 
any interrogation begins, and he or she will be informed of the names of all 
complainants.  

o An officer who is the subject of a complaint, shall at a minimum, be provided a written 
summary of the complaint prior to an interview.  

o An officer may voluntarily waive the provisions of this paragraph and provide a voluntary 
statement at any time.  

o If the complaint alleges domestic abuse, sexual abuse, or sexual harassment, the officer 
shall not receive more than a written summary of the complaint pursuant to the Code of 
Iowa. 

 

 If the interview is to be recorded, all parties will be advised. 

 

 During the investigation, a polygraph examination will not be administered, cause to be 
administered, threaten to be administered, or attempt to be administered to any employee. 
[26.3.6f] 

 

 The Chief of Police may require an employee to submit to any of the following tests or 
disclosures when the test or disclosure is needed to prove or disprove the complaint related to a 
formal internal investigation regarding the employee. Failure to follow a direct order of this nature 
may result in a separate disciplinary action against the employee. Should one (1) or more of 
these tests be ordered, the scope and purpose will narrowly relate to the internal investigation 
being conducted. 

o Medical or laboratory examination including chemical tests. [26.3.6a] 

o Photographs of the employee. [26.3.6b] 

o Audio or video recordings. [26.3.6c] 

o Participation in a line-up. [26.3.6d] 

o Financial disclosure statements by the employee. [26.3.6e] 

 



CEDAR RAPIDS POLICE DEPARTMENT 
Cedar Rapids, Iowa 

APPLIES TO: 
 

Department                

 Page 8 of 15 

POLICY TITLE: Complaint Procedure STANDARD/REF #: 

22.1.2a; 22.4.1; 22.4.2; 
22.4.3; 26.1.5; 26.1.6; 26.2.1;  
26.2.2; 26.2.3; 26.3.1; 26.3.2; 
26.3.3; 26.3.4; 26.3.5; 26.3.6; 
26.3.7; 26.3.8; 82.2.2b 

APPROVED BY: Wayne Jerman, Chief REVIEWED DATE: 6/15/2020 

REQUIRED REVIEWERS: Professional Standards REVISED DATE: 6/15/2020 

 
 The rights of employees in disciplinary procedures set forth by this section shall not diminish the 

employee's rights guaranteed to all citizens by the Constitution and laws of the United States and 
of the State of Iowa.  

 During the investigation into the alleged misconduct, the investigator will ensure that his/her 
conduct and that of anyone under his command will be of the highest standards. At no time will 
the rights, either civil or administrative, of the accused or any citizen be violated. 

 No employee shall be made to suffer a discharge, demotion, transfer, or reassignment, nor be 
threatened with the same, solely for exercising the rights granted in this section.  

 Should the investigator uncover information of possible criminal activity, he/she shall immediately 
advise the Chief of Police. If a department employee is alleged to have been involved in any 
criminal activity, the Chief of Police or designee may contact the appropriate prosecuting 
attorney's office. This contact may be for notification and/or legal advice, or assistance in case 
preparation. 

o The Chief of Police may also contact the appropriate criminal justice agency for 
assistance in investigating a criminal allegation against an employee of the department. 

o Should allegations or information include both criminal and administrative violations, the 
Chief of Police may order separate investigations by different investigators or agencies. 

  

SEARCHES 
An employee’s personal property will not be subject to search or seizure without probable cause, a 
search warrant and under conditions permitted by law. Department property, such as vehicles, work 
areas, stations or lockers, voicemail, computers, cell phones, pagers and/or any digital device(s) as well 
as server logs of computer and Internet usage, may be searched administratively without consent, even if 
assigned to or used exclusively by a single member. 
 

Searches will be conducted professionally and, whenever practical, in the employee’s presence.  A 
second commander should also be present during any search.   
 
TIME LIMITS: [26.3.3, 26.3.4b]   

It shall be the responsibility of the Division Captain for line investigations and Professional Standards for 
internal investigations, to track the status of each investigation and ensure that it is proceeding as quickly 
as possible to avoid undue delay. Every effort shall be made to complete investigations within 60 days of 
receipt. If this is not possible, the following will be notified of the extension: 

 Chief of Police 

 officer(s) involved; and 

 the complainant 
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REPORTING THE INVESTIGATIVE FINDINGS AND A DISPOSITION (FORM, FORMAT AND FILING):   

Upon completion of a line or internal investigation, the investigating commander will forward a 
comprehensive written summary of the investigative findings to the respective Division Captain. The 
memo shall include a summary of the incident describing the allegation of misconduct, the associated 
policy and legal issues, a summary describing the facts of the case revealed by the investigation, and the 
final determination of the investigation with one (1) of six (6) possible findings: 

  

 Exonerated - The officer acted properly;  

 Unfounded - The incident in question did not occur as stated by the complainant;              

 Unsubstantiated - There is insufficient evidence to prove or disprove the complaint; and  

 Sustained - The act did occur as alleged by the complainant, 

 Commended – The officer acted properly and should be commended in the handling of the 
situation 

 Policy failure - The officer acted within established policy, but policy needs to be changed. 

