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I. PURPOSE AND SCOPE  

This policy prohibits employees of the Franklin County Sheriff’s Office from engaging in bias 
based behavior and provides guidelines to assist employees in identifying the same.  

This policy also provides guidelines for the creation and maintenance of FCSO 
processes aimed at preventing and responding to these actions if and/or when they 
occur.  

.  

II. POLICY STATEMENT  

The Franklin County Sheriff’s Office is committed to serving the public in a way that is 
fair and impartial. This commitment includes – because it must - recognizing the role explicit 
and implicit biases play in law enforcement. It also includes a commitment to working both 
within   
And outside of the FCSO to eliminate bias affecting members of our community based on 
their race, religion, ethnicity, national origin, cultural affiliation, sex, gender, gender identity, 
sexual orientation, economic status, age, pregnancy, or disability status.   

FCSO’s commitment to openly working to address these issues is driven not only by our 
legal obligations but by our ethical responsibility to maintain the trust of our community. 
The Franklin County Sheriff’s Office recognizes that its ability to fulfill its law enforcement 
purpose is entirely dependent on the public’s approval of its existence and on the respect or 
lack thereof the public holds for its deputies. Once secured, it is only with the public’s continued 
trust that the FCSO and its employees retain the authority and ability to perform their duties. 
Without the maintenance of this trust, the FCSO cannot be effective and public order within our 
community cannot be maintained.   

Each FCSO employee’s actions and behaviors either contribute to or detract from the 
Office’s ability to secure and maintain the public’s trust and respect. Key to obtaining and 



maintaining trust and respect is creating not only the appearance but the actual existence of 
a system in which all the actions of Office employees are both procedurally just and 
transparent.  Unfortunately, transparency cannot always be fully accomplished, particularly 
when legal Mandates prevent or impede the same. Because of these legal mandates 
procedural justice becomes all the more important to assure the community that the actions 
of the FCSO and its employees are fair, equitable, and just.  

In these efforts, it is the policy of the FCSO that its employees do not take, fail to take, or 
delay any action or inaction against or on behalf of an individual based solely on the individual’s 
status as a member of a protected class. It is also the policy of the FCSO to create and 
maintain  processes aimed at preventing and responding to impermissible bias-based behavior 
against  individuals because of their membership in a protected class if and/or when they 
occur.  

Lastly, the FCSO recognizes these topics can cause concern among law enforcement 
officers who are largely well-intentioned and dedicated public servants. The FCSO approach 
to these issues, in particular to implicit bias, includes a scientific approach that recognizes the 
brains of   
All individuals form predictive scripts about the world based on prior observations 
and experiences.1 this scientific approach recognizes that the brain’s observations in forming 
these scripts may or may not be correct and may or may not be intended by the individual, yet it 
is these predictive scripts that largely influence human behavior. Eliminating and correcting 
implicit and explicit biases where they occur requires that both FCSO employees and members 
of our community examine their patterns of thinking and reacting in an honest and 
welcoming environment. To this end, the FCSO expressly encourages an environment of 
openness and encourages FCSO employees and community members to ask questions, 
discuss concerns, and learn more about themselves and each other as we work to find 
solutions to these issues.  The FCSO also commits to assisting and rewarding employees who 
willingly evaluate their patterns of thinking and who seek assistance in correcting inaccurate 
predictive thinking scripts and biases.  

III. BIAS-BASED BEHAVIOR PROHIBITED  

FCSO employees shall not take, refrain from taking, or delay, any action against or on behalf 
of an individual based solely on the individual’s membership in a protected class. The 
term protected class refers to an individual’s race, religion, ethnicity, national origin, cultural 
affiliation, sex, gender, gender identity, sexual orientation, economic status, age, pregnancy, or 
disability status.  

Examples of bias-based behavior include but are not limited to:  

1. Stopping individuals based solely on their race, ethnicity, natural origin, cultural affiliation, 
or perceived gender.  

2. Conducting pat-down frisks of individuals based solely on their race, sex, gender, 
sexual orientation, or wearing of religious garb.  