  

The Division Captain will then forward the Investigative Summary and a separate memo with a 
recommendation on any applicable disciplinary and corrective action to the Chief of Police. In cases 
where the Division Captain believes that additional training would deter future infractions, the Division 
Captain may recommend to the Chief of Police that the subordinate receive remedial training. [26.1.5] 

  

In cases where the Division Captain believes that counseling would deter future infractions, the Division 
Captain may recommend to the Chief of Police that the subordinate receives appropriate counseling.  

  

The investigative file will also include the statements of all persons interviewed pursuant to this 
investigation as well as other relevant documents.  

 

DISPOSITION PANELS:   

In some situations, a Disposition Panel may be ordered at the discretion of the Chief of Police.  It will be 
comprised of departmental command level officers, with the rank of Sergeant or higher, and selected by 
the Chief of Police. In a complaint that involves a non-sworn member, non-sworn supervisors (not in the 
accused person’s immediate chain of command) may serve as members of the panel. 

 

The panel will consist of three (3) members, determined by the Chief of Police. No member of the 
accused officer’s chain of command shall be on the panel. One (1) person will be selected as chairperson 
by the panel. 
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The panel will be open only to the chosen panel members. 

 

The panel will review the investigative file to determine sufficiency of evidence supporting the allegation 
against the employee. If the panel feels further investigation is required, the file will be returned to 
Professional Standards with documented reasons. 

 
INVESTIGATIVE REVIEW:   

Review of Professional Standards case files received by the disposition panel will include, but not limited 
to the following: 

 Examine reports, documents, photographs, and evidence; 

 Review formal statements and other information of record; and 

 Review investigator’s summary sheet and final finding of fact. 

 

Panel members will discuss cases as necessary to render a recommended disposition. Professional 
Standards personnel, who conducted the investigation, will be made available at any step in the process 
to discuss the investigation with panel members. 

 

The disposition panel will make a disposition, based on a majority vote of the panel, by classification of 
each allegation in accordance with the findings below: 

 Exonerated - The officer acted properly;  

 Unfounded - The incident in question did not occur as stated by the complainant;              

 Unsubstantiated - There is insufficient evidence to prove or disprove the complaint; and  

 Sustained - The act did occur as alleged by the complainant, 

 Commended – The officer acted properly and should be commended in the handling of the 
situation 

 Policy failure - The officer acted within established policy, but policy needs to be changed. 

  

The panel chairperson will ensure that the findings of the panel are documented in writing. Each 
allegation enumerated in the Professional Standards Investigation Summary will be listed, and the 
corresponding incident violation cited. For each allegation/violation, there will be a disposition based on 
the findings of the investigation. If multiple employees are included in the allegation or investigation, the 
disposition shall specify who it applies to for each employee. If the panel identifies incident violations 
other than the initial allegation(s), each other violation must have an incident violation cited, and list a 
classification. 
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The panel will also present documentation concerning the need to change departmental policies, rules, or 
procedures when appropriate. 

  

The chairperson of the Disposition Panel, at the direction of the Chief of Police, will forward a copy of the 
Disposition Panel summary to the affected Division Captain for a recommendation on any applicable 
disciplinary, corrective, or training action. In cases where the Chief of Police believes that counseling 
would deter future infractions, the Chief of Police will ensure that the subordinate receives appropriate 
counseling.  

  

RELAYING THE FINDINGS TO INTERESTED PARTIES (EMPLOYEE, SUPERVISORS): [26.3.8]   

No line or internal investigation shall be considered complete until it has been approved by the Chief of 
Police. Upon completion of any line or internal investigation the affected employee(s) will be notified in 
writing as to the disposition of the investigation and if applicable, the correspondence may be combined 
with any disciplinary action to be taken. 

  

An employee on any type of suspension will not engage in any off-duty official police function. 

 

RELAYING THE FINDINGS TO COMPLAINANTS: [26.3.4c] 

Upon completion of any internal investigation and the ultimate decision upon the conclusion of fact, the 
Chief’s Office will author a letter to the complainant summarizing the investigative findings and the final 
determination. No mention will be made of any disciplinary action. 

 

Upon completion of any line investigation and the ultimate decision upon the conclusion of fact, the 
investigating officer will author a letter to the complainant or make a documented phone call to the 
complainant summarizing the investigative findings and the final determination. No letter will be sent 
without the approval of the Division Commander.  No mention will be made of any disciplinary action.   

 
ADMINISTRATION OF DISCIPLINE:   

Before any disciplinary action is administered, the recommendation must be reviewed and approved by 
the Chief of Police (See Disciplinary System directive for further details). 

 

Administrative Hearing:  The Chief of Police will hold a pre-disciplinary conference with the person(s) who 
is the subject of an investigation where there is potential for termination, demotion, suspension or any 
loss of property right. (Cleveland Board of Education v. Loudermill) 

 

 Notification must be made to the affected employee giving at least 24 hours’ notice prior to the 
Administrative Hearing. 
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 The assigned investigator must outline in the notice all specific policies alleged to have been 

violated in support of the disciplinary action. 

 
INVESTIGATIVE FILE INTEGRITY:   

Copies of all related paperwork and correspondence relating to an investigation shall be placed and kept 
in the investigative file. Upon completion of the investigation, whether an internal or a line investigation, 
the file shall be turned over to and maintained by the Professional Standards commander.  

The investigative case file or any portion of the file will not be viewed, copied, or distributed without the 
prior knowledge of the Chief of Police and the City Attorney if applicable. If a subpoena is received by the 
Chief’s Office to view or copy the investigative file, the Chief of Police and City Attorney will be notified 
prior to making the file available. 

 

If an investigation results in disciplinary action against an officer a complete record of any interview shall 
be made when conducting an internal investigation and a complete transcript or copy shall be made 
available upon request to the employee under investigation without charge and without undue delay. 
Such record shall be electronically recorded. 

 

If a recording is used in an interview while conducting a line investigation, a complete transcript or copy 
shall be made available upon request to the employee under investigation without charge and without 
undue delay. 

 
CONFIDENTIALITY: 

 Employees will not discuss or attempt to solicit any details concerning a matter they know to be 
under a line or internal investigation.  

 Internal investigations will be held in strict confidence. Information will be disseminated and used 
on a need-to-know basis or in cases where dissemination would be in the best interest of the Police 
Department. This includes discussing the investigation with an employee’s immediate supervisor 
or command personnel if the investigator deems it necessary and appropriate.  

 The Chief of Police or their designee shall have the authority to discuss a completed internal 
investigation, with other command level employees if it is in the best interest of the Department. 
However, caution will be exercised as to what information is disseminated as to insure an 
employee’s privacy.  

 Whenever an investigation is forwarded through the chain of command for review, each 
reviewing member is responsible for maintaining the confidentiality and security of that 
investigation, to include maintaining any documentation and physical evidence in a secure 
location. 
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APPEAL PROCESS:  [26.1.6] 

Upon notification of the recommended disciplinary action (except oral reprimand) the accused may: 

 Accept the disciplinary action as recommended; or 

 Appeal the action as detailed in the City of Cedar Rapids Employee Guide to Personnel Policies 
and Procedures; or 

 Appeal the action through the grievance procedure as allowed in the bargaining unit labor 
contract. 

  

If the accused should choose to appeal the suspension, demotion, or discharge to the Civil Service 
Commission, notification shall be filed with Clerk of the Commission within 14 calendar days after the first 
day that the adverse action took effect as specified in Chapter 400.20, Code of Iowa. 

 

The appeals process set forth in Chapter 400 of the Code of Iowa (400.18-400.27) shall be the basis from 
which all procedures will originate. 

 

GRIEVANCE PROCEDURE:   

Grievances by bargaining unit employees will be handled in accordance with the Cedar Rapids Police 
Bargaining Union Contract.  When a grievance is filed the following information, at minimum, must be 
included: [22.4.1d] 

  Date of incident 

 Time of incident  

 Affected section(s) of the Union contract 

  

Grievances by non-bargaining unit employees will be handled in accordance with the City Personnel 
Policy. 

  

The Chief of Police is responsible for the coordination of formal grievances through departmental 
procedures. Formal grievance records shall be maintained by the Chief of Police. [22.4.2] 

  

The Chief of Police or designee will conduct an annual analysis of filed grievances to check for trends, 
which may indicate agency issues.  If trends are detected, steps may be taken within the confines of the 
labor contract and/or employee guide to minimize the causes of such grievances in the future. [22.4.3] 
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DISCHARGED EMPLOYEES: 

If an employee is discharged from employment, except for probationary employees, the Chief of Police 
and/or Human Resources during the exit interview will provide the dismissed employee with the following 
information: 

  

 The reason for the discharge; 

 The effective date of the discharge; and 

 The status of fringe and retirement benefits after the discharge. 