3. Detaining individuals solely based on their race, ethnicity, national origin, or 
cultural affiliation when it appears inconsistent with the socioeconomic status of a 
neighborhood or other area.  

4. Failing to offer standard resources to individuals of a certain sex, gender, gender identity, 
or sexual orientation related to domestic violence or sexual assault offenses.  



III (a). WHEN STATUS MAY BE CONSIDERED  

FCSO employees may consider an individual’s status in making a legal determination such 
as when reasonable suspicion or probable cause exist when:  

1. The individual’s status is considered along with all other relevant factors 
reasonably known to the employee at the time; and   

2. The individual’s status is specifically relevant to a particular offense, description, 
or investigation.  

While examples of when reasonable suspicion and probable cause are fact-specific, 
examples of when an individual’s status as a member of a protected class may be considered 
include but are not limited to:  

1. When an individual’s protected status is an element of a crime. For example, when    
an individual’s age is an element of a sexual offense committed against a child by an adult or 
when an individual’s sex or pregnancy status is an element of an assault offense.  

2. When an individual’s protected status is one part of a suspect description and other parts 
of the suspect description are also confirmed. For example, when a 
complainant  describes a suspect as an individual of a certain race wearing certain 
clothing and a  deputy locates an individual of that race and in that clothing present within 
a relevant  time and distance of the alleged crime scene.   

3. When an unknown individual’s status is considered as one part of a criminal profile for 
a suspect related to a specific offense, the unknown individual’s status is not the only factor 
making up the criminal profile, and the profile is supported by scientific or other reliable 
data confirming the association.   

a. For example, when items found at a crime scene indicate the commission of a hate 
crime against a member of a specific racial or ethnic group.  

 Investigators could consider as part of a criminal profile of the offender the 
offender’s most likely race or ethnicity.  

b. Investigators could also consider an unknown suspect’s likely race, ethnicity, 
or nationality as one factor among others in a criminal profile when evidence 
found at a crime scene indicates an offense has been committed which is 
traditionally reserved to a specific ethnic group, nationality, or religious 
denomination.  

IV. DUTY TO REPORT NONCOMPLIANCE  

IV (a) INCIDENTS INVOLVING THE USE OF FORCE 

If a deputy observes another deputy, or employee engaging in bias-based behavior involving 
the use of force, the deputy shall intercede to prevent the use of force when in a position to do 
so. Thereafter, the deputy shall promptly report the incident to a supervisor.   

If an employee, other than a deputy, observes another employee including a deputy engaging in 
bias-based behavior involving the use of force, the employee shall promptly report the incident 
to a supervisor.  

IV (b) INCIDENTS NOT INVOLVING THE USE OF FORCE  



If an employee of any type observes another employee of any type engaging in bias-
based behavior not involving the use of force, the observing employee shall intercede to 
mitigate the bias-based behavior when in a position to do so. The employee shall thereafter 
promptly report the incident to a supervisor.  

Examples of mitigating bias-based behavior not involving the use of force may include but 
are not limited to an employee:  

1. Contacting a supervisor within sufficient time to intervene in the encounter.   

      2. Providing the individual with additional information or resources when resources were not 
offered. For example, providing the same information in a domestic violence situation to a 
male victim as would normally have been provided to a female victim.  

3. Providing an individual with the contact information of an appropriate supervisor 
within the Office who is available to assist the individual and/or offer additional 
resources.   

4. Obtaining contact information from the individual and engaging in a follow-up response.  

5. Providing information regarding the citizen complaint process as set out in the 
Personnel Complaints policy.  

V. PROCEDURES FOR INVESTIGATING COMPLAINTS  

Supervisors are responsible for establishing a plan for their department to ensure 
and promote compliance with this policy.  

A. Where practical, a supervisor should be notified immediately to begin the preliminary 
investigation 

B. A supervisor that is made aware of an incident shall ensure the completion of a formal 
written complaint is filed and make a record of all officers/ witnesses present. 

C. Conduct a thorough investigation and report findings to the Chief Administrating Officer.  

VI. TRAINING AND RESOURCES  

FCSO employees should receive anti-bias training on the following schedule:  

1. for all employees: on an annual basis.  

 .   
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