All entrance level Civil Service appointments shall be made subject to a probationary period of 12 
months, unless a shorter period is specifically provided by state law. During said probationary period, 
employees may be discharged if, in the judgment of the Chief of Police, they should be found not to be 
qualified to fill the position. Probationary employees do not hold full Civil Service rights, and therefore, 
cannot appeal to the Commission. Any probationary employee released from employment shall be 
notified in writing of the reason(s). 

  

The appointing officer or body may extend the probationary period of any officer due to extended 
absences, including but not limited to sick, injury or military leave, when the absence is such that the 
appointing authority does not have an adequate opportunity to evaluate the officer's performance. In the 
event that the appointing authority chooses to extend the probationary period, the probationary period 
shall be extended for a period of time equal to the time in which the officer was absent. 
 
RECORDS OF DISCIPLINARY ACTION:   

All investigative records that result in disciplinary action shall be filed and maintained in the Professional 
Standards files by the Chief of Police or designee. The only exceptions are: 

 Investigative records, which support a criminal charge against an employee, must be processed 
and retained using normal records procedures. 

 Written summary documenting the following will be placed in the employee’s personnel file 
whenever disciplinary action is taken which results in a written reprimand, suspension, demotion, 
or termination: 

o Employee notification of investigation and/or complaint, 

o Finding of fact, and  

o Final disposition.  

 
Disciplinary actions are permanent records and will not be expunged from an Internal Affairs file or 
employee’s disciplinary file. 

Coaching will be removed from the effected employee’s discipline file if it is requested by the employee 
and it has been more than six months since the date of the infraction.   
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Personnel and background investigators representing law enforcement agencies who are conducting pre-
employment investigations of members’ or former members’ qualifications for employment are required to 
present a release and waiver form signed by the member / former member affected.  Release of 
personnel records are subject to the rules of Iowa Code Chapter 22.7 (11) and 91B.2. 

 

Statistical records shall be maintained by Professional Standards relating to the complaint/disciplinary 
process. 
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POLICY/PURPOSE:  
The purpose of this directive is to state formally the process of discipline and to establish the policies and 
procedures for using training and counseling as methods of positive discipline and to set out the forms of 
punitive disciplinary options used by the Cedar Rapids Police Department (CRPD).  

It is the policy of the CRPD to develop positive disciplinary procedures to minimize the necessity of 
negative, punitive disciplinary actions.  

DEFINITIONS:  
Aggravating Factors – Facts and/or circumstances that cause the severity of a disciplinary action to be 
more than the specified discipline for the category as defined in the department’s disciplinary matrix. 

Coaching Form – A form documenting correction given for minor policy violations (see Matrix below).  The 
form will be placed in the employee’s red file.  This is not punitive in nature. [26.1.4b] 

Demotion – Reduction in rank due to an infraction that was (a) intentional and severe in nature, and/or (b) 
involved gross neglect, or (c) the past conduct of the employee demonstrates the behavior is repetitive in 
nature.  

Formal Discipline - Formal discipline shall mean action involving demotion, removal from office, 
suspension, letters of reprimand or other similar action. 

Misconduct – Minor policy violations that are unacceptable but not criminal. 

Mitigating Factors – Facts and/or circumstances that cause the severity of a disciplinary action to be less 
than the specified discipline for the category as defined in the department’s disciplinary matrix. 

Restitution – Withholding of pay to cover actual cost to repair/replace city property that was 
lost/damaged. 

Suspension – Unpaid leave for an infraction that was (a) intentional and severe in nature, and/or (b) 
involved gross neglect, or (c) the past conduct of the employee demonstrates the infraction is repetitive in 
nature.  The supervisor/commander should feel that a suspension is necessary to correct the behavior. 

Termination – Loss of employment status with the City for an infraction or series of infractions, so grave 
in nature that continued employment would affect the operational effectiveness of the department and the 
employee’s supervisor/commander is convinced that corrective action is not a possibility.   
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Written Reprimand – Formal written documentation of reprimand for an infraction that was (a) intentional 
and serious in nature, and/or (b) involved a greater, more serious degree of negligence, and/or (c) the 
employee has received prior notices of policy violations and the supervisor is convinced that a reprimand 
is necessary to correct the behavior.  The employee is advised that conduct of this nature will not be 
tolerated and that a recurrence will result in a suspension. 

Shift File – A file for non-confidential information to allow commanders to maintain shift-level documents 
which aid in the day-to-day operations and performance evaluation process.  

PROCEDURE:  
Training: [26.1.4a] 

Discipline may take the form of training or experience that corrects, molds, strengthens, or perfects. 
Such discipline allows for a professionally-oriented department.  

Officer's acts, which are committed because they either misunderstood procedures or were never made 
aware of the correct action, are indicators of training needs.  These needs may be corrected by remedial 
training programs. 

 Remedial training is personalized training to correct a specific deficiency, which is usually
identified by testing, evaluation during training, by a supervisor evaluating an employee during
routine job performance, or by acts requiring disciplinary actions.

A review of internal investigations should analyze information to determine possible training needs by 
identifying undesirable behavior trends of those individuals.  

Training may be used as part of the department's disciplinary system by itself, or in conjunction with other 
disciplinary procedures as determined by the Chief of Police. 

An employee may be assigned to remedial training based on the results of a Professional Standards 
investigation or by the Chief of Police as a positive measure to correct a deficiency. 

In a non-disciplinary action, an employee may be assigned to remedial training if their supervisor, through 
the division commander, recommends the process to correct a lack of skill, knowledge, or abilities to 
perform their assigned tasks properly.  

Upon completion of a remedial training program participants shall be evaluated to determine whether or 
not existing deficiencies were alleviated.  Results of the evaluation shall be forwarded through the chain 
of command to the Chief of Police. 
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Supervisors Role in the Disciplinary Process: [11.3.2, 26.1.5] 

Supervisors are responsible for the performance, conduct, and adherence to departmental directives and 
policies and procedures of their subordinates.  Supervisors are the initiators of the disciplinary process 
and should use the disciplinary matrix along with their knowledge of supervision, subordinates, and 
knowledge of the infraction and its circumstances when taking or recommending corrective action.  
Supervisors are required to document all cases of misconduct as outlined in this directive. 

Any supervisor may initiate a notice of policy violation or written reprimand.  Written reprimands may be 
initiated by any supervisor but must be passed upward along the chain of command.  The Chief of Police 
retains final authority in all disciplinary matters. If the supervisor initiating a policy violation is not the 
individual’s immediate supervisor, the immediate supervisor will be notified when the action is forwarded 
through the system. 

Counseling: [26.1.4b]   
Counseling is assisting employees in the process of problem solving.  It may be corrective or preventive 
in nature. Counseling as a component of the disciplinary system may be employed by itself or in 
conjunction with one (1) or more of the components of the disciplinary system. Counseling may focus on: 

 The necessity for a person to change an existing behavior, or deficient work method

 The necessity for a person to alter behavior in preparation to be considered for additional
responsibilities

 A disciplinary problem, which may be handled in a positive manner by itself, or in conjunction
with other disciplinary measures

The following criteria should exist for using counseling: A reasonable belief must exist that the employee 
has an existing problem or is experiencing difficulty in understanding, adjusting to, or internalizing matters 
which:  

 Are job related, pertaining to assigned tasks;

 Involve personnel policies pertaining to departmental policies;

 Involve interpersonal relationships with co-workers;

 Involve personal matters, which are affecting the employees work performance.

The process may be based on the results of a Professional Standards investigation concerning a 
disciplinary matter, by recommending counseling for the employee to the Chief of Police, as a positive 
measure to correct a deficiency.  Factors must be present which indicate the employee's problem is 
having a detrimental effect on work performance.  
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There must be a reason to believe that counseling may assist the employee in a supportive way or 
otherwise have a positive impact on work performance.  The following procedures should be followed for 
utilizing counseling as a function of discipline:  

 The employee or their immediate supervisor may initiate the counseling process

 The initial counseling effort shall be intended to find a remedy or, if not possible, to route the
counseling process to one of the following as appropriate: watch commander, division
commander, or outside professional counseling service

DISCIPLINARY GUIDELINES MATRIX 
The purpose of this section is to establish a disciplinary matrix (classification system) in order to address 
violations of department regulations in a fair and consistent manner. The goal of the disciplinary matrix is 
to encourage appropriate behavior and to provide information concerning penalties for violations of 
regulations. 

The matrix contained in this section serves as a guide for internal decisions regarding disciplinary actions. 
The Chief of Police shall not be bound by the degrees of discipline outlined in the matrix and may 
determine levels of discipline higher or lower than recommended based on the facts involved.  Not all 
policies are listed in the disciplinary matrix, however all policies will be enforced. 

General Description 
Misconduct is categorized based on degrees of severity. The categories range from Category “A” through 
Category “E”. Category “A” contains the lowest levels of infractions and involves non-punitive measures.  
Repeated violations in any category may move an infraction to the next level.  Category “B” violations or 
higher will normally result in punitive measures. 

Category “A” (Minor) Coaching 
Category “A” violation(s) are a single incident that has minimal negative impact on the operations or 
reputation of the CRPD.  It will be documented utilizing a Coaching Form (CRPD #789).  This form will be 
sent through the chain of command and will be held in their red file. 

A fourth and/or subsequent Category “A” Coaching within a 6-month period after the last issuance, may be 
considered a Category “B” violation.   

Continued Category “A” Coaching resulting in Category “B” punishment may rise to Category “C” through 
“E” punishment with continued violations. 
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Category Violations (Major): 

 Category “B” violation(s) are incidents that have more than minimal impact on the operations or
reputation of the CRPD or that negatively impacts relationships with other officers, agencies, or
the public (written reprimand, removal from part-time specialty unit, or restitution).

 Category “C” violation(s) are incidents that have a pronounced negative impact on the operations
or reputation of the CRPD or on relationships with employees, other agencies or the public (10-
30 hours suspension from duty without pay, or removal from Task Force, part-time, or full-time
specialty unit, or restitution).

 Category “D” violation(s) are incidents that are contrary to the core values of the CRPD or that
involve a substantial risk of officer or public safety (40-80 hours suspension from duty without
pay, or removal from Task Force, part-time, or full-time specialty unit, or involuntary transfer from
current position when the continued presence of the employee would affect performance and/or
integrity of the department).

 Category “E” violation(s) are incidents that are violations that are contrary to the core values of
the CRPD. This includes acts of serious misconduct or acts of criminal conduct (more than 80
hours suspension from duty without pay, demotion, or dismissal).

A second and/or subsequent Category “B” through “E” violation within a 24-month period will be treated as 
an aggravating factor and may increase the category of a current violation and/or its punishment to the 
next higher category. 

NOTE:  If a Category “A” through “E” is issued, see section 8.1 of the Cedar Rapids Police Bargaining 
Union contract. 

Written Reprimand (Category B): 
A written reprimand may be initiated by the employee's supervisor and may be applied to any infraction of 
policies, rules and regulations, or procedural errors.  The written reprimand shall follow the chain of 
command with the Chief of Police maintaining final authority.  Written reprimands shall be documented on 
Letter of Reprimand Form (CRPD #740) and forwarded to the employee's red file.  

Suspension (Category C-E): 
When the infraction is of such a nature that a notice of policy violation or letter of reprimand is 
inappropriate, the Chief of Police may suspend an employee.  The employee shall be given written notice 
of the suspension and the reason(s) for the suspension.  

Demotion: 
With proper cause, the Chief of Police may order an employee demoted.  An employee may also be 
demoted due to lack of work, prudent business reasons, a series of violations, or one very serious 
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violation.  The employee shall be given notice in writing of the demotion and the reasons for the 
demotion.  

Dismissal: 
Dismissal may occur after progressive discipline has been taken and there is no change in the 
employee's performance or behavior, or when an act is of a serious nature.  Any employee whose 
conduct results in dismissal shall be provided the following:  

 A statement citing the reason for dismissal [26.1.7a]

 The effective date of the dismissal [26.1.7b]

 A statement of the status of fringe and retirement benefits after dismissal [26.1.7c]

 A statement as to the content of the employee's employment record relating to the dismissal

 A statement indicating the steps and time frame in which appeals need to be made in
accordance with the grievance process and appeals pursuant to the civil service process

Disciplinary Review Board 
All categories B through E violations will be reviewed by a disciplinary review board consisting of the four 
division commanders.  After reviewing the facts of the case, the board will submit a recommendation of 
discipline to the Chief of Police.  Generally, the board will recommend the least amount of discipline listed 
in the category for first time category violations.  In cases where the recommended disciplinary measure 
deviates from prescribed matrix standards, the board will justify the recommendation by providing 
aggravating or mitigating circumstances.  The Chief of Police shall determine all final dispositions. 

Annual Review of Disciplinary Cases: [26.2.5] 

The commanding officer of Professional Standards will submit an annual report to the Chief of Police 

after reviewing all departmental disciplinary cases.  The review will be conducted to determine the need 

for modifications in the following areas: 

 Training

 Change in policy, procedure, or rules and regulations

 Adequacy of supervision

 Need for inspection or other controls

During the review process, the commanding officer of Professional Standards will analyze all formal 
citizen complaints.  This report will be used in the development of departmental goals in preparation for 
the annual planning and departmental budget process. 
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RED FILE: [26.1.8] 
Documentation of disciplinary action taken against an employee will be maintained as follows: 

 Formal Discipline - In cases involving formal discipline, the documentation will permanently
remain a part of the affected employee’s red file.

 Coaching - In cases involving Coaching, the documentation may be purged from the affected
employee’s personnel file 6 months after final action.

 Purging Files - The documentation purged shall include statements by the employee, witnesses
and identification of the person filing the complaint.  When the documentation is purged from the
affected employee’s personnel file, the action will be logged in the red file, signed off by the
employee, and the documentation will be destroyed.

NOTE:  This directive is for departmental use only and does not apply in any criminal or civil proceeding.  
The department policy should not be construed as a creation of higher legal standard of safety or care in 
an evidentiary sense with respect to third-party claims.  Violations of this directive will only form the basis 
for departmental administrative sanctions. 
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General Conduct/Behavior Policy Violations        Category 

Inappropriate comments/rude or discourteous actions/Use of profane, obscene 
language/inappropriate gestures 

B 

Offensive and/or discriminatory comments regarding race, ethnicity, gender, religious 
beliefs, physical characteristics and/or sexual orientation/lifestyle 

C 

Harassment and/or discrimination C 

Violation of Bias Based Profiling policy D 

Failure to follow chain of command/Obtain supervisor approval A 

Insubordination C 

Failure to obey a lawful order C 

Obstructing or hindering a criminal and/or internal investigation E 

Sleeping on duty B 

Failure to report to a required court appearance or training A 

Failure to answer radio (required job duties) A 

Intoxicated/Consumption of alcohol while on duty E 

Unexcused lateness to assigned duty A 

Failure to report to scheduled duty or on-call duty C 

Failure to assist/Backup other officers C 

Failure to advise the department of address/Telephone change A 

Failure to provide name and identification to citizens/police B 

Violation of social media policy A 

Failure to put yourself out on radio A 

Failure to follow tobacco use policy A 

Violation of work restrictions B 

Evidence and Found Property        Category 

Failure to recover evidence at the scene B 

Improper recovery, processing, and documentation of receipt of evidence/found property A 

Intentional and/or willful destruction, disregard, and/or tampering of evidence E 

Failure to impound when required A 

Untruthfulness/Deception        Category 

Work related misrepresentations that are minor and inconsequential E 

Intentional misrepresentation under oath, in an internal investigation, in a report, or in 
any matter that adversely affects another person’s life 

E 
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Secondary Employment        Category 

No approved secondary employment form on file A 

Restriction violations (Hours/Week) A 

Working prohibited secondary employment site B 

Working while on medical leave without permission or in violation of restricted duty 
policy-Policy questions 

B 

Prisoner Issues        Category 

Violations relating to searches – Contraband A 

Violations relating to searches - Weapons B 

Violations relating to transportation of prisoner B 

Violations relating to prisoner property A 

Violations relating to guard/custody C 

Violations relating to medical/mental health treatment C 

Neglect of Duty        Category 

Failure to take necessary police action B 

Failure of a supervisor to take necessary action C 

Abuse of police powers E 

Criminal Violations        Category 

Failure to report being charged with a traffic or criminal offense B 

Serious Misdemeanor or above criminal violations and attempts E 

Serious traffic offenses E 

Illegal Use of Controlled Substances E 

Police Vehicle Operations        Category 

Vehicle Collision Due to Simple Negligence with Minor Consequences: A collision resulting 
from minimal inattentiveness by the officer and cosmetic damage to property and no 
personal injury. 

A 

Vehicle Collision Due to Simple Negligence with Moderate Consequences: A collision 
resulting from minimal inattentiveness by the officer but damage and/or a minor personal 
injury has been sustained. 

B 

Vehicle Collision Due to Negligence with Minor/Moderate Consequences: A collision 
resulting from inattentiveness by the officer with damage and/or a personal injury has been 
sustained. 

C 

Vehicle Collision Due to Recklessness No Matter the Consequences: A collision resulting D 
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from inattentiveness and negligence toward the safe operation of the vehicle. 

Vehicle Collision Due to Gross Negligence No Matter the Consequences: A collision 
resulting from the negligent operation of the vehicle and a disregard to highway safety. 

E 

Failure to wear seatbelt C 

Minor violations of motor vehicle/pursuit policy A 

Negligent violation of motor vehicle/pursuit policy B 

Reckless violation of motor vehicle/pursuit policy C 

Use of Force        Category 

Unnecessary Force – force that is used when not required in light of the circumstances 
but is not brutal or excessive 

A 

Unreasonable Force – force used that is outside what an ordinary or prudent law 
enforcement officer would use 

C 

Excessive Force – force that is clearly excessive in scope, duration, or severity in light of 
the circumstances 

D 

Brutal Force – force that is without justification or mitigation in light of the circumstances 
and is severe/cruel in scope or duration 

E 

Firearms        Category 

Carrying an unauthorized firearm on-duty C 

Carrying unauthorized ammunition on-duty C 

Failure to properly maintain firearm B 

Failure to properly secure department issued firearm(s): on-duty or off-duty C 

Negligent handling of a firearm resulting in a discharge C 

Failure to report firearm discharge C 

Failure to properly secure department issued weapons C 

Investigative Protocol        Category 

Violations of procedures for preliminary & follow-up investigations A 

Failure to file required reports (Code of Conduct) B 

Accuracy of reports/Completeness A 

Failure to arrest/Cite when required (DA, NCO, etc) B 

Improper interview or interrogation A 

Improper search and seizure A 

Unreasonable search and seizure C 

Knowingly or willfully violating an individual’s Constitutional Rights E 

Violation of audio/video recording procedures B 
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Care and Use of Uniforms and Equipment        Category 

Wearing improper attire/Out of uniform Displaying unprofessional appearance A 

Loss of departmental uniform items or equipment items (Not to include firearm, radio, I.T. 
equipment, vehicle, or badge) 

A 

Loss of departmental radio, I.T. equipment, Defibrillator, and/or badge B 

Loss of departmental firearm and/or vehicle D 

Intentional damage to departmental uniform items or equipment items C 

Minor damage to department equipment as a result of negligence B 

Major damage to department equipment as a result of negligence C 

Improper use of department equipment A 

Unauthorized use of department equipment (Take home cars, equipment, etc) B 

Violation of Body Armor wear/use policy B 

Confidential Information        Category 

Improper dissemination/access of investigation/departmental information C 

Computer access violations – internal C 

CJIS/iLeads/NCIC Protocol Violation: Imprudent Activity B 

CJIS/iLeads/NCIC Protocol Violation: Criminal Intent / Personal Gain E 

Negligent disclosure of NCIC information to Unauthorized person A 

Intentional disclosure of NCIC information to Unauthorized person/accessing NCIC 
information without lawful purpose 

B 

Intentional destruction or modification of NCIC/IOWA system logs or any other storage 
medium  

E 
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INVESTIGATED COMPLAINTS - 01/01/2021-07/31/21 

There have been 12 external complaints: 

Complaint #1:  

 Allegation - Abuse of Police Authority 

 Outcome - Unfounded 

Complaint #2:  

 Allegation - Unprofessional Conduct 

 Outcome - Unfounded 

Complaint #3:  

 Allegation - Unprofessional Conduct 

 Outcome - Unfounded 

Complaint #4:  

 Allegation - Neglect of Duty, Discourteous 

 Outcome - Unfounded 

Complaint #5:  

 Allegation – Discrimination, Unprofessional Conduct 

 Outcome - Unfounded 
 

Complaint #6:  

 Allegation - Abuse of Police Authority, Theft 

 Outcome - Unfounded 
 

Complaint #7:  

 Allegation - Neglect of Duty, Discourteous 

 Outcome - Unfounded 
 

Complaint #8:  

 Allegation - Unprofessional Conduct, Excessive Force 

 Outcome - Unfounded 
 

Complaint #9:  

 Allegation - Neglect of Duty 

 Outcome - Unfounded 
 

Complaint #10:  

 Allegation - Unprofessional Conduct 

 Outcome - Unfounded 
 

Complaint #11:  

 Allegation - Neglect of Duty 

 Outcome - Sustained 

Complaint #12:  

 Allegation - Discrimination, Harassment 

 Outcome - Unfounded 

 



 01/01/21-07/31/21 Total Use Of Force Incidents (222 arrests + 56 non-arrests = 278)
The number of Use of Force "types" may be higher than total Use of Force incidents due to multiple "force types" being deployed on one incident. 

FORCE TYPE TYPES TOTAL ARREST - UOF TYPES NON-ARREST - UOF TYPES % 2020 AVERAGE %

ACTIVE COUNTERMEASURES 118 90 28 35% 34%

FIREARMS DISCHARGED 1 1 0 0% 0%

FIREARMS DISPLAYED 130 108 22 38% 36%

IMPACT WEAPON 4 2 2 1% 0%

K9 Display 32 30 2 9% 7%

K9 BITE 3 3 0 1% 2%

OC SPRAY 1 1 0 0% 0%

TASER DEPLOYED 9 8 1 3% 3%

TASER DISPLAYED 38 33 5 11% 11%

Other 7 5 2 2% 7%

Total 343 281 62 100% 100%
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0%

TASER DEPLOYED
3%

TASER 
DISPLAYED

11%

Other
2%
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